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BY
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Chairman:Profesor Turiman Suandi, PhD

Faculty: Educational Studies

The purpose of the study is to investigate the lived experience of a Malay Chief
Executive Officer (CEO) who has demonstrated effective performance in a Government
Link Company (GLC), with the intention of revealing his underlying leadership
principles as a strategic leader. As a CEO, his leadership was not limited to only
realizing the aims of organizational leadership aspect in general, but it was also about
him as an individual, it was about his principles and values that he upholds based upon a
firm and reliable foundation. This study was guided by three research questions:(1)
What are the CEO’s guiding principles that became the foundation of his values and
leadership practices, (2) How does being a Muslim, shape this CEO leadership
principles and practices, (3) Who or what specific phenomenon gives the greatest impact
in shaping this CEO’s principles.

This study provided a better understanding of how being Muslim, Islamic teachings have
implication on his principles and leadership practices. Why Islamic teachings?
According to Malaysian constitution Article 160, Malays as Malaysian citizen, are
Muslims. Malay is a race, a race not only distinct because of its culture but a need to
adhere to the religious code of Islam. In Islam, the oneness of Allah “Tawheed”, is the
underpinning factor that binds and infuses the inner meaning and values of Muslims.

The organizational leadership research framework referred to in this study, was Kriger’s
and Seng’s (2005) proposed expended model to Yukl’s multiple linkage contingency


http://en.wikipedia.org/wiki/Malaysian_citizen

model which includes the spirituality imputes as variables, and the research approach
adopted was a biographical narrative qualitative approach. Series of semi structured
qualitative interviewing interviews, documentary analysis, and literature review were
used to explore the life experiences of this Malay, Muslim CEO, and in addition to that,
several non-participant observations data were gathered by the researcher through
various formal and informal occasions encountered with the CEO. Being an insider and
a member of this GLC management team, the researcher further utilized own personal
experiences to make sense of the lived experience of this CEOQ. Issues of trustworthiness,
in terms of credibility, transferability, dependability, and confirmability were addressed
by adopting; data triangulation, non-participation observation check, methodological and
theory triangulation.

The outcome of this study suggests that the development of one’s leadership principles
is the outcome of one’s own personal leadership philosophy which is shaped by personal
life experiences under five major themes; inherent talent; leadership development out of
struggle and hardship; developed for a cause that is worthy of strong commitment;
developed for a process of learning from experience, such as personal mistakes or
failures, influence of positive or negative role; and religious upbringing which includes
his belief systems as being an integrative system of the organizational leadership.

This study contributes to the continuing discussion on leadership with inner meaning
through describing the experiences of this Malay CEO moving through different stages
of his life, his career and exploring the contingency theory of leadership based on his
religion, Islam. The in-depth, semi-structured qualitative interviewing approach, offers a
fuller appreciation of the challenges and opportunities involved, demystifying (make
difficult subject clear and easy to understand) the leadership major challenges faced by
organizational leaders today with regards to the enactment of leadership with deep inner
meaning.

The study too, has provided valuable information that may benefit others in the
leadership position in navigating their leadership construct. Simply stated, the question
of whether leadership is just based on organizational leadership theories which over
emphasis on “observables’ construct; (1) “having”: having the right skills, competencies,
resources or personality traits appropriate to the task, or (2) “doing”: behaving or
expressing activities, a situational leadership of one sort or another, to new paradigm of
not only emphasizing on just observables construct of (1) “having”, (2) “doing”, but also
(3) “being”. Leadership is not primarily a question of having the right traits,
competencies and behaviors for the situation, but a question of “being”. Construct of
“being” is being human, and as human being, one need to act out of and being in touch
with the source of meaning, on how to lead an organization where the organizational
members are seeking ways to live it through to their inner individual values.



Abstrak tesis yang dikemukakan kepada Senat Universiti Putra Malaysia ini adalah
sebagai memenuhi keperluan untuk ijazah Doktor Falsafah

PRINSIP DAN AMALAN KEPIMPINAN SEORANG KETUA PEGAWAI
EKSEKUTIF MELAYU-ISLAM DISEBUAH SYARIKAT BERKAITAN-
KERAJAAN TERPILIH

Oleh
KHALIDAH BINTI HARON

September 2014

Pengerusi: Profesor Turiman Suandi, PhD
Fakulti: Pengajian Pendidikan

Tujuan kajian ini adalah untuk menyiasat pengalaman seorang Ketua Pegawai Eksekutif
(KPE) Melayu yang telah menunjukkan prestasi yang berkesan dalam Syarikat
Berkaitan Kerajaan (SBK), dengan tujuan untuk mendedahkan prinsip-prinsip yang
mendasari kepimpinan beliau sebagai pemimpin strategik. Sebagai KPE yang
kepimpinannya tidak hanya terhad untuk merealisasikan aspek matlamat kepimpinan
organisasi secara umum, ia juga mengenai diri beliau sebagai individu dan prinsip-
prinsip dan nilai-nilai yang dipegang berdasarkan firma dan asas yang dipercayai. Kajian
ini berpandukan tiga persoalan kajian: (1) Apakah prinsip panduan KPE yang menjadi
asas nilai dan amalan kepimpinan beliau, (2) Bagaimana menjadi seorang Muslim,
membentuk prinsip dan amalan kepimpinan KPE tersebut, (3) Siapakah dan apakah
fenomena spesifik yang memberi impak besar dalam membentuk prinsip KPE tersebut.

Kajian ini bertujuan untuk memberi kefahaman yang lebih baik mengenai bagaimana
menjadi seorang Muslim, pengajaran Islam mempunyai implikasi terhadap prinsip-
prinsip dan amalan kepimpinan beliau. Mengapa pengajaran Islam? Menurut
Perlembagaan Malaysia Perkara 160, orang Melayu ialah warga Malaysia, beragama
Islam. Melayu adalah satu bangsa, satu bangsa yang bukan sahaja berbeza kerana
budaya tetapi keperluan untuk mematuhi kod agama Islam. Dalam Islam, keesaan Allah
“Tawheed”, merupakan dasar utama dalam pembentukan “Aqidah” yang memberi kesan
langsung pada kehidupan seseoranag Muslim.

Kerangka kepimpinan organisasi yang digunakan dalam penyelidikan ini, adalah model
yang diutarakan oleh Kriger dan Seng (2005), iaitu model “multiple linkage
contingency” oleh Yukl yang dikembangkan dengan mengambil kira elemen spiritual
(kepimpinan dengan makna dalaman), dan pendekatan penyelidikan yang digunakan
dalam kajisilidik ini adalah kaedah “biographical narrative qualitative”. Beberapa siri
temuramah kualitatif separa berstruktur, analisis dokumen, dan kajian literatur telah
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juga digunakan untuk meneliti pengalaman kehidupan KPE Melayu, Islam yg
dimaksudkan, dan disamping itu, melalui beberapa pemerhatian bukan penyertaan,
penyelidik telah juga mengumpul maklumat dari apa yang diperhatikan dalam majlis-
majlis rasmi dan tidak rasmi yang dialami bersama CEO tersebut. Sebagai salah seorang
anggota pengurusan GLC ini, penyelidik seterusnya menggunakan pengalaman peribadi
beliau untuk memahami pengalaman hidup KPE tersebut. Isu kebolehpercayaan kajian,
dari sudut “credibility, transferability, dependability, and confirmability” telah diambil
kira untuk diatasi melalui triangulasi data, semakkan pemerhatian bukan penyertaan,
metodologi dan triangulasi teori.

Hasil kajian ini menunjukkan bahawa pembangunan prinsip kepimpinan seseorang itu
adalah hasil daripada falsafah kepimpinan peribadi yang terbentuk daripada pengalaman
hidup peribadi di bawah lima tema utama; bakat yang wujud; pembangunan kepimpinan
daripada perjuangan dan kesusahan; dibangunkan untuk tujuan yang selayaknya bagi
komitmen yang kuat; dibangunkan untuk proses pembelajaran daripada pengalaman,
seperti kesilapan atau kegagalan peribadi, peranan pengaruh positif atau negative; dan
didikan agama yang merangkumi sistem kepercayaan beliau sebagai sistem integratif
kepimpinan organisasi.

Kajian ini telah menyumbang kepada perbincangan berterusan mengenai kepimpinan
dengan makna dalaman melalui penerangan pengalaman KPE Melayu ini, yang bergerak
melalui peringkat hidupnya yang berbeza, kerjayanya dan meneroka teori kepimpinan
kontingensi berdasarkan agamanya, Islam. Pendekatan temu duga kualitatif mendalam,
separa berstruktur menawarkan gambaran yang penuh cabaran dan peluang,
demystifying (membuat subjek yang sukar menjadi jelas dan mudah difahami) cabaran
utama kepimpinan yang dihadapi oleh pemimpin-pemimpin organisasi hari ini berkaitan
dengan enakmen kepimpinan dengan makna yang lebih mendalam.

Kajian ini juga telah menyediakan maklumat bernilai yang dapat memberi menafaat
kepada mereka yang berada di dalam jawatan kepimpinan dalam mengemudi konstruk
kepimpinan mereka. Secara ringkasnya, persoalan sama ada kepimpinan hanya
berdasarkan teori-teori kepimpinan organisasi yang lebih memberi penekanan kepada
konstruk yangdapat dilihat/nyata; (1) “Mempunyai”: mempunyai kemahiran yang betul,
kompetensi, sumber atau personaliti yang sesuai untuk tugas itu, atau (2) “Melakukan”:
berkelakuan atau menggambarkan aktiviti, kepimpinan situasi yang pelbagai kepada
paradigma baru yang bukan sahaja member penekanan kepada konstruk (1)
“Mempunyai”, (2) “Melakukan”, tetapi juga kepada (3) “Being”. Kepimpinan bukanlah
persoalan samada mempunyai sifat-sifat yang betul, kompetensi dan tingkah laku untuk
situasi itu, tetapi ianya persoalan “Being”. Konstruk “Being” adalah menjadi manusia,
dan sebagai manusia, seseorang perlu bertindak dan berhubung dengan sumber makna,
bagaimana untuk menerajui sesebuah organisasi di mana ahli-ahli organisasi mencari
jalan untuk hidup berdasarkan nilai-nilai individu.
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CHAPTER 1

INTRODUCTION

This chapter provides a background of the study on lived experiences of a successful
CEO in managing and executing his leadership roles as a leader for a selected Malaysian
Government Linked Company. This chapter covers sections: background of the study,
rational and conceptual framework, background of the inquiry, statement of problem,
purpose of the study, research questions, significance of the study, limitation of the
study, definition of terms and overview of subsequent chapter.

Background of the Study

How does an executive leader of large corporate organizations lead their company to
success? To what principles does this executive leader anchor on to when executing their
roles? These questions have been in my mind since | started my career and it has
occupied my thinking until I started my doctoral research. Many people have little doubt
that leadership is a real and significant phenomenon in the large majority of
organizations (Sveningsson & Alvesson, 2003) and many researchers have focused their
attention on the study of this phenomenon. But yet, less than five percent of current
leadership literature has been focused on executive leadership, or the leadership of
organizations (Zaccaro & Horn, 2003).

This thesis is a study of the lived experiences of an executive leader of a corporate
organization in executing his leadership roles as a leader of the organization. This is a
study on the leadership principles he anchor on to throughout his tenure as a Chief
Executive Officer (CEO) of a Malaysian public listed Government Linked Company
(GLC). This CEO is an individual appointed by the Government of Malaysia and
assigned to this organizational unit. As the researcher of this study, my intention is to
understand the leadership practices from the perspective of understanding this CEO’s
leadership principles, because, leader’s underlying principles based on their beliefs,
values, and paradigms, does form the epistemological foundations(the sources of
legitimate knowledge)that shape the cognitions, beliefs, and behavior of the
organization(Mohamed Noor, 2002).

Informed by a semi-structured qualitative interviewing research approach, document
analysis, and non-participative observations, this study explores the leadership principles
practiced by the CEO. The study involves documenting and analyzing the CEO’s
narratives of leadership practices through a series of in-depth, semi-structured qualitative
interviewing, documentary analysis, and non-participative observations.



Rationale and Conceptual Framework

This chapter provides an overview of the study by explaining the rationale and
conceptual framework that underpinned the study. It also discusses the significance of
the research, explains the aims of the research and finally outlines the thesis.

The Conceptual Framework

Storey (2005) argued that leadership in organizations referred to team leadership, while
leadership of organizations referred to the overall strategic leadership of the
organization, including structure. This study is about leadership of organization and here
the usage of the terms leader, strategic leader, executive leader or chief executive officer
(CEO) specifically relates to the leadership of a corporate organization.

Interestingly, in Malaysia, majority of Malaysian leaders in the government agencies, its
government own companies (GOC) and its Government Linked Companies (GLC) are
Malays, and Malays as Malaysian citizen, professes to be Muslims, this is in accordance
to the Malaysian constitution Article 160. These facts had important implications for the
research to be done. This research is specifically an investigation which focuses on
identifying a Malay CEO’s leadership philosophy which refers to what the leaders
described as their own authentic way of living the experience of an executive leader and
manifested as his principles. In this study, | will be referring to various literature reviews
and studies on leadership, for me to be able to explore the practices of a successful CEO
of a specific GLC to identify the leadership philosophy of this CEO, hence the
underlying principles that form the foundation which shape the cognitions beliefs and
behavior of the Organization. The biography of this CEO is valuable in revealing the
experiences which translate into practices in leading a successful GLC by this Malay,
Muslim CEO.

Leadership Principles

Principles are like belief systems, it influences the values that differentiate what is good
and what is bad. Values are subjective, while principles are objective (Mohamad Noor,
2002). Belief system develops an individual’s or society’s world view (Nik Hassan,
2003). For Muslims, according to Jabnoun (2005), centring one’s principle to Tawheed,
will bring about good values and practices. As Muslims, the principles observed from
Prophet Muhammad s.a.w should than be the navigational devices that influence ones’
values, in which values that influence ones attitudes, behaviour and character- Prophet
Muhammad s.a.w leadership principles was God inspired (Mohamed Noor, 2002). It is a
well-known fact that the Prophet of Islam (s.a.w) was the supremely successful man in
the entire human history. According to the Qur’an, he was the best example for all
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mankind. He has shown us the way of achieving supreme success in this world. By
studying the life of the Prophet (s.a.w), we can derive those important principles which
were followed by the Prophet (s.a.w). Indeed, the Prophet of Islam (s.a.w) was a positive
thinker in the full sense of the word. All his activities were result-oriented and he
completely refrained from all such steps as may prove counter-productive (Khan,1998).

While | am keen to explore Mohamed Noor’s 10 classified principles, and Khan’s 10
identified principles closely related with the Prophet (s.a.w), | am inclined to what
Jabnoun’s (2005) identified to as the source of all principles, Tawheed and freedom
from tyranny be it idols, desires, people, or anything other than Allah. Tawheed is the
key concept in Islam, it is the essence of being human and centring one’s principle to
Tawheed, will bring about good values and practices. Hence the 10 classified principles
identified by Ismail Noor (2002), by Khan (1998), and those by Jabnoun can be
considered as values and practices emerging from the source of all Islamic principle
which is Tawheed.

Leadership of Organizations

Leadership of organizations referred to the overall strategic leadership of the
organization, including structure. What does effective CEO actually do as a leader of an
organization, how does this CEO make sense of what they do. CEOs are strategic
leaders.Davies & Davies (2004) defined strategic leaders as people who are insightful,
dissatisfied with the present, able to think strategically, action-oriented, and able to align
people and organizations behind vision. However, for Muslims, they believe that the
Prophet of Islam, Muhammad (s.a.w) has modeled the way for Muslim leaders and
followers for all times.The functions carried out by the Prophet (S.A.W), will relate to
the postures, principles and characteristics that project his total personality (Ismail Noor,
2002). This belief is supported when God says the following about Muhammad s.a.w
“And you stand an exalted standard of character” (Quran, Al-Qalam 68:4), hence, in
order to achieve real success in all aspects, man needs to have a cordial relationship with
Almighty God. The rupturing of that relationship will result in disaster for man, Nik
Hassan (2003). | believe that isolating the leadership guiding principles elements to it,
provides an incomplete definition.

The CEO of the Government Link Companies (GLC) in this study is a Malaysian Malay
and professes to be a Muslim, and as a Muslim he is a follower of Islamic teachings. As
Muslims, whether de jure or de facto, they will be judged by their dual observations and
obeisance (demonstration of obedient attitude) of both the Qur’an and the Sunnah of
Prophet Muhammad s.a.w’s (Mohamed Noor, 2002). Is it enough to say that these
leaders guided by a set of the said principles are charismatic leaders, or ethical leaders?
Significantly, the attribution of charisma most frequently used to describe the qualities
of an effective leader was driven primarily by observations by popular press and some
academics, and not by empirical evidence (Tosi, Misangyi, Fanelli, Waldman, &
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Yammarino, 2004). Tosi et al. (2004) further claimed that charismatic CEOs did not
have impact on indicator of firm performance beyond their own packages and stock
prices, hence it was found not to be a prerequisite for CEO success. Hence, may it be
charismatic, or ethical leadership, this type of leadership has something in common,
their definitions include values, traits and behaviours which includes self-confidence and
strong conviction in their own beliefs and ideals which involves attempts to influence
the attitudes and behaviour of followers and others (Yukl, 2010). What is needed is the
knowledge about the key principles these leaders observed in order to ensure continuous
excellence either in their personal and professional development, interpersonal relations,
organizational effectiveness and organizational productivity.

Leadership Challenges in the Context of Governance

Governance is the process of decision-making and the process by which decisions are
implemented or not implemented. Issues of bad governance involve integrity, and the
impact it brings to organization and corporation is great. Take for example the
‘ENRON’ scandal, at the end of 2001, the scandal surfaced, one of the largest corporate
failures in history. Mismanagement and the death of ethics were central in the downfall
of this corporate giant. The degree to which fraud was perpetuated in Enron was a
turning point for the corporate sector. Subsequently, because of that, regulations need to
be tightened, more controls need to be introduced, and an intensified focus on corporate
governance to curb recurrence. Unfortunately, more cases of fraud still perpetuated. Bad
governance is being increasingly regarded as one of the root causes of all evil within
societies. Yet, when governance is presented in the form of a checklist of processes that
needs to be adhered to, Enron passed the test (Ahmad & Salleh, 2008).

At an annual general meeting of International Swaps and Derivatives Association in
Berlin, 17 April 2002, it was cited that, even after Enron failed, the market for swaps
and other derivatives worked as expected and experienced no apparent disruption. There
is no evidence that the market failed to function in the Enron episode. On the contrary,
the market did exactly what it is supposed to do, which is to use reputation as a means of
monitoring market participants. There is no evidence that existing regulation is
inadequate to solve the problems. This shows that, corporate governance has created an
era of corporate conformance of ticking the boxes, running through the drill and
complying with all the codes (Ahmad & Salleh, 2008).

It can be said that, a process-based governance structure cannot but promote a
compliance-to-rules mindset. A higher dimension of purpose to behave with rightness-
of-action which is internally-driven and self-governed is deeply needed. This monograph
examines the need to primarily shift from a rule-based conformance practice to a
principle-based code of conduct for corporations in discharging their obligations to
shareholders and society at large. Corporations are ultimately run by people who are
central to the decision making processes. Emphasis on procedure over substance means
an opportunity to exercise skill and judgment drained away. If good governance is about
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taking actions in order to actualize accountability at once to the three strands of the self;
community and the universe and its people, then governance as a process cannot
encapsulate the essence of decision-making. Good governance is about substance, not
form and observing the spirit of the law rather than the later only. Therefore, against the
backdrop of the discoveries of new sciences where consciousness has gained centrality,
it is the humans within the corporation who provide the soul of the corporation are those
who need to be governed (Ahmad & Salleh, 2008).

In these times when the general approach towards addressing the interest of corporations
has become profit-driven, corporations must realize that there is so much more to
achieving good governance, there is a need to also focus on leadership. People are
crucial because they are the ones who are at the heart of decision-making and the focus
should be on encouraging them to possess a strong set of values in order to actualize
what is right from the ethical perspective (Yusoff, 2009). Hence, good governance
should not just be process-based governance. Good governance should take into account
both the process-based governance and human governance. Ahmad (2009)in a
Leadership Summit at IMD in 2009, emphasize that, human governance, in contrast to
corporate governance, is inside-out rather than outside-in; it is values-based rather than
compliance-based; it sees the human as something more than a machine; and it places
emphasis on the spirit of the law rather than the letter of the law. It is not meant to
replace corporate governance, but rather to drive and inform behaviours. Integrity,
which comes from oneness, is key. Integrity is doing the right thing even when no-one is
looking (Ahmad, 2009).

Since good governance is about substance, not form and it is the human within the
corporation who provide the soul of the corporation, it is therefore crucial that they are
principle centered beings. Principles are needed to uphold integrity in an organization.
For Muslim, they should be aware that Islam is a comprehensive system of life and
civilization. Islam is not as a set of metaphysical theories, or as a hodgepodge (jumble,
mixture) of certain rights, rituals, customs and traditions, but as the scheme of life based
on the Divine guidance for the humanity and for all time for the development of culture
and civilization (Aabed, 2006). Moral acts are not distinguished from religious acts. The
more religious an individual is, the more moralise he will be, and all good action should
aim at the improvement of the soul so that it may attain well-being in the hereafter (Nik
Hassan, 2003).

Corporate governance is the process and structure used to direct and manage the
business prosperity and corporate accountability with the ultimate objective of realizing
long term shareholder value, whilst taking into account the interest of other stakeholders.
In Islam, to ensure good practice of governance, where everybody abides by the rules,
ethics, which is sometimes referred to as akhlag, is important. Aware of the importance,
in Malaysia, the Institute of Islamic Understanding Malaysia with the co-operation of
SIRIM Berhad has propagated an Islamic series of standards to strengthen the ethical,
accountability and performances of companies.
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There are eight principles; Principle One is Management which is based on trust,
accountability and trustworthiness; Leadership is to provide directions; to encourage
consultation (mushawarah); there should be internal audit, muhasabah, and continuous
improvement; there should be transparency and material evidence; that management is
also based on brotherhood (ihsan), and not just contractual relationship. Principle Two is
compliance with the international laws and national laws, as long as they are in line with
the shariah law; adherence to company objectives and internal rules and regulations.
Principle Three is client’s management; observance of the Consumer Protection Act.
Principle Four is human resource management; observance of the Industrial Relations
Acts/Labour Law. Principle Five is relationship with the environment; observance to the
Environment Protection Act. Principle Six is relationship with the public; to demonstrate
social responsibility in support of public interest (maslahah). Principle Seven is design
of products and services; company should introduce Islamic acceptable products,
undertake innovation, research and development, and provide quality assurance.
Principle Eight is on process management; to develop efficiency, reduce wastage, install
quality control and assurance, promotes time management and effective communication.

However many rules and regulations and code of conduct existed, they provide only part
of the requirements for good governance. Good governance means much more than
laws, regulations and process. Allah SWT says to the effect:

“Seek with the (wealth) which God has bestowed on thee, the Home of
the Hereafter, not forget thy portion in this world: but do thou good, as
God has been to thee, and seek not (occasions for) mischief in the land:
for God loves not those who do mischief” (Quran, Al-Qasas 28: 77);

“God may reward them according to the best of their deeds, and add
even more for them out of His Grace; for God doth provide for those
whom He Will, without measure” (Quran, Al-Nur 24:38).

Challenges Faced by Malay, Muslim Leader

This research is on leadership principles practiced by Malay, Muslim leader. Being
Muslims, they are expected to adhere to Islamic principles, where the epistemology of
the study should be those collected from the Quran, the Hadith, and the Sunnah collated
by Muslim intellectuals. Even though the obvious ontology will be for all pious
Muslims, Islam is to be the vehicle by which one can realize God’s ultimate unity
(Tawheed), as the researcher of this study, | realized that there are multiple realities to it.

Even though according to Malaysian constitution Article 160, Malays as Malaysian
citizen, are Muslims, the question is, can a person really be a Muslim simply because he
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is the son or grandson of a Muslim that should be practicing Islamic teachings. There are
two types of Islam; legal Islam and true Islam, and there are two categories of practicing
Muslims, there are true Muslims and partial Muslims. True Muslims believe that Islam
is the vehicle by which one can realize God’s ultimate unity (Tawheed), those who
completely merge their personalities and existence into Islam. As for partial Muslims,
they are ignorance of God’s totality, despite professing faith in God and the Messenger
and declare Islam as their religion, they confine Islam to only a part of their lives. They
perform worship rituals like prayers, remembrance of God’s name, conforming to
outward piety in matters like food, dress and other external social, cultural customs, but
beyond these conventions their lives are not ruled by God (A'la Mawdudi, 1991). Most
Malaysians, just like most members of the Southeast Asian community, that hold
influential positions in their country, either pursued further studies in the Western world
or gains their knowledge from the Western Education systems. Even during their tenure
in the organization too, these leaders went through trainings and developmental
programs adopted from Western models. As Mahathir Mohamed, Malaysia’s fourth
Prime Minister wrote; Asian leaders and Asians in general have yet to achieve freedom
of thought, freedom to look critically at the ideas and ideologies coming from outside
Asia. Many are apologetic because they believe they have fallen far short of the
standards that the ethnic Europeans expect of them. They are still Euro-centric,
colonized physically and mentally, can this be another possible reality (Mohamad,
2006).

Again, Mabhathir in his book the Malay Dilemma wrote about the forces that set the
Malays character, culture and abilities. To him, Malay dilemma is Malaysian dilemma.
He believes that there are three established forces that Malays uphold to, if evaluated
and accepted, the future of Malays can be mapped out. The three forces are; 1) Vast
majority of Malays are feudalist, where without rulers it would mean the complete
eclipse of the Malays, 2) Religion is an established force with the Malays, and to ensure
success, Islam must be upheld and propagated and 3) Traditional custom or “adat”, even
though it is no longer the essential thing it once was, it does influence decision
(Mohamad, 2011). Malay Dilemma was based on Mahathir’s, Malaysia fourth Prime
Minister (16 July 1981- October 2003), who held the post for 22 years, making him
Malaysia’s longest-serving prime minister, besides the 22 years experience, he was
already active in politics since 1945. He wrote the Malay Dilemma after he was expelled
from UMNO following the riots of 13 May 1969 for publicly critiquing the manner in
which Prime Minister Tunku Abdul Rahman handled the country’s administration. What
he wrote were based on what he (s.a.w), he heard, he felt base on what he encountered,
observed, experienced and believed, which he admitted were based on his observations
in the 60s.

Malaysia gained independence in 1957, through a unique blend of leadership, sharing of
political and economic power among Malays the Bumiputra and the immigrant Chinese
and Indians. Taking two prominent races in Malaysia, Malays and Chinese do not differ
significantly in terms of the importance they attach to money, profits, work, and
company regulation; however they do differ markedly in terms of their views on loyalty,
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leadership, freedom at work, and big corporations. They further differ, Malays and
Chinese are in their cultural attributes but share similarities in power distance
collectivism. Chinese lies deeply ingrained belief that one must work hard to achieve
success. Malay middle managers however, placed higher values on decisiveness, team
integration, diplomacy, modesty, and humane orientation compared to their counterparts
(Kennedy & Mansor, 2000). In general though, Abdullah (1994) identified the common
culturally based value orientation of the Malaysian workplace as: collectivism,
hierarchy, relationship-orientation, face, religion, and the pursuit of success. The
challenge here now is to recognize and accept that the cultural perspective suggests that
as each culture is relatively unique with distinct racial elements; various religious beliefs
exist side by side, and various languages flourish. Thus it would be misleading to
assume that there is only one Malaysian culture, or one leadership style, as there are
distinct differences in the cultural attributes of the ethnic groups that determine the styles
and practices of leadership (Kennedy & Mansor, 2000).

Background of the Inquiry

The Organization

The lesson learnt from Enron case should enhance public awareness of the critical need
for good corporate governance. Good governance is more than just compliance to laws,
it is more than laws, it is a spirit, an imbued code of conduct, an ethos (culture,
philosophy) (Nik Hassan, 2003). When Tenaga Nasional Berhad (TNB) received the
Merit Award from Chartered Institute of Management Accountant (CIMA) Enterprise
Governance in 2010, for practicing the principal of Enterprise Governance, and other
related awards such as; Most Admired ASEAN Enterprise in Employment Category
2010, Corporate Awards-Tier, Category 1 from the Institute of Internal Auditors
Malaysia (I11A Malaysia) 2010, Asia’s Best Employer Brand Award 2011, Best Energy
Sector at the Global Leadership Awards 2011, “Kecemerlangan Perniagan Beretika
2010/2011”, Brand Laureate 2010-2011, the “Prime Minister’s Industry Excellence
Award (AKIPM) in 2007”; “Quality Management Excellence Award (QMEA) 2007
and a prestigious award received by TNB’s Chief Executive Officer (CEO), as
Malaysia’s CEO of the year in 2008, and he too received Brand Leadership Award 2010
at the World Brand Congress Award in Mumbai 2010, the researcher believe that TNB
can be a good platform for the researcher to understand the approach and methodology
taken by them on how to continuously develop the people in TNB and develop the
organization as a whole to ensure continuous success. The researcher was interested to
discover more about the underlying principles behind those strategies designed and
adopted that brought about performance excellence.

TNB is one of the top ten listed Government Linked Company (GLC) in Malaysia, it is
the largest electricity utility company in Malaysia and also the largest power company in
Southeast Asia, with assets worth RMG65 billion and serving over six million customers
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throughout Peninsular Malaysia and the Eastern state of Sabah. There are 26,000
employees and out of that, 3,903 are Malay executives out of a total of 4,468 executives
in TNB. This accounted for 87% of leadership positions filled by Malays, and as
Malays, they are Muslims. The researcher was concerned with the adherence to Islamic
principles by these leaders when strategizing their direction and approaches, and the
researcher being a trainer, are interested to know how to ensure the knowledge and skills
acquired could provide them with ability to be proactive in handling change through the
complete understanding of, and concentration on, the higher purpose of the Shari’ah and
its general principles, values, and fundamental teachings.

Failure to understand the higher purpose of the Shari’ah could lead Muslim communities
to become retarded in managing change. As a result, Muslim would tend to either adopt
without discretion the practices of the early Muslim period to deal with contemporary
issues, or would resort blindly to the adoption of Western methods, even at the expense
of ignoring the very purpose of the Shari’ah (Al-Junaid & Anwar, 2000).

Similar to many other developing nations, the GLCs play an important role in the
Malaysian economy. In 2005, the Malaysian Government overs.a.w 57 listed GLCs,
accounting for around 36 per cent of the total market capitalization of Bursa Malaysia.
Even though the GLCs make up to only 5 per cent of the firms listed on Malaysia's stock
market, the combined assets of these companies are approximately RM261 billion or
more than half of Malaysia’s GDP. The Government has a majority equity stake in seven
of the top ten listed companies such as Malaysian Airlines, Telekom Malaysia and TNB.

The Organization’s CEO’s Background

Looking again at the study on Leadership with inner meaning by Kriger & Seng (2005),
where beliefs, values, and paradigms to varying degrees from the epistemological
foundations that shape the organization, I would like to highlight the history of the
GLC’s executive leadership presence from the beginning of formation of the
organization. Surely, the presence of these CEO in this top ten GLC would have a big
influence in shaping the organization’s beliefs and values to this date.

Beginning in 1949, TNB then, was known as Central Electricity Board (CEB). CEB
formations represented the merger of several Government electricity departments. The
executive leaders since then until the formation of TNB as a GLC where:
e From 1949 t01953 the General Manager of CEB was Frank Egerton. Frank
Egerton, served CEB for three years.
e From 1953 to 1964 leading the Board from colonial Malaya to an independent
Malaya was J Sharples.
e Froml964 to 1974, after the independence of Malaya, the first Malaysian
General Manager of CEB took office as the General Manager was Raja Tan Sri



Zainal Raja Sulaiman, and when CEB later renamed as National Electricity
Board (NEB) in 1965, he was made the Deputy Chairman of NEB.

e In 1974, it was the beginning of having NEB own engineering scholars to take
office as General Manager. The first batch of Engineers to make it as General
Manger was Tan Sri Abu Zarim Haji Omar. He was the GM of NEB from 1974
to 1984

e From 1984 to 1989 Engineer Tan Sri Jalaluddin Zainuddin took office as General
Manager

e From 1989 to 1990 Engineer Datuk Ibak Abu Hussein took office in and left
office when NEB was corporatized and on its way to becoming a public listed
company.

e In 1990, NEB was privatized. When the privatization of NEB became official,
this was the beginning where Chairman of corporatized NEB now called Tenaga
Nasional Berhad (TNB) was appointed by the government. The first
Chairman/Executive Chairmen of TNB was Tan Sri Ani Arope. For the first
time, the head of TNB, an Engineering base company was a non-engineer and an
outsider. His tenure was from 1990 until 1996.

e From 1996 to 2000, Tan Sri Ahmad Tajuddin Ali, an engineer took over as
President and Executive Chairman of TNB. He was appointed by the
government, also an “outsider” like Tan Sri Ani Arope.

e From 2000 to 2001, Engineer Datuk Fuad Jaafar was made the Presidents and
Chief Executive of TNB. He was a TNB engineer.

e 1In 2001, Dato’ Pian Sukro took over and remain in office until 2004. He was a
TNB engineer.

e From 2004 to 2012, Dato’ Sri Che Khalib Mohd Noh an Accountant was made
the Presidents and Chief Executive of TNB.

For the past more than 60 years the men at the helm of CEB, NEB and later know as
TNB, the energy utility company of Malaysia have been engineers, except for Tan Sri
Ani Arope, an agriculturist and Dato’ Sri Che Khalib Mohd Noh, an accountant. The
youngest CEO was Dato’ Sri Che Khalib Mohd Noh, who was appointed by the
Government to navigate the Company through the privatization period to reform TNB,
which was regarded in the business community as the toughest government linked
company (GLC).

In 2004 at the age of 39, Che Khalib was appointed and began his contract as
President/Chief Executive Officer of TNB. He was appointed with the intention to
reform and transform TNB as a GLC which was part of government ongoing
transformation programme to instill greater focus on company performance and
observance of good corporate governance while advancing national development and
growing the economy of the country. During that time within his contract term, among
others, Che Khalib have led TNB in creating value savings totaling RM2.6 billion
through debt recovery, curbing electricity theft, addressing high fuel cost and overall
total commitment towards cost management. At the same time, during his tenure, TNB
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recorded a profit of RM4.2 billion year end 2007. Because of his performance, the
government of Malaysia extended his contract twice, where Dato Sri Che Khalib a non-
engineer, an “outsider”, became the youngest and longest serving CEO of TNB, serving
from 2004 until 2012.
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Statement of the Problem

While a good deal has been written about leadership in general, there has been little
available on executive leaders and how they actually execute their duties (Northouse,
2012). Many a time, the focus on CEO leadership practices has been done with the focus
on top management team and the Upper Echelons Theory as evidenced in the work of
Hambrick and Mason (1984) and Finkelstein and Hambrick (1996), while the existing
body of literature on leaders and leadership focuses were on stylistic and heroic issues as
opposed to the lived experience of reality, the actual practice of leadership (Sandberg,
2005).

This study is about a leader, a CEO of an organization. According to Yukl (2010),
organizational effectiveness is the long term prosperity and survival of an organization.
Leaders can influence and enhance the performance determinants with a combination of
methods, which includes (1) leadership behaviors; (2) changes in programs, systems and
structures; (3) competitive strategy, where all these three determinants are closely
interdependent. To understand the leadership phenomenon, the focus will be on
leadership behavior. Yukl’s extended Multiple-Linkage Model which includes the inner
meaning of leadership will be referred to as the framework in this study.

Since this leader is a Muslim, it is also the intention of the researcher to identify the
influence of religious tradition on him. Religion is an institution while spirituality tends
to be personal, yet it can reside and be present in a group. While behaviors and
leadership paradigm can be formed and developed over time around spiritual
experiences (Fry, 2003), it could also be formed and developed around religion.

A Muslim leader is expected to perform his or her roles while observing the God-
inspired leadership principles that envelop the quintessence (perfect example) of Prophet
Muhammad s.a.w’s leadership. These principles should be the guiding principles of
Muslim leaders, because, whether “de jure or de facto” (legally accepted or officially
recognised), a Muslim will be judged by their dual observation and obeisance of both the
Quran and the Sunnah (Mohamed Noor, 2002). In this study, the CEO studied is a
Malaysian Malay, as in article 160 of the Constitution of Malaysia, Malay born as a
Malaysian citizen is a Muslim and according to Sakai (2003), “Malay” is a race that
speaks the Malay language, follow Malay cultural traits, and whether legally accepted or
officially recognised are Muslim. The term used; “masuk Islam, masuk Melayu”, simply
implied that, being Muslim is central to Malay identity.

There are many studies about leadership principles in the Islamic tradition, yet,
unfortunately it was noted that there has been little empirical research to see how such
principles are perceived by Muslim leaders and employees in real Muslim organizations
today (Beekun & Badawi, 1999; Khaliq & Fontaine, 2011). In Malaysia too, it is vital to
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take seriously, and on its own terms, what Mahathir the man who was centre of
Malaysian politics for more than two decades said about Islam in Malaysia. Although
Mabhathir’s engagement with Islam might be driven by political objectives, here he has
defined and highlighted what Islam in Malaysia is and should be (Schottman, 2011). Yet
there were no supporting studies on what is actually being practiced.

It is the intention of this study to explore the lived experience of a CEO ina GLC. The
primary objective was to understand and identify his underlying principles, the
principles he holds on to that guides him, and as a Muslim CEO, it was also to discover
whether Islamic principles is part of that guiding principles. However, whether or not he
is a believer in the efficacy of Islam as his religious traditions generally or a practitioner
is immaterial, because the intention is to uncover his leadership principles and to know
whether as a Muslim, Islam has any influence in shaping that principles.

Purpose of the Study

The researcher has been in service in TNB a GLC of the Malaysian government, for
more than thirty two years. As the researcher, | can safely say the training and
benchmarking on leadership provided to us, and other GLCs are based on the
competency models adopted, conceived and developed within the framework of the
modern secular worldview. To take those models as a benchmark without trying to
understand the beliefs, values, and paradigms of the culture and religious belief
underlying philosophical premises of the organizations would amount to blind imitation.
Kringer and Seng (2005) noted, there are about 4.353 billion people, about 82% of the
world’s population of the world’s population believing in or following a religious of
spiritual tradition, and the topic of spiritual leadership is salient to organizational
leadership research. With approximately 90% of TNB’s employees being Malay
Muslim, having the knowledge and information obtained from this research, it can be
used to understand the overall determinants of effective leadership behavior in
organization.

It is the purpose of this study to investigate the lived experience of a CEO who has
demonstrated effective performance in a GLC over a period of eight years, with the
intention of revealing the underlying assumptions of the leadership principles of this
successful CEO. This is because, the scope of leadership should not be limited only to
realizing the aims of organizational leadership aspect in general, the emphasis should be
on the man as individual and the principles and values that he upholds based upon a firm
and reliable foundation. Principles and values of leaders are important because these
leiders’ underlying principles form the epistemological foundations which shape the
cognitions, beliefs and behavior of the organization (Mohamed Noor, 2002).
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Research Questions

The research sample for this study is a Malay- Muslim CEO appointed by the Malaysian
Government in 2004 to lead a government linked company (GLC). He stayed on as CEO
of the GLC until 2012 to reform, transform and navigate the GLC and to instill greater
focus on the company performance and to ensure company observance of good
corporate governance.

Guided by the purpose of this study, the research questions underlying the investigation
are as follows:

Principles are guidelines that set enduring and permanent value. Correct
principles are like compasses, acting as navigational devices that provide a
guided direction which will prevent one from getting lost, confused, or fooled by
conflicting voices and values. Principles are like belief systems, it influences the
values that differentiate what is good and what is bad (Nik Hassan, 2003).

Question 1: What are the CEO’s guiding principles that became the foundation of
his values and leadership practices?

Leadership in Islam is similar to leadership in the West except in its religious,
moral, and human roots (Al-Buraey, 1985). For Muslims and from an Islamic
perspective, the Islamic roots of leadership generally exist in the primary and
secondary resources of the Shariah (Quran and the Traditions) in addition to the
practices of the early Muslims (Deal & Bolman, 1999), Prophet Mohammad
(S.A.W) and the Four Caliphs, under which, the religious and moral spirit (fear
of God) dominated the government leadership (Al-Buraey, 1985).

Question 2: How does being a Muslim, shape this CEO leadership principles and
practices?

This study is a biographical narrative research. Describing lived experiences
since childhood, through schoolings, right onto becoming a corporate figure. It
provides individuals with phenomenon they can identify to, that gave impact to
the way the individual behaves.

Question 3: Who are the key people (actors) that provide the greatest impact in
shaping this CEO’s principles?
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Significance of the Study

One of TNB’s thrust which is important to ensure TNB remain competitive is building
capacity. Being a Malaysian organization, a GLC with majority of its employees
including top leaders being Malay, TNB should develop their employees that are able to
reflect the aspirations of Malaysia as an Islamic country. By studying what actually
happen during lived experience of the successful CEO, this research provides new
refreshing insight and knowledge into this level of leadership. The value of this research
lies in the intrinsic focus on the CEO or executive leader and what he as a leader do in
practice and how he did it.

As a Muslim, Islam must be seen as making meaning. Leadership practices that involve
the incorporation of Islamic Principles in leadership behaviors and practices had
potential useful findings that can provide a complete picture about the principles of
Islamic leadership and the leadership approach that could be potentially transferable in
leading organizations. At the moment, what is clearly missing from most GLCs that
intent to churn out competent professionals are an Islamic input to their leadership and
overall competency development model. By studying what actually happen during lived
experience of the successful CEO; organizations will have information to design a
framework of leadership competency model with an Islamic input in it.

The study of a 39 years old man made a CEO in 2003 of one of the top 10 GLC will
uncover the belief and aspiration of new generation of strategic leaders that can be used
to develop and help to better prepare leaders for the next millennium within the context
of Malaysia multiracial and multi-religious society. Muslim leaders are needed not only
to be effective administrators, but also to foster Islamic faith, piety and values in all they
do. A good Muslim needs to exert effort to know and practice the principles of
leadership in Islam and to be in coherent in practicing these principles in their
organization. Hence knowing where these tenets came from, where we can find them,
how to get them and being aware with the issues related to applying or using them in our
daily dealings, future researcher can:

e Enrich the foundation for a leadership theory or model based on Islamic
leadership principles to enhance further the existing theory or model of
organizational leadership and study.

e Further development of organizational leadership theories through the
paradigms of the religious traditions of Islam (leadership with inner meanings).

For Malaysia and the “Malay world” the input will be significant as an indicator of how
being Malay, Islam can be the common denominator for unity and progress. If the
findings show that the principles of a successful Malay leader are congruent with that of
the Islamic principles, it can be used as an input to emulate the leader. If not, the
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opportunity to discover why and to seek solution to overcome shortcomings could be
developed. These are important because:

1) if the intention of wanting to have a shared identity as Pan-Malay or “one-stock”
(serumpun), at the leading edge of an organization known as the Malay Islamic World
movement which came to existence in October 2000 is seriously considered, this study
could provide the insights of Malay-Muslim principles and values. It could be an effort
to promote a unified ethnic identity that can create opportunities for socio-economic
development. Furthermore, the quote “masuk Islam, masuk Melayu” which means to
accept Islam is to become Malay, simply implying that, being Muslim is also central to
Malay identity could be justified (Sakai, 2003).

2) Islam in Malaysia, a study by Schottman (2011) noted that, it is vital to take seriously,
and on its own terms, what Mahathir the man who was centre of Malaysian politics for
more than two decades said about Islam. Based on Schottman’s survey there were some
significant points discovered. In Malaysia, the study shows that, to Malay-Muslim
Malaysian: The message and teaching of prophet Muhammad (s.a.w) is a worldly and
pro-active “theology of progress” that can thus provide religious validation to the
cosmopolitanism of the street that has helped underwrite the social peace of multi-
religious Malaysia; Malaysia was an Islamic — not Secular-state; Muslims were duty-
bound to live up to the expectations of their faith; Islam is an important dimension of the
life of individual Muslims and Muslim societies; Islam are able to become a religion that
is suitable for the changing conditions and that it is capable of constructing a glorious
civilization; the problem if anything, was to be found in the faulty interpretations of
divine message among ‘“Muslims”, and their failure to “correctly understand” the
precepts of their religion or action to develop. The findings of this research will show a
result that can be used as a benchmark that can show the gap if any, between what a
Malaysian Muslim “should be” and what is “actual”. Action to resolve could then be
developed if as a Malay-Muslim, Islam was not one of the main principles of a Malay
leader. In Malaysia, Islam is often seen used as a political tool, this could be a good
input too for that purpose.

Limitation of the Study

This is a biographical narrative study, where researcher constructs a narrative about
other people’s experience, a biographical research. The study relied heavily on one
single individual executive leader, a successful distinctive CEO of a GLC, he is the
primary source. The primary source data consisted of individual’s leadership
experiences base on his own knowledge, beliefs, attitudes, thoughts, actions and
behaviors. Focusing on one particular GLC, the researcher made no claims that the data
from this study reflected the principles, values and practices of all Muslim leaders in
TNB, in the government agencies and all other GLCs.
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The other limitation is, the subject of this study the CEO is the CEO of the researcher
served. The researcher is one of the team members of the upper echelon of the GLC. The
limitation might be the possible bias opinion due to their current understanding,
concerns and experiences of the organization as both looked at it from the perspective of
being the member of the upper echelon of the organization. Since the subject is the
researcher’s CEO, there are possibilities of bias in elaborating of findings. The CEO
might not want to elaborate too much on his failures and bad experiences and the
researcher might be focusing too much on the good narration of the CEO. This issue
though was addressed as explained in Chapter 3.

Definition of Terms

Chief Executive Officer (CEO): CEO in this research refers to the executive leader or
strategic leader of an organization.

Hadith and Sunnah: Prophet’s Muhammad (s.a.w: May Allah (God) have his prayers
and peace on him) sayings, actions, examples - recorded in various authentic sources,
called Hadith, such as Sahih Muslim and Sahih Bukhari Interpretation, and the
application of the two sources constitute the Shariah (Islamic Law from Qur’an and
Traditions). This law includes guidelines affecting prescribed ways of worship, social
and financial relationships, dress, and family.

Islamic leadership principles: Islamic leadership principles is a group of leadership
principles that were extracted primarily from the Qur’an and the biography of the
Prophet Muhammad and his companions for the orientation of governmental affairs and
the construction of good and ethical leadership to guide the Islamic leaders to run
Islamic organizations appropriately and effectively.

Leadership and management practices: Leadership and management practices is the
interactions that occur among leaders; leaders with employees, subordinates, business
partners, and clients; The approach, which includes styles, behavior and processes, that
leaders have and do to lead the followers, analyze problems and make decisions.
Leadership behaviours: Leadership are set of behaviours on how managers spend time
and the typical pattern of activities, responsibilities and functions for managerial jobs.
How managers cope with demands, constraints, and role conflicts in their jobs. Detail
studies on leadership behaviour can be referred to research programs at Ohio state
University and University of Michigan in the United States (Yukl, 2010).

Leadership philosophy: Leadership philosophy refers to what the leaders described as
their own authentic way of living the experience of an executive leader. Leadership
philosophies can change as you grow to understand yourself within the context of
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leading. Creating or finding your leadership philosophy means that you must explore
and reflect upon your principles, which will be the personal values, assumptions, and
beliefs about leadership (Leadership Paradigm, 2009).

Leadership principles: Principles is something primary that helps in explaining
phenomena. It can be some existing factor like principle of nature and being, or can be a
logical proposition or judgement like principle of reason. Leadership principles are set of
beliefs, aims, doctrine or a particular system of thought, underlying leaders practice or
conduct. A person would rather leave an organization or step down as a leader than
violate his principles. Principle guides a person’s intention and influence how one leads.
When your personal values are clear and you are conscious of them, you create a solid
foundation for leading. Principles are not invented by us or society; they are laws of the
universe. They are part of the human condition, consciousness, and conscience.
Principles are self-evident, self-validating natural laws. They do not change or shift, they
are foundational principles that when applied consistently become behavioral habits
(Fry, 2003).

Leadership traits: Leadership traits, often approach by listing leadership qualities and
often refer to “trait theory of leadership”. The strongest version of trait theory sees these
leadership characteristics as innate, and accordingly labels some people as “born
leaders” due to their psychological makeup. This approach emphasizes attributes of
leaders such as personality, motives, values, and skills. Over the years, researchers made
progress in discovering how leader attributes are related to leadership behaviour (Yukl,
2010).

Lived experience: Lived experience explained this as a description of what actually
happens in practice (Sandberg, 2005).

Muslim and Islam: Muslim is someone whose religion is Islam (Longman
Dictionary of contemporary English). Muslim is one who submits to Allah’s will and
obeys His Laws. Islam- the basic meaning is: purity, peace, submission, obedience.
In the religious context is; submission to Allah’s Will and obedience to His Laws, in
order to achieve true peace and lasting happiness and purity, absolute fulfillment.

Philosophy: Philosophy is attitude that acts as a guiding principle for behaviour (Oxford
Dictionary, 2010); Merriam Webster: the most basic beliefs, concepts, and attitudes of
an individual or group; Dictionary.com, (2013): describes philosophy as a system of
principles for guidance in practical affairs; A system of values by which one lives.

Successful Leader: Referring to Yukl (2010) multiple-linkage model, he is a leader
with vision and has the competencies that can move and influence the intervening
variables, correct deficiencies, have control on the situational variables, improve
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effectiveness and as a long term measure can improve performance. Cummings and
Worley (Organization Development Change, 1995) identified five-phase general process
for managing change: 1) motivating change, 2) creating vision, 3) developing political
support, 4) managing the transition, and 5) sustaining momentum. Financial savy
realism, focus on results, not face time in ensuring excellent performance outcome. A
person with good track records; ethical leader with good practice of corporate
governance and has won much recognition for his outstanding performance and for the
organization he led. Received many accolades in recognition of his strong leadership. A
leader who led an organization that provides high impact on Malaysia Gross domestic
product (GDP) and provides continuous enhancement to the quality of life of the
communities.

19



REFERENCES

Aabed, A. (2006). A study of Islamic leadership theory and practice in K-12 Islamic
schools in Michigan (Doctoral dissertation, Brigham Young University).

Abdul Hamid, A. F. (2010). Politically engaged Muslims in Malaysia in the Era of
Abdullah Ahmad Badawi (2003-2009). Asian Journal of Political Science , 18
(2), 154-176.

Ahmad, A., & Salleh, A. (2008). Soulful stewardship: Steering corporations through
human governance.

A'la Mawdudi, A. (1991). Let us be Muslim. (K. Murad, Ed.) Kuala Lumpur: Islamic
Foundation, Markfield Dawah Centre, Leichester, UK. Malaysian Edition,
Percetakan Zafar Sdn Bhd.

Al-Buraey, M. (1985). Administrative Development: An Islamic Perspective. London:
KPI.

Alhabshi, S. O. (1994). Islamic values: Its universal nature and applicability. Kuala
Lumpur.

Al-Junaid, S. A., & Anwar, S. A. (2000). Behavioral science foundations of organization
development: A critique from the Islamic perspective. The American Journal of
Islamic Sciences , 17 (1), 1-19.

Al-Majlisi, M. B. (2003). The book of occultation (Kitab Al-Ghaibah). Bihar Al-Anwar,
Translated by Hassan Allahyari: Ansariyan Publications.

Altalib, H. (1991). Training guide for Islamic workers. Herndon, Virginia: 1T &
IIFSO.

Altalib, H. (1991). Training Guide for Islamic Workers. International Islamic Federation
of Student Organizations.

Altheide, D. L., & Johnson, J. M. (1994). Criteria for assessing interpretive validity in
qualitative research. In N. K. Denzin, & Y. S. Lincoln, Handbook of Qualitative
Research (pp. 485-499). Thousand Oaks, California: Sage Publications.

Alvesson, M. (2003). Beyond neopositivists, romantics, and localists: A reflexive
approach to interviews in organizational research. The Academy of Management
Review, 28 (1), 13-33.

Alvesson, M. (1996). Communication, Power, and Organization. Berlin: de Gruyter.

Alvesson, M., & Sveningsson, S. (2003). The great disappearing act: Difficulties in
doing "leadership”. The Leadership Quarterly , 14 (3), 359-381.

Avolio, B. J. (1999). Full Leadership Development: Building the Vital Forces in
Organizations. Thousand Oaks: Sage.

154



Bar On, D. (1996). Ethical issues in biographical interviews and analysis. In R.
Josselson, Ethics and Process in the Narrative Study of Lives (pp. 9-21).
Thousand Oaks, California: Sage Publications.

Barrie, A. G. (1997). A-Z steps to leadership: From the Quran and the words of the
Prophet Muhammad. New Delhi: Goodword Books.

Bass, B. (1990). Handbook of Leadership. New York: MacMillan, Inc.

Bass, B. M., & Stogdill, R. M. (1990). Handbook of leadership. Theory, Research, &
Managerial Applications, 3.

Bauman, Z. (1993). Postmordern ethics. Oxford: Blackwell Publishers.
Beckett, C. (2002). Human growth and development. London: Sage.
Beekum, R. I. (1997). Islamic business ethics. Herndon, Virginia: I1IT.
Beekun, R. 1. (1997). Islamic Business Ethics. Islam Kolob.

Beekun, R. 1., & Badawi, J. A. (2005). Balancing ethical responsibility among multiple
organizational stakeholders: The Islamic perspective. Journal of Business Ethics
, 60 (2), 131-145.

Beekun, R. I., & Badawi, J. A. (1999). Leadership: An Islamic Perspective. Maryland:
Amana.

Beekun, R. ., & Badawi, J. (1999). Leadership: An Islamic Perspective. Beltsville:
Amana Publications.

Bennis, W. G. (1988). Organization Development: Its Nature, Origins, and Prospects
1969.

Bester, G. (2007). Personality development of the adolescent: Peer group versus parents.
South Africa Journal of Education , 27 (2), 177-190.

Bester, K. (2007). Personal care compounds in the aquatic environment. Weinheim,
Germany: VCH-Wiley.

Bruinessen, M. V. (2011). What happened to the smiling face of Indonesian Islam?
Muslim intellectualism and conservative turn post-Suharto Indonesia. RSIS
Working Paper , 222.

Bryman, A., & Stephens, M. (1996). The importance of context: Qualitative research
and the study of leadership. The Leadership Quarterly , 7 (3), 353-370.

Bryman, A., Bresnen, M., Beardsworth, A., & Keil, T. (1988). Qualitative research and
the study of leadership. Human Relations , 41 (1), 13-30.

Bush, T., & Glover, D. (2003). School leadership: Concepts and Evidence.

BusineeDictionary.com. (2013). Retrieved from Assessed on June 18, 2013 from
http://www.businessdictionary.com/

155



Cannella, A. A., & Monroe, M. J. (1997). Contrasting perspectives on strategic leaders:
Toward a more realistic view of top managers. Journal of Management , 23 (3),
213-237.

Carlyle, T. (1993). On Heroes, Hero-Worship, and the Heroic in History. California:
University of California Press.

Cervone, H. F. (2011). Understanding agile project management methods using Scrum.
OCLC Systems & Services, 27 (1), 18-22.

Chappell, T. (1993). The Soul of a Business: Managing for Profit and the Common
Good. New York: Bantam Books.

Chia, R. (2000). Discourse analysis as organizational analysis. Organization , 7 (3), 513-
518.

Chiwanga, S. (1995). Beyond the monarch/chief. In L. Mbigi, African Transformation
Management. Johannesburg: Randburg Knowledge Resources.

Chowdhury, N. (2002). The implementation of quotas: Bangladesh experience -
Dependence and marginality in politics. Workshop on The Implementation of
Quotas, (pp. 1-10). 22 September 2002, Jakarta, Indonesia.

Chowsbury, N. (2002). Leadership strategies and global unity for the 21st century: An
Islamic perspective. Paper presented at the 1GS-ICQOJ International Conference
on Leadership and unity in Islam, Kobe, Japan.

Clandinin, D. J.,, & Connelly, F. M. (2000). Experience and story in qualitative
research. San Francisco: Jossey-Bass.

Coffey, A., & Atkinson, P. (1996). Making Sense of Qualitative Data. Thousand Oaks,
California: Sage Publications.

Cohen, L., Manion, L., & Morrison, K. (2001). Research Methods in Education: 5th
Edition. London: Routledge Falmer.

Collins, J. C. (2005). Good to Great and Social Sectors. Harper Audio.

Conger, J. A. (1999). Charismatic and transformational leadership in organizations: An
insider's perspective on these developing streams of research. The Leadership
Quarterly , 10 (2), 145-179.

Conger, J. A. (1994). Spirit at Work: Discovering the Spirituality in Leadership. San
Francisco: Jossey-Bass.

Cooper, J., Lewis, R., & Urquhart, C. (2004). Using participant or non-participant
observation to explain information behavior. Information Research .

Cooper, J., Lewis, R., & Urquhart, C. (2004). Using participant or non-participant
observation to explain information behaviour. Information Research , 9 (4), 1-15.

Covey, S. (1991). Principle-centered Leadership. New York: Simon & Schuster.

156



Covey, S. R. (1999). The 7 Habits of Highly Effective People, Powerful Lessons in
Personal Change. London: Simon & Schuster Ltd.

Creswell, J. W. (1998). Qualitative inquiry and research design: Choosing among five
traditions. Thousand Oaks, CA: Sage.

Crosnoe, R., & Elder, G. H. (2004). Family dynamics, supportive relationships, and
educational resilience during adolescence. Journal of Family Issues , 25 (5), 571-
602.

Czarniawska, B. (2003). Forbidden knowledge. Management Learning , 34 (3), 353—
365.

Davies, A. (2006). Best practice in Corporate Governance building reputation and
sustainable success. Emgland: Gower Publishing Limited.

Davies, B. J., & Davies, B. (2004). Strategic leadership. School Leadership &
Management , 24 (1), 29-38.

Day, C. (2000). Beyond transformational leadership. Educational Leadership , 57 (7),
56-59.

Day, D. V., & Halpin, S. M. (2004). Growing leaders for tomorrow: An introduction. In
Leader Development for Transforming Organizations: Growing Leaders for
Tomorrow (pp. 3-22).

Deal, T., & Bolman, L. G. (1999). Leading with soul: An uncommon journey of spirit,
new & revised edition.

Dension, D. R., & Mishra, A. K. (1995). Toward a theory of organizational culture and
effectiveness. Organizational Science , 6 (2), 204-223.

Denzin, N. K. (1989). Interpretive Biography (17 ed.). Sage.

Denzin, N. K. (2008). Symbolic Interactionism and Cultural Studies: The Politics of
Interpretation. Wiley.com.

Denzin, N. K., & Lincoln, Y. S. (1994). Handbook of Qualitative Research. Thousand
Oaks, California: Sage Publications.

Denzin, N. K., & Lincoln, Y. S. (2000). Handbook of Qualitative Research: 2nd Edition.
Thousand Oaks, California: Sage Publications.

Denzin, N. K., & Lincoln, Y. S. (2005). The Sage Handbook of Qualitative Research:
3rd Edition. Thousand Oaks, California: Sage Publications.

Devanna, M. A., & Tichy, N. (1990). Creating the competitive organization of the 21st
century: The boundaryless corporation. Human Resource Management , 29 (4),
455-471.

Dorfman, P., Howell, J., Hibino, S., Lee, J., Tate, U., & Bautista, A. (2006). In J. Pierce,
& J. Newstrom, Leaders and Leadership Process. New York: McGraw Hill.

157



Downtown, W. J. (1973). Amaranthus Edulis: A High Lysine Grain Amarath. World
Crops.

Drath, W. H., & Palus, C. J. (1994). Making Common Sense: Leadership as Meaning-
Making in a Community of Practice. Center for Creative Leadership.

DuBrin, A. J. (2013). Leadership: Research Findings, Practice, and Skills (\Vol. 7).
South-Western: Cengage Learning.

Evans, M. G. (1996). House's "A path-goal theory of leader effectiveness.". Leadership
Quarterly , 7 (3), 305-310.

Ferrar, A. A. (2005). Islam: Worldview and Way of Life. Outreach-ABIM.
Fiedler, F. E. (1967). A Theory of Leadership Effectiveness. New York: McGraw-Hill.

Finkelstein, S., & Hambrick, D. C. (1996). Strategic Leadership: Top Executives and
Their Effects on Organizations. Minneapolis/St. Paul: West Educational
Publishing.

Fischer-Rosenthal, W. (1995). The problem with identity: Biography as solution to some
(post)-modernist dilemmas. Comenius , 15 (3), 250-265.

Fletcher, J. K. (2004). The paradox of postheroic leadership: An essay on gender, power,
and transformational change. The Leadership Quarterly , 15 (5), 647-661.

Fry, L. W. (2005). Toward a theory of ethical and spiritual well-being, and corporate
social responsibility through spiritual leadership. In R. A. Giacalone, & G. L.
Jurkiewicz, Positive Psychology in Business Ethics and Corporate
Responsibility. Greenwich, CT: Information Age Publishing.

Fry, L. W. (2003). Toward a theory of spiritual leadership. The Leadership Quarterly ,
14, 693-727.

Gardner, W. J. (1986). Tasks of Leadership (2 ed.). Leadership Studies Program,
Independent Sector.

Geertz, C. (1973). The Interpretation of Cultures: Selected Essays (5019 ed.). Basic
Books.

Giacalone, R. A., & Jurkiewicz, C. L. (2003). Right from wrong: The influence of
spirituality on perceptions of unethical business activities. Journal of Business
Ethics, 46 (1), 85-97.

Goodson, I. F., & Sikes, P. (2001). Life History Research in Educational Settings.
Buckingham: Open University Press.

Gozdz, K., & Frager, R. (2003). In R. A. Giacalone, & C. L. Jurkiewicz, Handbook of
Workplace Spirituality and Organizational Performance (pp. 475-492). New
York: M. E. Sharpe, Inc.

Greenleaf, R. (1998). The Power of Servant Leadership: Essays. Berrett-Koehler.

158



Griffiths, M. (2003). Feminisms and the Self: The Web of Identity. Routledge.
Grint, K. (2000). The Arts of Leadership. Oxford: Oxford University Press.

Hall, R. H. (1977). Organizations: Structure and Process. Englewood Cliffs, NJ:
Prentice-Hall.

Hambrick, D. C., & Cannella, A. A. (2004). CEOs who have COOs: Contingency
analysis of an unexplored structural form. Strategic Management Journal , 25
(10), 959-979.

Hambrick, D. C., & Mason, P. A. (1984). Upper echelons: The organization as a
reflection of its top managers. Academy of Management Review , 9 (2), 193-206.

Hamid, A. W. (1999). Islam the natural way. London: MELS.

Hannan, M. T., & Freeman, J. (1977). The population ecology of organizations.
American Journal of Sociology , 49 (2), 929-964.

Hannan, M. T., & Freeman, J. (1986). Where do organizational forms come from?
Sociological Forum , 1 (1), 50-72.

Harrington, D. M., Block, J. H., & Block, J. (1987). Testing aspects of Carl Rogers's
theory of creative environments: Child-rearing antecedents of creative potentical
in young adolescents. Journal of Personality and Social Psychology , 52 (4),
851-856.

Harris, E. (1998). A low-cost approach to PCR: Appropriate transfer of biomolecular
techniques. New York, USA: Oxford University Press.

Harris, J. R. (1998). The nurture assumption: Why children turn out the way they do.
New York: Free Press.

Hemphill, J. K., & Coons, A. E. (1957). Development of the leader behavior description
questionnaire. Leader Behavior: Its Description and Measurement , 38 (6).

Henkel, M. (2005). Academic identity and autonomy in a changing policy environment.
Higher Education , 49 (1-2), 155-176.

Hersey, P., & Blanchard, K. (1988). Management of Organizational Behavior. New
York: Prentice-Hall.

Hicks, D. A. (2003). Religion and the Workplace: Pluralism, Spirituality, Leadership.
Cambridge: Cambridge University Press.

Holstein, J., & Gubrium, J. F. (2003). Inside Interviewing: New Lenses, New Concerns.
Sage.

Horner, M. (1997). Leadership theory: Past, present, and future. Team Performance
Management , 3 (4), 270-287.

159



Hossain, M. (2007). Case studies of muslim managed organizations in Bangladesh.
Paper presented at the Internatinal Conference on Manageent from Islamic
Perspective, Hilton Kuala Lumpur, Malaysia.

House, R. J. (1971). A path goal theory of leader effectiveness. Administrative Quarterly
, 16 (3), 321-339.

House, R. J., Hanges, P. J., Ruiz-Quintanilla, S. A., Dorfman, P. W., Javidan, M.,
Dickson, M., et al. (1999). Cultural influences on leadership and organizations.
In Advances in Global Leadership (pp. 171-233). Stanford, CT: JAI Press.

Howe, N., & Strauss, B. (2000). Millennials Rising: The Next Greatest Generation. New
York: Vintage Books.

Hunt, J. G., & Conger, J. A. (1999). From where we sit: An assessment of
transformational and charismatic leadership research. Leadership Quarterly , 10
(3), 335-343.

Ishak, A. H., Osman, M. R., & Din, G. (2013). Conceptualizing organizational
effectivenessin light of Islamic value system. International Journal of Social
Science and Humanity , 3 (6).

Ismail Noor. (2002). Prophet Muhammad's leadership: The paragon of excellence.
Kuala Lumpur: Utusan Publications.

Ismail, Y. (2007). A proposed Approach to the development of Islamic Management as
a discipline. Paper presented at International Conference on Management from
Islamic perspective, Hilton Kuala Lumpur Malaysia .

Ismail, Y. (2011). Spirituality in business ethics from Islamic perspectives., (pp. 119-
154).

Jabnoun, N. (1994). Islam and Management. Kuala Lumpur.
Jabnoun, N. (2005). Islam and Management. Riyadh: Institut Kajian Dasar.

Jogulu, U. D. (2010). Culturally-linked leadership styles, Leadership & organization
Development. Leadership & Organization , 31 (8), 705-719.

Kader, A. A. (1973). Islamic leadership and personality from man to mankind. Al-Ittihad
, 10 (2), 9-10.

Kader, A. A. (1973). Islamic leadership and personality from man to mankind. Al-Ittihad
, 10 (2), 9-10.

Kanungo, R. N., & Mendoca, M. (1994). Work Motivation: Models for Developing
Countries. SAGE.

Kanungo, R. N., & Mendonca, M. (1994). Culture and performance improvement.
Productivity , 35 (4), 447-453.

Karim, E. (2007). Muslims History and Civilization: Modern Day View of Its Histories
and Mysteries. Canada: Peagmatic Publishings.
160



Katz, D., & Kahn, R. L. (1978). The Social Psychology.

Kazmi, A. (2007). Managing from Islamic Perspectives: Some Preliminary Findings
from Malaysian Muslim-Managed Organizations. Paper Presented at the
International Conference on Management from Islamic Perspective, Hilton
Kuala Lumpur, Malaysia, 15-16 May, 2007.

Kennedy, H. P., Grant, J.,, Walton, C., Shaw-Battista, J., & Sandall, J. (2010).
Normalizing birth in England: A qualitative study. Journal of Midwifery &
Women's Health , 55 (3), 262-2609.

Kennedy, J., & Mansor, N. (2000). Organizational leadership in Malaysian context
(GLOBE studies). Nanyang: Nanyang Business School.

Khalig, A., & Fontaine, R. (2011). Islamic leadership at the International Islamic
University Malaysia. International Journal of Economics, Management and
Accounting , 19 (2), 121-135.

Khalig, A., & Fontaine, R. (2011). Management from Islamic Perspective. Singapore:
Person Customer Publishing.

Khalig, A., & Shamim, A. (1995). Managerial Excellence: An Islamic Perspective.
Malaysian Management Review , 29 (4), 38-45.

Khan, A. (2007). Islamic leadership principles: A model of success for everyone at all
times. Paper presented at the Islamic Research Foundation International

Conference. Assessed on 05 July, 2012 from
http://lwwwe.irfi.org/articles/articles 1401 1450/islamic_leadership_principles.ht
m.

Khan, M. W. (1998). Principles of success according to seerah of Prophet Muhammad
(s): Effective leadership principles of Propher Muhammad. Retrieved from
Assessed on June 15, 2012, from
http://medial.englishbaby.com/forum/LifeTalk/thread/320391

Kirk, P., & Bolden, R. (2006). African leadership: Insights, meanings, and connotations.
Leadership and Management Studies in Sub-Sahara Africa Conference Zanzibar,
Tanzania, 26-28 June 2006, (pp. 1-19). Tanzania.

Kriger, M. P., & Hanson, B. J. (1999). A value-based paradigm for creating truly healthy
organizations. Journal of Organizational Change Management , 12 (4), 302-317.

Kriger, M., & Seng, Y. (2005). Leadership with inner meaning: A contingency theory of
leadership based on the worldviews of five religions. The Leadership Quarterly ,
16 (5), 771-806.

Kvale, S. (1996). Inter Views: An Introduction to Qualitative Research Interviewing.
Thousand Oaks, California: Sage Publications.

Kvale, S., & Brinkmann, S. (2009). Interviews: Learning the Craft of Qualitative
Research Interviewing. Sage Publications, Incorporated.

161



Labov, W. (1972). Language in the Inner City. Philadelphia: University of Pennsylvania
Press.

Labov, W. (1982). Speech actions and reactions in personal narratives. In D. Tannen,
Analyzing Discourse: Text and Talk (pp. 219-247). Washington D. C.:
Georgetown University Press.

Lacey, A., & Luff, D. (2001). Qualitative data analysis. Sheffield: Trent Focus.

Lave, J., & Wenger, E. (1991). Situated Learning: Legitimate Peripheral Participation.
Cambridge: Cambridge University Press.

Le Pla, R. (2005). Over-engineered & gold-plated: How corporate compliance is killing
enterprise: Corporate governance is at a pivotal junction, argues visiting
professor and Author Bob Garratt. New Zealand Magazine , 52 (11).

Leadership Paradigm. (2009). Retrieved from Assessed on June 12, 2013 from
http://lwww.leadershipparadigms.com/

Lincoln, Y., & Guba, E. (1985). Naturalistic Inquiry. New York: Sage Publications.

Lord, R. G., & Hall, R. J. (2005). Identity, deep structure, and the development of
leadership skill. The Leadership Quarterly , 16 (4), 591-615.

Lord, R. G., & Maher, K. J. (1991). Cognitive theory in industrial and organizational
psychology. Handbook of Industrial and Organizational Psychology , 2, 1-62.

Mahfooz, A. A., Zainal, A. A., & Rehana, A. (2004). Organizational leadership in the
Malaysian context. USM, Malaysia.

Mbigi, L., & Maree, J. (1995). Ubuntu: The Spirit of African Transformation
Management. Randburg, SA: Knowledge Resources Ltd.

McCrimmon, M. (2010). Reinventing leadership and management. Ivey Business
Journal Online , 74 (3), 1.

Merriam, S. B. (1998). Qualitative Research and Case Study Applications in Education.
Revised and Expanded from "Case Study Research in Education.”. San
Francisco: Jossey-Bass Publishers.

Merriam, S. B. (2009). Qualitative research: A guide to design and implementation.
John Wiley & Sons.

Michaelson, G. A. (2011). The Complete Sun Tzu for Business Success: Use the Classic
Rules of the Art of War to Win the Battle for Customers and Conquer the
Competition. Adams Media.

Miles, M. B., & Huberman, A. M. (1994). Qualitative Data Analysis: A New
Sourcebook of Methods, 2nd Edition. Newbury Park, California: Sage
Publications.

Miller, T. (2003). CAS, the Book of Professional Standards for Higher Education.
Council for Advancement of Standards in Higher Education.
162



Miner, J. B. (1990). Entrepreneurs, high growth entrepreneurs, and managers:
Contrasting and overlapping motivational patterns. Journal of Business
Venturing , 5 (4), 221-234.

Mintzberg, H. (1994). Rise and Fall of Strategic Planning. Simon and Schuster.com.

Mitroff, I. 1., & Denton, E. A. (1999). A Spiritual Audit of Corporate America: Multiple
Designs for Fostering Spirituality in the Workplace. San Francisco: Jossey-Bass .

Mohamad, M. (2006). Islam's Knowledge and other Affairs. Petaling Jaya, Selangor:
MPH Group Sdn Bhd.

Mohamad, M. (2011). The Malay Dilemma. Singapore: Marshall Cavendish Times
Publishing Limited.

Mohamed Noor, I. N. (2002). Prophet Muhammad's leadership: The paragon of
excellance, altruistic management, a cross-application to modern management
and leadership practice. Kuala Lumpur: Utusan Publications and Distributors
Sdn Bhd.

Mohd Sani, M. A. (2010). A comparative analysis of Asian values and Islam Hadhari in
Malaysia. Jurnal Kemanusiaan , 223-234.

Moug, P. (2007). Non-participative observation in political research: The ‘poor’ relation?
Politics , 27 (2), 108-114.

Moxley, R. S. (2000). Leadership and Spirit: Breathing New Vitality and Energy into
Individuals and Organizations. Durham: Center for Creative Leadership.

Mumford, M. D., Zaccaro, S. J., Harding, F. D., Jacobs, T. O., & Fleishman, E. A.
(2000). Leadership skills for a changing world: Solving complex problems. The
Leadership Quarterly , 11 (1), 11-35.

Murphy, P., & lvinson, G. (2003). Pedagogy and cultural knowledge: A sociocultural
perspective. Pedagogy, Culture, & Society , 11 (1), 5-9.

Nabi, A., & Mohd Sarif, S. (2012). the Impact of Globalization on Ethical Leadership: A
critical explanation from Tawheedic Paradigm.

Nik Hassan, N. M. (2003). Management and organizational performance measurements:
Ethics and accountability for good governance in the private sector and the civil
service. In an essay on Islamic Tan Sri Dato' (Dr.) Ahmad Sarji bin Abdul
Hamid. 85-101.

Nnablife, N. K. (2010). Defining and enforcing ethical leadership in Nigeria. African
Journal of Economic and Management Studies , 1 (1), 25-41.

Northouse, P. G. (2012). Leadership: Theory and Practice (Vol. 6). United States of
America: SAGE.

Olojede, D. (2005). African Insight. Special Report in the Citizen, Tanzania, 28 October.

Omar, M. N. (2010). Falsafah akhlag. Bangi: Penerbit UKM.
163



Osman-Ghani, & Sarif, S. M. (2011). Spirituality in management from Islamic
perspectives.

Othman, Z., & Abdul Rahman, R. (2014). Attributes of ethical leadership in leading
good governance. International Journal of Business and Society , 15 (2), 359-
372.

Parke, J., & Griffiths, M. (2008). Participant and non-participant observation in
gambling environments. Enquire , 1 (1), 1-14.

Patton, M. Q. (2002). Qualitative research and evaluation methods (3rd Ed.). Thousand
Oaks, CA: Sage Publications.

Pervin, L. A., & John, O. P. (1997). Personality: Theory and research (7th Ed.). Oxford:
John Wiley and Sons.

Peters, T. J., & Waterman, R. H. (1982). In Search of Excellence: Lessons from
American's best-run companies. New York: Harper & Row.

Pfeffer, J. A. (2003). The External Control of Organizations: A Resource Dependence
Perspective. Stanford University Press.

Pojman, L. P. (1999). Ethics, Amerika Syarikat. Wadsworth Publishing Company.

Prinsloo, E. D. (2000). The African view of participatory business management. Journal
of Business Ethics , 25 (4), 275-286.

Rafferty, A. E., & Griffin, M. A. (2006). Refining individualized consideration:
Distinguishing developmental leadership and supportive leadership. Journal of
Occupational and Organizational Psychology , 79 (1), 37-61.

Rahman, A. (1995). Islam: Ideology and the way of life. Kuala Lumpur: Pustaka
National.

Raja, S. N., McGee, R., & Stanton, W. R. (1992). Perceived attachments to parents and
peers and psychological well-being in adolescence. Journal of Youth and
Adolescence , 21 (4), 471-485.

Rauch, C. F., & Behling, O. (1984). Functionalism: Basis for an alternate approach to
the study of leadership. In J. G. Hunt, Leaders and Managers: International
Perspectives on Managerial Bahavior and Leadership. New York: EImsford.

Richards, D., & Engle, S. After the vision: Suggestions to corporate visionaries and
vision champions. In D. Richards, & S. Engle, Transforming Leadership: From
Visions to Results (p. 1986).

Riessman, C. K. (1993). Narrative Analysis. Newbury Park, California: Sage
Publications.

Ritchie, J., & Spencer, L. (1994). Qualitative data analysis for applied policy research.
In A. Bryman, & R. G. Burgess, Analysing Qualitative Data (pp. 173-194).
London: Routledge.

164



Roberts, B. (2002). Biographical Research. Buckingham: Open University Press.
Robson, C. (2002). Real World Research. Oxford: Blackwell Publishers.

Rogers, C. R. (1959). A theory of therapy, personality, and interpersonal relationships:
As developed in the client-centered framework.

Rose, D. (2001). Users' voices: The perspectives of mental health service users on
community and hospital care. London: Sainsbury Centre for Mental Health.

Rost, J. C. (1991). Leadership for the twenty-first century. New York: Praeger.

Rowe, G. W. (2001). Creating wealth in organizations: The role of strategic leadership.
The Academy of Management Executive , 15 (1), 81-94.

Sakai, M. (2009). Reviving Malay connections in Southeast Asia. Regional Minorities
and Development in Asia , 121-146.

Sandberg, J. (2005). How do we justify knowledge produced within interpretive
approaches? Organizational Research Methods , 8 (1), 41-68.

Sayers, R. (2007). The right staff from X to Y: Generational change and professional
development in future academic libraries. Library Management , 28 (8/9), 474-
487.

Schermerhorn, J. R. (1994). Intercultural mnagement training: An interview with Asma
Abdullah. Journal of Management Development , 13 (3), 47-64.

Schottmann, S. A. (2011). The pillars of "Mahathir's Islam: Mahathir Mohamad on
Being-Muslim in the modern world. Asian Studies Review , 35 (3), 355-372.

Seale, C. (2002). Quality issues in qualitative inquiry. Qualitative Social Work , 1 (1),
97-110.

Seidman, 1. E. (1991). Interviewing as Qualitative Research: A Guide for Researchers in
Education and the Social Sciences. New York and London: Teaches College,
Columbia University.

Sergiovanni, T. J. (1996). Leadership for the Schoolhouse: How is it different? Why is it
important? San Francisco: Jossey-Bass, Inc.

Shamir, B. (2005). Leading questions: leaders’ life stories are social reality: A rejoinder
to gronn. Leadership , 1 (4), 491-500.

Shamir, B., & Eilam, G. (2005). What's your story? A life-stories approach to authentic
leadership development. The Leadership Quarterly , 16 (3), 395-417.

Shamir, B., Dayan-Horesh, H., & Adler, D. (2005). Leading by Biography: Towards a
life-story approach to the study of leadership. Leadership , 1 (1), 13-29.

Shank, G. (2002). Qualitative Research: A Personal Skills Approach. New Jersey:
Merril Prentice Hall.

165



Shellabear, W. G. (1994). Sejarah Melayu(The Malay Annals). Kuala Lumpur: Penerbit
Fajar Bakti Sdn Bhd.

Sikes, P. (2000). "Truth" and "lies" revisited. British Educational Research Journal , 26
(2), 257-270.

Smircich, L., & Morgan, G. (1982). Leadership: The management of meaning. Journal
of Applied Behavioral Science , 18 (3), 257-273.

Stogdill, R. M. (1948). Personal factors associated with leadership. A survey of the
literature. Journal of Psychology , 25, 35-71.

Storey, J. (2005). What next for strategic level leadership research? Leadership , 1 (1),
89-104.

Strauss, A., & Corbin, J. (1994). Grounded theory methodology. Handbook of
Qualitative Research , 273-285.

Stroobants, V. (2005). Stories about learning in narrative biographical research.
International Journal of Qualitative Studies in Education , 18 (1), 47-61.

Sveningsson, S., & Alvesson, M. (2003). Managing managerial identities:
Organizational fragmentation, discourse, and identity struggle. Human Relations
, 56 (10), 1163-1193.

Syed Ismail al-Qudsy, S. H. (2007). Values and ethics towards quality public delivery
system of Mlaysia. Journal Syariah , 15 (2), 22-43.

Tannenbaum, R., & Schmidt, W. H. (2009). How to Choose a Leadership Pattern.
Harvard: Harvard Business Press.

Tesch, R. (1990). Qualitative Research: Analysis Types and Software Tools. New York:
The Falmer Press.

Tight, M. (2003). Researching Higher Education. McGraw-Hill International.

Timothy, A. J, & Bono, J. E. (2000). Five-factor model of personality and
transformational leadership. Journal of Applied Psychology , 85 (5), 751-765.

Tirmizi, S. A. (2002). The 6-L framework: A model for leadership research and
development. Leadership & Organizational Development Journal , 23 (5), 269-
279.

Tosi, H. L., Misangyi, V. L., Fanelli, A., Waldman, D. A., & Yammarino, F. J. (2004).
CEO charisma, compensation, and firm performance. The Leadership Quarterly ,
15 (3), 405-420.

Vahasantanen, K., & Saarinen, J. (2013). The power dance in the research interview:
Manifesting power and powerless. Qualitative Research , 13 (5), 493-510.

Van Knippenberg, D., & Hogg, M. A. (2003). A social identity model of leadership
effectiveness in organizations. Research in Organizational Behavior , 25, 243-
295.

166



Vilhjalmsson, R. (1994). Effects of social support on self-assessed health adolescence.
Journal of Youth and Adolescence , 23 (4), 437-452.

Waldman, D. A., Ramirez, G. G., House, R. J., & Puranam, P. (2001). Does leadership
matter? CEO leadership attributes and profitability under conditions of perceived
environmental uncertainty. Academy of Management Journal , 44 (1), 134-143.

Wenger, E. (1998). Communities of Practice: Learning, Meaning, and Identity.
Cambridge: Cambridge University Press.

Yaakub, H. (1978). Etika Islam pokok-pokok Kuliah Ilmu Akhlag. Jakarta: CV Publicita.

Yukl, G. A., & Heaton, H. (2002). Leadership in organizations. National College for
School Leadership , 1-4.

Yukl, G. (2008). How leaders influence organizational effectiveness. The Leadership
Quarterly , 19 (6), 708-722.

Yukl, G. (1998). Leadership in Organizations (4th ed). Englewood Cliffs, New Jersey:
Prentice Hall.

Yukl, G. (2002). Leadership in Organizations. Upper Saddle River, New Jersey:
Prentice Hall.

Yukl, G. (2010). Leadership in Organizations. Upper Saddle River, New Jersey:
Prentice Hall.

Yukl, G. (2009). Leading organizational learning: Reflections on theory and research.
The Leadership Quarterly , 20 (1), 49-53.

Yusoff, N. M. (2009). Strive to drive corporate governance to prevent failures. Business
Timess .

Zaccaro, S. J.,, & Horn, Z. N. (2003). Leadership theory and practice: Fostering an
effective symbiosis. The Leadership Quarterly , 14 (6), 769-806.

Zaccaro, S. J., & Klimoski, R. (2001). The nature of organizational leadership. In S. J.
Zaccaro, & R. KIlimoski, The Nature of Organizational Leadership:
Understanding the performance Imperatives Confronting Today's Leaders (pp.
3-41). San Francisco: Jossey-Bass.

167



	LEADERSHIP PRACTICES AND PRINCIPLES OF A MALAY- MUSLIMCHIEF EXECUTIVE OFFICER AT A SELECTED MALAYSIANGOVERNMENT-LINKED COMPANY
	ABSTRACT
	TABLE OF CONTENTS
	CHAPTERS
	REFERENCES



