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Spiritual intelligence has been portrayed as an important contributor to enhance the 

sense of meaning and purpose within a workplace. Despite many studies have been 

conducted on leadership, however, very little studies have been done on the 

contribution of infusing spiritual intelligence practices for leadership development 

towards managing the changing environment. This has resulted in critical gaps to 

understand the strategies to create an educational atmosphere that maximizes the 

personal and professional potential of leaders in higher educational settings. In 

addition, significant gaps also remain, particularly in understanding how spiritual 

intelligence is experienced and practiced by women leaders from higher educational 

institutions in Malaysia. In such settings where the number of women leaders continues 

to grow, women tend to place a high value on the attributes of spiritual intelligence. In 

order to address the issue, this research gap has been examined to understand the 

experiences of integrating spiritual intelligence practices within Malaysian higher 

educational institutions.  

The main purpose of this study is to understand the experience of women academic 

leaders concerning their spiritual intelligence and its use within the higher educational 

institutions leadership. This study was carried out through an in-depth exploration of 

three research questions. The questions are: (1) how do women academic leaders 

conceptualize spiritual intelligence? (2) How women leaders use their spiritual 

intelligence in their academic leadership practices? (3) What is the contribution of the 

use of spiritual intelligence in their academic leadership practices? A qualitative 

research methodology and existential phenomenological approach were selected as 

these approaches have been decided as the most precise approaches for the study of a 

phenomenon of this nature. Data was gathered and generated from nine successful 

women academic leaders in Malaysian Research Universities. The data collection 

methods employed to attain the purpose of the study were primarily in-depth interviews 

with the participants. Each of the interview session lasted between one to two hours, 

was tape recorded, transcribed verbatim and analyzed using a hands-on approach. 

Several other documents have also been utilized for this study, such as resources from 

library, diaries, journal and also logs. The trustworthiness of the study was ensured 

through member checks, peer examination and maintenance of audit trail.  
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The finding generated four concepts of spiritual intelligence, namely 1) meaning 

making, 2) holism 3) being vision and value led 4) religious activities. The finding also 

revealed four approaches of integrating spiritual intelligence into leadership practices 

which include 1) creating sense of meaning and purpose within people, 2) empowering 

employees, 3) Viewing things in larger patterns and understand its relationships and 

connections by being holistic and 4) cultivating and demonstrate values as part of the 

organisational culture. The contribution of spiritual intelligence to the leadership 

practice of women academic leaders that has been discovered from the study include 1) 

employees inspired by vision, 2) increase the credibility and long-term sustainability of 

institution, 3) systematic way of managing complexity, 4) heightened moral values and 

reduced ethical issues and 5) resilience to handle stress. 

The study concluded that spiritual intelligence is projected to transform the workplace 

into a more meaningful and purposeful atmosphere by constructing balanced and 

harmonious relationship within employees. Women leaders believe that spiritual 

intelligence is an effective tool for leaders to manage their institutions in an effective 

way, specifically within the challenging and high demand working environment. In 

addition, the integration of spiritual intelligence that brings people together towards 

mutual understanding and enhance good relationship will undeniably sustain an 

environment of less stress and burden, as well as conflicts. Conveying the qualities of 

spiritual intelligence within leadership practices will transform people and also the 

institution, as well as enhance long-term sustainability.  Consequently having 

enthusiastic and high performance employees will increase the productivity of the 

institution, which then will lead to the sustainability of the institution.    

The study has provided valuable insight that will be beneficial for leaders towards 

managing effectively within the contemporary organization provided with unique skills 

and attributes. 
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PENGALAMAN PEMIMPIN WANITA MENGENAI KECERDASAN ROHANI 

DAN PEGUNAANNYA DI INSTITUSI PENDIDIKAN TINGGI MALAYSIA 

 

Oleh 

SHARMILA DEVI RAMACHANDARAN 

June 2015 

Pengerusi  : Prof. Hj. Azimi Hj. Hamzah, PhD 

Fakulti  : Pengajian Pendidikan 

Kecerdasan rohani telah digambarkan sebagai penyumbang penting kepada 

mempertingkatkan kesedaran maksud dan tujuan dalam tempat kerja. Walaupun 

banyak kajian telah dijalankan ke atas kepimpinan, namun, sangat sedikit kajian 

dilakukan ke atas sumbangan dalam menyemai amalan kecerdasan rohani untuk 

pembangunan kepimpinan terhadap pengurusan persekitaran yang berubah-ubah. Ini 

telah menghasilkan jurang kritikal untuk memahami strategi bagi mewujudkan suasana 

pendidikan yang memaksimumkan potensi peribadi dan profesional pemimpin dalam 

tetapan pendidikan tinggi. Selain daripada itu, jurang yang signifikan juga kekal, 

terutamanya dalam memahami bagaimana kecerdasan rohani dialami dan diamalkan 

oleh pemimpin-pemimpin wanita dari institusi pendidikan tinggi di Malaysia. Dalam 

tetapan itu di mana bilangan pemimpin wanita terus meningkat, wanita cenderung 

untuk meletakkan nilai yang tinggi pada sifat-sifat kecerdasan rohani. Dalam usaha 

untuk menangani masalah ini, jurang kajian telah dikaji untuk memahami pengalaman 

mengintegrasikan amalan kecerdasan rohani dalam institusi pendidikan tinggi  

Malaysia. 

Tujuan utama kajian ini adalah untuk memahami pengalaman amalan kecerdasan 

rohani dalam kalangan pemimpin akademik wanita di institusi pendidikan tinggi. 

Kajian ini telah dijalankan melalui penerokaan terperinci bagi tiga persoalan 

penyelidikan. Soalan-soalan ini termasuk: (1) Bagaimana pemimpin akademik wanita 

mengkonsepsikan kecerdasan rohani? (2) Bagaimanakah pemimpin wanita 

mengggunakan kecerdasan rohani mereka dalam amalan kepimpinan akademik 

mereka?(3) Apakah sumbangan penggunaan kecerdasan rohani  dalam amalan 

kepimpinan pemimpin akademik wanita?  Metodologi penyelidikan kualitatif dan 

pendekatan fenomenologi telah dipilih kerana ia putuskan sebagai pendekatan yang 

paling tepat untuk mengkaji fenomena seperti ini. Data dikumpulkan dan dihasilkan 

daripada sembilan orang pemimpin akademik wanita yang berjaya di Universiti-

universiti Penyelidikan di Malaysia. Kaedah pengumpulan data yang digunakan untuk 

mencapai tujuan kajian ini terutamanya adalah temu bual secara mendalam dengan para 
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peserta. Setiap sesi temu bual itu berlangsung selama satu hingga dua jam, direkodkan 

dengan pita rakaman, ditulis dengan kata demi kata dan dianalisis menggunakan 

pendekatan amali (hands-on). Beberapa dokumen lain juga telah digunakan untuk 

kajian ini seperti sumber dari perpustakaan, diari, jurnal dan juga log. 

Kebolehpercayaan kajian ini dipastikan melalui pemeriksaan ahli, pemeriksaan rakan 

dan penyelenggaraan jejak audit.  

Dapatan kajian menghasilkan empat konsep kecerdasan rohani iaitu 1)  Sesuatu yang 

memberi erti atau makna 2) Holistik 3) berasaskan visi dan nilai 4) amalan keagamaan. 

Dapatan kajian juga menunjukkan empat pendekatan kecerdasan rohani dalam amalan 

kepimpinan akademik termasuk 1) mewujudkan rasa erti dan tujuan di kalangan 

pekerja 2) memperkasa pekerja  3) Melihat isu menerusi pandangan yang meluas dan 

memamahi kaitan antara satu sama lain menerusi kepimpinan secara menyeluruh dan 

4) memupuk dan menunjukkan nilai-nilai sebagai sebahagian daripada budaya 

organisasi. Sumbangan kecerdasan rohani kepada amalan kepimpinan pemimpin 

akademik wanita yang telah ditemui daripada kajian termasuk 1) pekerja diinspirasikan 

dengan wawasan, 2) meningkatkan kredibiliti dan kemampanan jangka panjang 

institusi, 3) cara yang sistematik dalam menguruskan kerumitan, 4) meninggikan nilai-

nilai moral dan mengurangkan isu-isu etika dan 5) daya tahan untuk menangani 

tekanan. 

Kajian ini merumuskan bahawa kecerdasan rohani dijangka mengubah tempat kerja 

kepada suasana yang lebih bermakna dan tekad dengan membina hubungan yang 

seimbang dan harmoni dalam kalangan pekerja. Pemimpin wanita percaya bahawa 

kecerdasan rohani berkesan bagi pemimpin untuk menguruskan institusi mereka 

dengan cara yang berkesan, khususnya dalam memenuhi tuntutan persekitaran 

pekerjaan yang mencabar dan tinggi. Di samping itu, kecerdasan rohani yang 

menyatukan orang ke arah persefahaman dan meningkatkan hubungan baik tidak dapat 

dinafikan akan mengekalkan persekitaran kurang tekanan dan bebanan serta konflik. 

Menyampaikan kualiti kecerdasan rohani dalam amalan kepimpinan akan mengubah 

pekerja serta institusi dan meningkatkan kemampanan jangka panjang.  Mempunyai 

pekerja yang bersemangat dan berprestasi tinggi akan meningkatkan produktiviti 

institusi itu dan kemudiannya akan membawa kepada kemampanan institusi.    

Kajian ini telah memberikan pandangan yang bernilai yang akan memberi manfaat 

kepada pemimpin ke arah menguruskan organisasi kontemporari secara berkesan 

dengan menyediakan kemahiran dan sifat-sifat yang unik. 
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CHAPTER 1 

 

INTRODUCTION 

 

Chapter present the background of study, statement of the problem, purpose of the 

study , research questions , significant of the study, scope of the study , limitation of 

the study and finally the definition of terms. 

 

Background of study 

 

The role of leadership in today’s organization has occupied the attention of both 

theorists and practitioners alike because many domestic and global organizations are 

under enormous pressure to operate, grow, and succeed in a highly competitive and 

challenging global economy. Unprecedented technological advances, unparalleled 

diversity, winds of rapid change, innovation in products and designs, escalating 

strategic and operational competition, cultural and ethical dilemmas, employee exodus 

and growing unrest by stakeholders for greater productivity, rising performance 

demands, are spurring organizational leaders (Venkaiah and Drucker, 2013). The great 

challenge for human organizations in the 21st Century is to develop the capability to 

survive and grow in the presence of rapid change. Leadership is beginning to be 

redefined in ways appropriate for partnership rather than domination systems. Terms 

such as ethical leadership, transformative leadership, value guided leadership, 

partnership leadership; thought leadership and servant leadership are widely in use 

(Mosely and Mtviuk, 2010) 

 

These challenges in addition create huge enormous impacts among employees, as 

dedicated employees are as well required to fulfil the demands of their task in spite of 

being drawn away from other activities such as leisure, friend as well as family.  

Therefore, employee yearns for a heightened sense of purpose and meaning of their 

work (Shuck & Rose, 2013). Lack of meaning at workplace could trigger dispirited 

workplace environment such as low morale, high turnover, absenteeism, and burnout. 

The end of 21
st
 century in fact has brought into the light on the commencement of a 

new phase of anxiety whereby the significance of success seems to be more elusive and 

employees tend to pursue balance between their families, work as well and other 

obligations (Noon, Blyton and Morrell, 2013). The workplace is being perceived as the 

central place towards seeking for meaning, harmony, balance, and sense of belongings. 

It is also the place where employees seek identity for their lives, as they are spending 

additional time at their workplace (Rothmann, 2013). Rather than viewing work as a 

tedious task, employees wish to perceive their effort to be beyond just executing the 

task. They desire towards discovering purpose and accomplishment that permit them to 

assimilate their personal as well as professional life and become a balanced person 

(Boverie, Grassberger & Law, 2013; Zohar & Marshall, 2000). In this sense, failure to 

assimilate meaning within a workplace may lead to an emerging crisis which has been 

labelled as Quarter Life Crisis (Robinson and Wright, 2013). The crisis occurs when 

employees become increasingly demotivated and dissatisfied with their work and 

consequently, intended to move to another job that will fulfil their purpose and needs. 

 

Scholars also suggested that in the midst of crucial leadership competencies,   existing 

framework for leadership development embedded with regular method is incompatible 

with the multifaceted environment (Zheng and Muir, 2015). The proclamation implies 

that the capacities as well as talents that may have been required in a more stable and 
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predictable environment will be inadequate in the current era of uncertainty and rapid 

transformation. Intrinsically, it is apparent that the new era necessitates advanced 

leadership skills, attributes, and capabilities (Ebrahimi Mehrabani & Azmi Mohamad, 

2015).   

 

Spiritual Intelligence 
 

The notion of spiritual intelligence at workplace has been indeed gradually receiving 

consideration in the leadership studies. At the mid of 1990s more researchers related 

the concept of spirituality and its association to leadership (Bolman & Deal, 1995; 

Dehler & Welsh, 1994; Fairholm, 1996). However in midst of 2000 dimension of 

spirituality have been profoundly researched with the term spiritual intelligence and its 

link to leadership (Emmon, 2000; Noble, 2000; Vaughan, 2002; Wolman, 2001; Zohar 

& Marshall, 2001). Spiritual intelligence in general can be described as people’s 

capacity to understand the purpose of their existence and their ability to make meaning 

based on their ideal values or principles. Various scholars conceptualized spiritual 

intelligence as a mean towards creating meaning by connecting ideas, events, and 

persons, which will consequently enhance greater personal and organizational 

transformations (Dent, Higgins & Wharf, 2005; Fry, 2003). Zohar and Marshall (2004) 

described spiritual intelligence as an individual’s capacity to answer and address issues 

concerning meaning and purpose and residing people’s actions in a broader 

perspective, and in determining that their course of action is more meaningful than 

those of others.  Scholars also have indicated that leaders with spiritual intelligence will 

be able to embed and to inspire meaning  and  purpose and call for services that will 

connect their  role towards identifying purpose and embedding meaning within their 

organizations (Bass, 1990, 1997, 2001; Bennie, 2000, 2001, 2007; Fry, 2003, 2005; 

Kouzes & Posner, 1992, 2005, 2006; Smircich & Morgan, 1982).   

 

There is in fact enduring statement that spiritual intelligence is an important element of 

leaders. Zohar (2005) proposes that the answer to this modern-day crisis of meaning 

lies in developing and using Spiritual Intelligence. Spiritual intelligence is being 

considered as the significant tool towards managing turbulent time leaders facing due 

to massive changes as it provide the enduring values (Zohar Marshall, 2005). 

Confronted with social and political turbulence, globalization, rapid technology 

advancement and also corporate misconduct (Gardner & Schermerhorn, 2006), leaders 

in 21
st
 century entails a great prerequisite towards leadership practices that reflects 

insight and wholeness of individual leader. These challenges are also impacting 

employees as they are forced to fulfil their work demand and being dragged away from 

their families, friends, and leisure activities. Subsequently, employees are craving for a 

greater sense of meaning and accomplishment from their work.  

 

Research suggest that in spite of leadership and socio-cultural competencies that is 

becoming critical , the current models of professional preparation and certification tied 

to normative approach are ill-suited to the merging complex society ( Mengel, 2006).  

This statement represents that talents and skills that may have been driven in more 

stable and predictable environment will be inadequate in the new age of uncertainty 

and rapid change. As such it has become increasingly clear that the new century 

demand new kinds of leaders with new skills and capacities (Marquadt, 2012). Thus 

spiritual intelligence is being considered the key solution towards managing turbulent 

time organization facing due to massive changes as it provide the enduring values ( 

Zohar , 2005). Spiritually intelligent leaders is believed to enable leaders towards 
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leading the manner towards creating and implementing new vision by transcending 

traditional frameworks and by finding new meaning for activities at any level ( Zohar 

& Marshal, 2001 ; Jafari 2003 ; Mengel 2004). 

 

In the context of Malaysia, spiritual intelligence will be appropriate to be nurtured in 

the leadership practices because of the nature of Malaysian culture which is of 

multiracial and multi-ethnicity. Malaysia is a multiracial country which encompasses 

three main ethnicities, namely Chinese (24.6%), Indian (7.3%) and Malay (67.4%) 

(Department of Statistics Malaysia, 2014). The three ethnic groups embrace different 

sets of values, which are influenced by their cultural background and subsequently, 

encompass their perceptions and thoughts.  

  

Nevertheless being considered as religious country (Abdullah, 2001) intrinsically it is 

essential to take into consideration of understanding the concept of both religion and 

spirituality at workplace. Religiosity in Malaysia encompasses total aspects of daily 

living which also encompasses the workplace settings (Abdullah, 2001). The national 

figures indicated the diversity of religious affiliation towards Islam (61.3%), Buddhism 

(19.8%), Christianity (9.2%), and Hinduism (6.3%) with a smaller population 

acknowledge to Confucianism, Taoism and other traditional religious practices (1.3%) 

(Department of Statistics Malaysia, 2011). The importance of religion in Malaysia in 

addition pledged in everyday lives through the Declaration of the National Principles of 

Malaysia in which the first tenet is to “Believe in God” (Department of National Unity 

and Integration, 2013).  As such in order for a comprehensive understanding of 

workplace spirituality to proceed, the integration of religion at work is crucial as this 

allows for the inclusion of dogma, tradition, and institution and allows one to capture 

rituals, beliefs, and religious values (Monty L. Lynn, Michael & Steve Vander Veen, 

2009). 

 

The concept of spirituality and religious within Malaysia working environment are 

considered inseparable and discussed interchangeably. Hence, it has been anticipated to 

observe that employees bring religion to work (Possumah , Ismail & Shahimi 2013). 

Consequently, Malaysian workplaces can be best described by Ashmos and Duchon’s 

(2000) idea of a spiritual workplace, which is an environment that provides the 

opportunity for self expression of one’s many aspects of one’s being, not merely the 

ability to perform physical or intellectual tasks (Donde , Ashmos & Dennis Duchon, 

2000). The idea that religion shapes and informs employee’s beliefs and value systems, 

(Winters, 2008; Praveen Parboteeah, Yongsun Paik and John Cullen, 2009) and in turn 

influences their behaviors, perceptions, and decisions (Anselmo Vasconcelos ,2009) 

suggest a high degree of correspondence between religiosity and workplace spirituality. 

 

In addition to that scholars have indicated that Malaysian culture embraces more of 

personal human aspects compared with Western culture (Abdullah et al., 2001). 

According to various studies, in general Malaysians emphasize more on a collective 

unit of group. Consequently, Malaysian society is characterized as a collectivist society 

in which the culture gives emphasis and value for group commitments as well as 

collaborative requirements, grounded with individual consideration (Hofstede, 2001). 

As a consequence, the assimilation of these characteristics at the workplace contributes 

towards developing the spiritual Malaysian workplace from the perspective of their 

values and belief system which are then outwardly expressed through work attitude and 

behavior. 
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Malaysia is a multiracial country which encompasses three main ethnicities, namely 

Chinese (24.6%), Indian (7.3%) and Malay (67.4%) (Department of Statistics 

Malaysia, 2010). The three ethnic groups embrace different sets of values, which are 

influenced by their cultural background and subsequently, encompass their perceptions 

and thoughts. Scholars have indicated that Malaysian culture embraces more of 

personal human aspects compared with Western culture (Abdullah et al., 2001). 

According to various studies, in general Malaysians emphasize more on a collective 

unit of group. Consequently, Malaysian society is characterized as a collectivist society 

in which the culture gives emphasis and value for group commitments as well as 

collaborative requirements, grounded with individual consideration (Hofstede, 2001). 

Individuals live as a close interwoven group and prioritize the needs and the welfare of 

the group ahead of self-interest. In such cultures, decisions are made with collective 

consensus and must benefit the group and provide advantage to the group more than to 

particular individual (Hosftede , 2001). In addition, Malaysians also acknowledge and 

accept hierarchies across organizational and societal formations, while disagreeing with 

superiors is seen as an indication of assertiveness and confrontational behavior in 

individuals. Such attitudes are feared to undermine collective harmony because respect 

towards elders, superiors, and people with power are fundamental living customs in a 

collectivist society.  

 

As part of these traditions of collective society, scholars indicated that Malaysian 

leaders prefer to work in teams compared with individuality. Group tasks are favored 

with the belief that each individual contributes jointly towards the benefits and well 

being of the organization. In addition, individual weaknesses are not highlighted 

because the group takes responsibility for the outcomes (Abdullah, 2001).  Harmonious 

relationships are given more emphasis and therefore leaders are reluctant to provide 

feedback that could hurt or harm their employees (Ansari, Ahmad, & Aafaqi, 2004). 

Essentially, leaders are also anticipated to portray their individual and personal power, 

and to develop relationship towards successfully influencing their people. In his study, 

Ansari et al. (2004) concisely stated the characteristics of leadership efficacy based on 

the findings from numerous studies (e.g., Govindan, 2000; Hamzah, Saufi, & Wafa 

2002; Mansor & Kennedy, 2000). Fundamentally, in the Malaysian framework, 

leaders’ behaviors are described based on their characteristics in emphasizing on 

relationship established to provide significant contribution to the insight of leadership 

effectiveness. 

 

The evidence clearly indicates that spiritual intelligence is applicable to Malaysians 

because of their cultural homogeneity that emphasizes on the importance of 

harmonious relationship. This parallel with the spiritual intelligence attributes which 

emphasizes toward cultivating meaning and values and building philanthropic 

relationship in the workplace atmosphere. Incorporating the culture of spiritual 

intelligence in the workplace in Malaysia will bring tremendous results in the 

workplace. However, few studies have been done on the significance of spiritual 

intelligence to provide guideline for multiracial organizations.  It is thus imperative for 

leaders to understand and apply spiritual intelligence practices in the Malaysian culture 

as they are the main human influence that can create impressions within organizational 

performance. 
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Leadership in Higher Educational Institution 
 

Leaders in Higher educational institutions are not exceptional case as other 

organization since they are as well challenged with elements such as technological 

innovation, consumerism, accreditation, financing as well as other administrative 

control. It is thus essential for higher education to be adequate with leaders who have 

knowledge , skills and abilities to lead in an era of uncertainty and change and foster 

environments of innovation that encourage trust and learning towards leading their 

constituents , units departments, and universities successfully into the future (Brown, 

2001). Bringing spiritual intelligence into higher educational institution with the effort 

of academic leader will create positive changes through leader’s inner strength instead 

of through knowledge and technique itself. It is important for academic leaders in 

higher education to foster the culture of spiritual intelligence practices that will develop 

interconnectedness among students , faculty , staff members towards helping them 

better appreciate the importance of harmonious coexistence , explore meaning and 

purpose in life and cultivate innate potential in each person.. According to Zohar 

(2001) Higher Education which prioritizes on spiritual intelligence does not merely 

monitor and maintain the system for excellence.  

 

The tasks of effective leaders in higher educational institutes (HEIs) comprise 

transforming the HEIs to greater performance. This is because of their position in 

power as well as their ability to influence and manage human, physical, financial and 

other resources. Thus, they can provide crucial support towards higher achievement 

and success of their instruction (Bento, 2011; Gappa, Austin & Trice, 2007; Yukl, 

2010). Many have acknowledged that leadership tasks and responsibilities in higher 

education institutions are challenging. Some researchers suggest that these institutions 

are the most difficult organizations to lead in the world (Bennis & Movius, 2006). 

Leadership in these institutions is different from those of other types of business or 

industry because it has different organizational environments coupled with unique 

constraints on the part of the leaders (Gmelch, 2013). The current trend in higher 

education is that leaders have to deal with mounting list of social and economic 

challenges, with the overall calamity of leadership in the country. Therefore, a new 

way of leading styles is required. In addition, a new generation of leaders to bring 

positive transformation to local, national and international affairs is essential 

(Zimmerman-Oster & Burkhardt, 2001). In higher education institutions, leaders are 

mainly burdened with the challenges towards balancing managerial as well faculty 

regulations in the midst of promoting an open atmosphere for students, which is 

considered as a demanding role for most of the proficient leader (Brown & Moshavi, 

2002). Added to this is the heightened paradigm of consumerism in higher education, 

with advanced technological invention and certification and funding issues (Tierney & 

Farmer, 2011). With these challenges, it is thus undeniable that higher education 

necessitates leaders with the knowledge, skills, and abilities to lead within the 

uncertainty and changing era (Tierney et.al. 2011) 

 

In Malaysia, academic leaders in HEIs are considered to be in the most essential post as 

they are expected to understand the role of their institution, to propose and design the 

vision and mission of their institution, and to instigate their constituencies towards 

achieving the anticipated principles and standards of academic output. The best leaders 

are projected to be visionary, rigorously motivated and committed to the ideals of 

excellent scholarship. In a nutshell, they are required to be excellent managers, 

administrators, and leaders who convey talents to bear on the optimal management of 
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human capital and other assets of the university (Zawawi Ismail, 2008). The role of 

academic leadership in transforming Malaysia’s Higher Education, specifically the 

public universities, can be signified through the Malaysia National Higher Education 

Action Plan 2007-2010. The commitment of the Ministry of Higher Education (MoHE) 

could be viewed from their revelation to transform Malaysia into a center of excellence 

for higher education by ensuring excellent academic leaders.  

 

Zuraina and Chun (2013) stated that according to leaders in public university in 

Malaysia, some of the challenges faced by Malaysian HEIs in today’s market 

environment include the following:  

 

(a)  To become university of choice from the perspective of future 

market;  

(b)  To be highly ranked by the ranking system for Malaysian Higher 

Education Institutions (SETARA) and if possible other recognizable 

ranking bodies such as THES;  

(c)  To be recognized and awarded with Academic Performance Audit 

(APA);  

(d)   To be given an autonomy for self-accreditation (SWA);  

(e)  To ensure the graduate employability is high;  

(f)  To inculcate a quality culture by introducing the ISO;  

(g)  To increase the proficiency of English among the staff;  

(h)  To support the national government call for One Malaysia and New 

Economic Model;  

(j)  To continuously call Malaysian experts overseas to come back and 

serve the nation;  

(k)  To share information via effective communication;  

(l)  To grab the opportunities for research based on various programmes 

developed by national government.  

It is thus essential for academic leaders to have the capacity to enthuse people towards 

shared mission and vision in confronting the challenges facing the universities. 

According to Ibrahim Bajunid (2012), academic leaders are expected to be the 

guardians of academic integrity and professionalism. They have to struggle in the 

pursuit of elegant thinking par excellence. They can be thought of as leaders and even 

intellectual elites to represent the society. Academic leaders may also deliver 

exemplary leadership in their academic specializations and roles and as public 

intellectuals in wide-ranging matters. The strengths of these academic leaders 

constitute the knowledge capability and competencies of society. Ibrahim Bajunid also 

said that the challenge for each academics and academic leader is to be the best they 

can be in their respective fields and contribute outstandingly towards the betterment of 

society. Furthermore, House (2004) commented that academic leaders should be able to 

influence and direct people’s efforts to achieve success. He indicated that academic 

leaders should have the capacity to bring together the entire members of an 

organization, give clear and understandable directions and empower them to do the 

required task using each member’s competencies and creativities, to achieve the 

specified shared objectives. 

Therefore, academic leaders are held responsible to unite their workforce and 

contribute clear and comprehensible guidelines as well as empower them to do the 
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required task to achieve the specified shared objectives. These types of leadership 

consist of spiritually intelligent type of leaders that will be able to generate positive 

changes through the leader’s inner strength, instead of through knowledge and system 

itself. The culture of spiritual intelligence boosts the interconnectedness among 

students, faculty, staff members towards helping them better appreciate the significance 

of harmonious relationship, discover meaning, purpose in life, and foster innate 

potential in each person. 

Women academic leadership 

The study of women and leadership has be considered as a fresh phenomenon as 

previously there were many studies on leadership focused with the emphasis on 

political leadership, of great men that define power, authority as well as knowledge 

(Klenke , 2011). In addition to that in past leadership has been generally linked with 

men and with male styles of behavior as women has not been in leadership position in 

great number. As such the mental image of leader were held by most people is male 

(Sandler, 1993). Klenke (2011) proceeded that most of the leadership research prior to 

1980’s was carried out by men and dealt with almost exclusively male leaders as 

women have been largely absent from the description and analysis of male leaders as 

reported by male researchers . Nevertheless it was until then women leadership began 

to shed light to form a critical frame and consequently issues of gender and leadership 

was given consideration.  

Thomas Sergiovanni (2007) said that there is a clear description on how men and 

women approach opportunities. He said for most men, their achievement has to do with 

accomplishment of goals, whereas for most women achievement has to do with 

building a connection between and among people. Rosener (1990) in addition recap 

that until the 1960's, men and women received different indicators about what was 

expected of them. Women have been expected to be wives, mothers, community 

volunteers, teachers and nurses. In all these roles, they are supposed to be cooperative, 

supportive, understanding, gentle and to provide service to others. They are to derive 

satisfaction and a sense of self-esteem from helping others, including their spouses. 

This preceding perceptions of women's role in society, along with the expectations of 

how they were to behave, are imperative to understand because as it is still relevant 

today regarding how women are perceived in the work environment. 

In Malaysia women have always played a decisive role in nation building. Comprising 

almost half of the population, the role of the Malaysian women has continued to evolve 

over time. Upon gaining Malaysia Independence in 1957, Malaysian women have 

advanced greatly in this country in most fields. The achievements were no doubt 

facilitated by inclusive policies and action plans developed by Government of 

Malaysia. Hence, the improvements in access to education and healthcare combined 

with changes in the economic landscape have impelled women out of the traditional 

domain of their homes and into the labor market.   

The emphasis on women as a leader in Malaysia specifically can be seen from the 

Government effort to recognize women’s empowerment as the main agenda in the 10
th

 

Plan (2011-2015), the New Economic Model (2010) and also has outlined specific 

plans to increase women’s participation in the labor force, improve provision of 

support of women in difficult circumstances and eliminate all forms of discrimination 
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against women (Government of Malaysia 2010). In the Tenth Malaysia Plan (2011-

2015), women agenda continues to be one of the key focus areas, particularly in 

economic development. As such, the participation rates of women in labor forces have 

increased from 46.8 percent in 2008 to 49.5 percent in 2012. This was further improved 

in 2013 with 49.5 percent for the first quarter, up to 52 percent in the second quarter 

and rose up to 56.4 percent by the third quarter reporting. This achievement has 

exceeded the 55 percent target mark set for the year 2015. In addition to that it has been 

also stated in the 10
th

 Malaysia Plan that government approved legislation to ensure 

minimum of 30 percent representation of women in decision making positions (Tee & 

Lee, 2011) as a result of acknowledging women’s status and contribution in the 

national economy.  Though the current figure is reaching seven percent , however it has 

been predicted as moving target and will need remedying as the country’s next national 

development plan for 2016 to 2020. The aim of the policy is to achieve a target of at 

least 30% of women in decision-making positions in the public and private sector, trade 

unions, employers’ associations, educational institutions and academic, private and 

non-governmental organizations (NGOs). Consequently the whole agenda of women 

empowerment in Malaysia that is being translated within the national agenda has taken 

into consideration various factors such as the individual spiritual strength, the 

individual community involvement, politically, socially and education (Mohamad & 

Mustafa, 2012). In addition the need for women leadership is apparent in Malaysia as 

the population grows higher in comparison to men (Women, Family and Community 

Malaysia, 2011). 

Though the participation of women within the higher educational institution is not a 

new phenomenon, conversely women as academicians are considered newcomers in 

the world of academia. The status of women in high leadership positions in institutions 

of higher learning has created much interest among researcher captivated in 

discovering how women have coped with various challenges, and have managed to 

move up the vertical career hierarchy. There are few authors argues that leadership and 

career are gendered (Astin 1984; Gottfredson 1996; Isaacson & Brown 2000), and 

hitherto nothing much is known about the dynamics of leadership and career among 

Malaysian academics according to whether they are male or female. Rising number of 

women leaders within the academia also will inspire other women academics to get 

involved within the leadership practices. In addition to that rising number of women 

academic leaders also could be an indication that the university is considering about 

cultivating gender equity within the higher education. 

Nevertheless the status of women academic leaders has still remained scarce and 

seldom being discussed particularly in Malaysia. The concerns have been only raised as 

national interest merely from the appointment of Tan Sri Rafiah Salim as the first 

female Vice-Chancellor of University of Malaya in 2006. This is followed by only 

three other women have been appointed as Vice-Chancellor including Professor Tan 

Sri Dato’ Dr Sharifah Hapsah Syed Shahabudin from University Kebangsaan Malaysia 

, Dato Dr Aminah Ayub from Universiti Pendidikan Sultan Idris and Professor Dato Dr 

Zaleha Kamaruddin from International Islamic University Malaysia. However very 

little progress has been noticed after that and there is little study has been done in order 

to illustrate Malaysian women’s position in academia, and academic leadership 

specifically. As such lack of position still exist for women to take top leadership and 

management roles in spite of  the rising level of education among women and their 

significant contribution in the institutions. 
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In an International Leadership Capacity Building Workshop for Women Academic 

Leaders 2012, the prime minister’s wife, Datin Rosmah Mansor hinted that there 

remain as little as three vice chancellor of women at 20 public universities in the 

Malaysia even though there is about 60 per cent of the enrolment in public universities 

was women however Addressing the issue, she ensured that universities should be 

more proactive in dismantling gender bias that discourages women in the academic line 

from attaining senior leadership roles. She added that there should be a balanced 

participation of men and women in the senior management of universities instead of 

being dominated by men. She added, the issues need to be addressed from the 

beginning in order to avoid potentiality of further encounters in future on women 

academic leadership. In addition to that encouraging women to advance in their career 

would obviously lead towards different mind-set and point of view towards inspiring 

better performance at the work atmosphere. 

Spiritual Intelligence in Women Leadership Practices 

The increasing number of women in leadership positions has increased the attention in 

women’s leadership practices (Paustian-Underdahl & Woehr, 2014). However, 

research that focuses mainly on spiritual intelligence and leadership practice among 

women leaders are still scarce. Only few studies have acknowledged spiritual 

intelligence as an important element in women leadership style. The spiritual 

intelligence practices that connote women leadership practices are prompted by the 

nature and skills of women leaders that have been assumed to be comparable to the 

attributes of spiritual intelligence. Scholars from various studies indicated that the traits 

and qualities that parallel those attributes of spiritual intelligence will be effective if 

implemented in a changing environment which requires unique set of talents and 

capacity to lead (Gumusluoglu & Ilsev, 2009; Emmons, 2000; Noble, 2000; Wolman, 

2001; Zohar & Marshall, 2001) 

Women can bring qualities such as a tendency towards social compassion, a caring, 

relational emphasis in their moral reasoning, a desire for collaboration, and an 

awareness of the interconnectedness of organizations to their leadership roles (Gillett-

Karam, 1994; Gilligan, 1982; Helgesen, 1990; & Rosner, 1990). Women are found to 

have an open, people-orientated philosophy of leadership that includes communication, 

motivation, goal direction, fairness, teamwork, delegation, and participatory decision 

making (Merchant, 2012). Qualities of spiritual leadership that is often expressed by 

women leaders include compassionate and respectful treatment of others, expressing 

care and concern, engaging in self-reflection, and operating from a clear set of personal 

values (Duchon & Plowman, 2005; Fry, 2003; Reave, 2005).   

Bourdreau and Ziskin (2011) argue that the future of leadership will involve an 

organizational shift from ‘hero leadership’ to ‘collective leadership.’ The new 

organization, therefore, “will view everyone as leaders, and people will have 

reinvigorated accountability and authority to act” (Bourdreau & Ziskin, 2011, p. 258).  

Scholars have proven that since organizations of today are required to be more service 

oriented compared with those of the past, a new focus on leadership roles is required as 

the motivation and aspiration of employees is paramount in generating positive work 

culture, where the contribution of workers are valued (Palmer, Walls, Burgess & 

Stough, 2001).  More communicative, intuitive and flexible skills are needed, allowing 

for coaching of others through effective people skills ( Sivenko , 2008). Now, the 

prerequisites seem to be focused on relational-oriented, nurturing and caring leadership 



© C
OPYRIG

HT U
PM

(Jogulu, 2006).  In this kind of leadership, compassion, sensitivity to the needs of 

others, and understanding are portrayed (Powel, Butterfield & Parent, 2002). Such 

styles are typically linked with women. Women leaders tend to be more relationship 

focused, emphasize cooperative and decision making and portray attributes of concern 

and empathy (Chuang, 2013). Some scholars have indicated that men and women 

embrace different perceptions towards professional attainment, which is perceived as 

innately rewarding role, personal attainment, self-development and work life balance 

(Hopkins, O’Neil, Passarelli, & Billimoria, 2008). In addition, women leaders tend to 

be more democratic and less autocratic compared with their male counterparts 

(Hopkins et al. 2008). 

The importance of spiritual intelligence for women leadership is rarely discussed. 

Nevertheless, Twymon (2004) mentioned that some studies have shown women leaders 

exhibited spirituality as the fundamental leadership practices in their behavior and 

relationship with people in their organizations. Twymon claimed in his study that 

women leaders, who assimilated spirituality as a foundation, developed a superior 

understanding and commitment towards their employee’s personal values. The natures 

of women leaders who seem to lead from different value orientations also have proven 

to be valuable among employees. For example, scholars indicated that women leaders 

are more often presented to be transformational leaders compared with men (Bessant, 

2008). Transformational leaders’ styles are portrayed when leaders and followers try to 

excel each other through high level of moral values and ethics. Scholars have described 

women as always being robust at displaying the individualized concern to followers. 

Because of their concern over their relationship with people, they will portray their 

care, concern, and compassion to the employees for their own benefit as well as for the 

entire team.  

Findings from the study by Eagly & Johannessen-Schmidt (2002) stated that women 

remained to be evaluated greater than men in most attributes of transformational 

leadership which is perceived easier for them to bring to the success of teams within 

the organization. Women leaders in a study examined by Donaldson (2000), Stiernberg 

(2003) and Millar (2000) admitted on the significance of spiritual attributes to their 

achievement and the capacity to move forward regularly in difficult conditions. Other 

scholars (Eagly & Johnson, 1990; Jones-Johnson, 2001; Parrish, 1999; Ward & Hyle, 

1999) indicated that women leaders in their study discovered a spiritual perspective 

designated to be important to for their leadership practice which determines how they 

lead. In addition compared with their male colleagues, female leaders tend to express 

their leadership attributes  as bounded by ethical and values-based practices, exploring 

meaning at workplace, emphasize on the whole individual, mutual vision construction, 

and empowerment .Incorporating elements of spirituality within leadership practice  

according to the study thus  seems to be  a strong suit for female educational leaders.   

Empowering women to lead in an environment of full of challenges, specifically with 

spiritual intelligence attributes will generate an opportunity for them to disclose their 

unique talent and capacities. Shaffer Lilienthal (2009) demonstrated better need to 

appreciate women’s leadership practices and behaviors. According to Shaffer the 

difference between women and men leaders should be given attention due to the 

attributes and characteristics that women may portray and convey as leaders that has 

been perceived to be different from their male colleagues. 
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In Malaysia the importance of women leaders to Malaysia’s future workforce has been 

highlighted by Randstad World of Work Report released in 2013. According to the 

report, 37% of Malaysian leaders in business claimed that leadership proficiency and 

talent is essential towards ensuring success of Malaysian organizations in the currently 

advanced economy. However, 58% of them considered that women will play a critical 

role. Furthermore, the survey report pointed out that more that 14,000 employers and 

professionals in the Asia Pacific region revealed that Malaysia is more advanced 

compared with few other neighbors in promoting women in the workplace. In addition, 

some employers in Hong Kong (47%), India (57%) and New Zealand (55 %) believe 

that the contributions of women leaders are crucial to their future success. Several 

messages have been highlighted by the Director of Randstad Malaysia, Jasmin Kaur in 

the report. According to her, the report signified that Malaysian employers showed 

progressive view on the role of female leaders in the workplace. With the 

Government’s effort to promote female involvement in its workforce and empowering 

them as agents of change, the Randstad World of Work research showed a very 

positive change regarding the insight into the role of women in leadership positions 

(Randstad, 2013). 

The Report also indirectly highlighted the attributes of spiritual intelligence in the 

women leaders in terms of women’s leadership skills. As claimed by Jasmin Kaur, 

women leaders are acknowledged as exhibiting a different approach in the meeting 

room and this can inspire superior performances from employees. Female leaders are 

also commonly identified as having important human skills such as the ability to 

nurture strong teams, establish trusted relationships, and leverage on emotional 

intelligence and spontaneous with non-verbal indications. The report also found that 

employers are gradually considering for leaders attributes that inspire, motivate, and 

are able to acclimatize to changing business environment. Therefore, there is a need for 

a unique style of dynamic leadership, and basically, women leaders are acceptable and 

fit the scenario. In addition, some people suggested that with a new generation of 

employees entering the workforce in entry and mid-level roles today, there is a major 

need for tomorrow’s leaders to possess the ability to engage and influence their teams. 

This is because the new generation or Generation Y is identified to appreciate more 

collaborative management style with lesser hierarchy in the workplace. Leaders who 

have the capacity to lead by example will be able support increased productivity at the 

workplace and deliver enhanced business performance.   

However, the issue remains that studies on the importance of women and leadership are 

still scarce, in spite of the report that has been mentioned. Nevertheless, the statement 

from the report will be the initial steps for Malaysia to consider the consent of 

empowering more women leaders within the contemporary organization.   

Leadership styles of men and women 

As leadership is now diverse, many researchers have been concerned with male and 

female leadership styles (Naji, S., Karimi, M., & Mannani, R., 2015; Mitroussi & 

Mittroussi, 2009).  Many research studies have assessed the styles of male and female 

leaders since the fifties and found that there definitely exist the differences in 

leadership styles. However, these differences take the form of highly overlapping 

distributions of women and men, in other words, the differences are small (Eagly, 

2013).  
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One of the differences, is that, the female leaders are seen to adopt a more democratic 

and participative style than their male counterparts (Merchant, 2012). Men in 

leadership positions are found to adopt a top-down style, in general. This is the 

command and control style. Although female managers are not generally more 

interpersonally- or communally-oriented than male managers, this tendency emerged to 

some extent in less male-dominated roles, where the tendency for women to be more 

participative than men strengthened as well (Eagly, 2013). Fine (2007) stated that 

women's leadership styles are distinct from men in which women are likely to use more 

collaborative, nurturing, and democratic strategies that emphasize communication.  

It had been also debated that gender decides leadership style due to socialization 

process which develops in women based on the values and characteristics that hinted 

the leadership behaviors that are different from those traditionally associated with men 

(Pounder & Coleman, 2002; Shah, 2009). Due to the fact that the expectation that has 

been a central aspects of the socialization process (Pounder & Coleman, 2002) women 

are expected to have certain qualities such as be caring, supportive and cooperative 

which can account for their different approaches to leadership from men. Leaders who 

perform against the stereotypical expectation of their gender will be evaluated 

negatively (Campbell, Bommer & Yeo, 1993). 

Nevertheless, Eagly (2007) assess that leadership styles are not fixed behaviors but 

encompass a range of behaviors that have a particular meaning or that serve a particular 

function. He added leaders differ in their behaviors within the boundaries of their style 

depending on the situation .Whereas some authors point out fixed behavior for women, 

others contend that actions are flexible and tend to mold to the circumstances rather 

than a gendered norm. 

Thereafter when males and females are in the same leadership positions, they tend to 

behave correspondingly towards fulfilling their roles. Though gender roles have an 

impact on their behaviors it will be adapted through leadership roles, which will indeed 

result in minimal differences of their leadership styles. As such it is actually depending 

on the situation that regulates their practices instead of gender itself. However, the 

impact of gender on leadership seems to be undeniable. Though gender is not a strong 

issue in their careers but their performance as leaders was still influenced by the 

awareness of their gender. For example they paid close attention to how they dressed, 

moved and used body language to ensure that the messages they communicated as 

leaders were not undermined by responses to them as women.  
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Statement of the problem 

Changing academic atmosphere requires different leadership attributes and skills that 

could aid, academic leaders to lead in a more proficient way (Abbas, W., & Asghar, 

2010).Scholars have pointed out the importance of implementing a holistic leadership 

practice, which will balance excellent performance and collective values and purpose 

(Fry, L. W., & Cohen, M. P, 2009). For leaders to confront the evolving 

transformation, it is thus crucial for them to have the capacity to apply appropriate 

intelligence and understanding towards addressing the multifaceted issues. The skill of 

leaders in future will be based on their capability to perceive changes as opportunities 

for promoting a novel approach towards performing business (Jena McGregor, 2009). 

Most of the literature on spiritual intelligence within the leadership practices has not 

been empirically tested based on anecdotes. Scholars such as Cowan, 2005; Howard, 

Guramatunha-Mudiwa, & White, 2000; Wigglesworth, 2006; Wolman, 2001; Zohar & 

Marshall, 2000 have conducted few studies on theoretical viewpoints about spiritual 

intelligence. Three studies were found that investigated the quantitative perspective 

towards measuring spiritual intelligence and leadership practices. For example, Christ-

Lakin (2010) in his study, explored spiritual intelligence and transformational 

leadership among leaders in a military organization. Alternatively, Amram (2009) 

investigated spiritual intelligence, emotional intelligence, and leadership effectiveness 

in corporate settings. Doherty (2011) investigated spiritual intelligence and leadership 

among college students. Nonetheless there is a need to have more studies on empirical 

investigations of the use of spiritual intelligence within leadership practices particularly 

from qualitative perspective.  Directing the study of spiritual intelligence from 

quantitative base though has contributed to the leadership field, however, by nature it 

has limited toward finding new knowledge about the problems and issues of spiritual 

intelligence phenomena as it is objectively evaluated. Qualitative methods provide a 

depth of understanding of spiritual intelligence phenomena compared with detached, 

statistical analyses (Ragin, 2014). Because of the differences in the data, how data is 

collected and analyzed, and what the data and analyses are able to tell us about our 

subjects of study, the knowledge gained through qualitative investigations is more 

informative, richer and offers enhanced understandings compared to that which can be 

obtained via quantitative research (Richards & Morse, 2012). Thus by having more 

qualitative perspective it enable researcher to explore in depth understanding on the use 

of spiritual intelligence among the women leaders in higher educational setting through 

subjective evaluation of how and what has been experienced through the phenomena. 

Despite of innumerable concepts that have been provided in order to define spiritual 

intelligence however confusion arises when spiritual intelligence has been associated 

with the term religion especially when compared within the western and non western 

viewpoints. Indeed, though spiritual intelligence is generally thought to be an idea 

related with religions, but there is very less inter-relation between these two things 

(Ammerman , 2013). This is also added with little studies that have been investigated 

towards developing the broad-spectrum concept of spiritual intelligence specifically in 

Malaysia context.  There are few studies in Malaysia that have explored spiritual 

intelligence practices which rely more towards religious perspective such as Islamic  

(Salamun & Shah, 2012;  Hanefar, Siraj& Sa’ari ,2014; Bensaid, Machouche & Grine , 

2014), Hindu ( Arvind Sharma , 2013; Hodge , 2004),  and also Chinese perspective 

(Yang & Wu ; Lynton and Thogersen ,2009). Examining spiritual intelligence practices 

solely from religious standpoints could lead to misperception when it is being practiced 
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within the workplace and thus will cause failure to create harmonious workplace 

environment. Consequently it important to create awareness of the importance of the 

spiritual intelligence attributes by ensuring that people really understand the concepts 

and idea of the practices. Therefore there is a need to develop the concept in a more 

holistic or universal way which can be applied by everyone regardless of religious 

encounter and can be applied by leadership in all organization. 

In spite of numerous studies conducted on leadership, little has been done on the 

importance of spiritual intelligence attributes and how it is being used within the 

academic leadership practice. Despite several leadership studies that have explored the 

role of spirituality in education, few studies have been conducted to examine the role of 

spiritual intelligence, particularly in Higher Educational Institution (Dussault, 2010). 

Specifically studies on spiritual intelligence and leadership practices precisely of 

women in academic leadership roles seemed to be extremely rare. This has created a 

significant gap in understanding the significant role of women leaders on how do they 

use the spiritual intelligence within the higher educational setting and also its 

consequences. Up till now most of the studies on women leadership practices focuses 

on the issues of gender in Higher education (Mohajeri , Mokhtar  & Balash , 2015)  and 

also the under-representation of women leaders in higher education (Dominici et al., 

2009; Lam, 2009; Wajcman, 2013; Lie & Malik, 2014).  In addition to that few studies 

have also explored the career experience of women and men within Higher education 

(Angervall & Gustafsso , 2015;  Hannum, Muhly, Shockley-Zalabak, & White , 2015). 

Yet there are very few studies done on the significant role of women academic leaders 

specifically on how they use the spiritual intelligence within their academic leadership 

practices and its contribution to all the stakeholders within higher educational setting. 

The attributes of spiritual intelligence that is a prerequisite for contemporary leadership 

practices will lead towards an understanding of how those attributes enhance the 

performance of the women academic leaders and thus the institution. Therefore, 

additional research is needed to identify their successful leadership practices pertaining 

to spiritual intelligence proficiencies as a consequence of more women assuming 

leadership roles in corporate organizations. Women leaders are believed to have the 

capacity to lead effectively provided with the appropriate emphasize given to them 

equally as men. Randstad report that surveyed more than 14 000 employees in Asia 

Pacific found Malaysia to be more advanced than some of its neighbor. According to 

their Malaysia director , Ms.Jasmin Kaur , “Female leaders are often known for 

possessing important people skills such as the ability to foster strong teams, build 

trusted relationships, leverage emotional intelligence and pick-up on non-verbal cues” ( 

Randstad , 2013).These characteristics of women leadership styles suit them better in 

changing environments necessitate towards emphasizing priority for them to hold 

leadership positions. Understanding spiritual intelligence and its association to 

leadership practices will enhance the awareness and consideration of the importance 

skills and competencies that can be utilized towards developing flexibility to lead 

employees within the changing environment and consequently create balance and 

harmonious working atmosphere. 

In addition, looking at the context of Malaysia, clearly there is a lack of studies 

conducted on spiritual intelligence regarding with leadership practice. Though there 

was evidence that studies on spiritual intelligence have been done on leadership, 

nevertheless, they have been related with student leaders and with managers in general. 

For example, there were studies that examined the spiritual intelligence and 

transformational leadership styles among student leaders (Tan, Chin, Seyal, Yeow, & 
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Tan, 2013). Another study examined the influence of emotional quotient and spiritual 

quotient with transformational leadership among managers in a university (Faisal, 

2007). The lack of studies on spiritual intelligence in leadership practices in the context 

of Malaysia may lead to little understanding of the important attributes that can be 

implemented in the Malaysian culture to enhance meaning and purpose into the 

workplace environment. Specifically, the Malaysian culture that has multiracial and 

multi-ethnic characteristics, it is essential to understand the leadership attributes that 

could develop harmonious relationship in the workplace atmosphere. The three races, 

Malay, Chinese and Indian embrace different set of values which are influenced by 

their cultural background and subsequently pervade their perception and thoughts. In 

addition, Malaysian tend to be more intuitive and place importance on relational factors 

as harmony within the in-group as an important aspect (Adler,  Rosenfeld, & Proctor, 

2007) Consequently, the use of spiritual intelligence within the leadership practices are 

important to an organization towards inspiring employees with meaning and purpose 

and thus yield success to the workplace. 

Purpose of the study 

The purpose of the study is to explore and offer understanding into the nature of 

spiritual intelligence attributes among women academic leadership practices within 

higher educational environment. Phenomenological inquiry is appropriate for the study 

due to its objective to understand the phenomenon as fully as possible through the eyes 

of those who have experienced and witnessed it. The study precisely concern with the 

attributes, characteristics and expression of the spiritual intelligence phenomenon 

among those women academic leaders and its relationship to leadership practices such 

as decision making or problem solving. 

Research Questions (RQs) 

The research questions are as follows: 

RQ 1: How do women academic leaders conceptualize spiritual 

intelligence? 

RQ 2: How women leaders use their spiritual intelligence in their academic 

leadership practices?  

RQ 3: What is the contribution of the use of spiritual intelligence in their 

academic leadership practices? 

Significance of the study 

This study is an attempt to contribute to the existing knowledge in higher educational 

research by portraying on individual details of the lived experience of women academic 

leaders. Given the increasing number of women entering the leadership roles in higher 

educational institution, it is important to understand their thinking and perceptions in 

more depth. The study is also intended to retrieve a better understanding of the concept 

of spiritual intelligence and the importance of its practice for leadership, especially in a 

changing era of higher educational institution. Appropriate review of spiritual 

intelligence and leadership practices will assist towards improving the body of 

knowledge. Understanding the theory and practices of spiritual intelligence will 
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enhance knowledge on the issues of current leadership practices and how spiritual 

intelligence approach will be significant towards leading with environment of meaning 

and purpose. 

In respect to practice, this study assists Human Resource Development (HRD) 

researchers and practitioners in understanding how spiritual intelligence will enhance 

the leadership effectiveness. As such, the evidence from the study could help them 

develop employee training programs and promote HRD intervention remedial 

programs as inputs to facilitate the HRD intervention for academic leaders, academics 

and change agents. The study will also determine the unique learning needs of women 

leaders to enhance their professional and as well as their confidence. 

In addition, this study also provides added value for policy development.  Higher 

educational institutions are experiencing remarkable transformation in various aspects. 

They are also being acknowledged as a service industry. Intrinsically, understanding 

and integrating spiritual intelligence practice will promote them towards executing 

good measurement and policies towards addressing the challenges. The outcomes of 

the study could provide significant value and contribution for Human Resource 

personnel to establish guidelines, measurements as well as policies necessary to expand 

the strategies of managing and leading Higher Educational Institutions in a wider 

perspective.  

Scope of the study 

The study is based on a combination of several theories and models of spiritual 

intelligence and leadership practices that would serve as a foundation towards 

answering the research purpose and research questions. 

The study takes into account of the experience of the women academic leaders. In 

addition, in-depth interviews are the key mechanism used for collecting data. The study 

will focus on examining and identifying the use of spiritual intelligence of women 

academic leaders. Knowledge is thus derived from an inductive procedure, based on 

specific observations towards the identification of general patterns (Tesch, 1990). 

Respondents involved in the study mainly consist of women academic leaders from 

three research universities in Klang Valley, Malaysia. The positions considered for the 

study include Vice Chancellor, Deputy Vice Chancellor, Deans and Directors. The 

participants selected to participate are those who have been considered successful in 

their leadership role. Successful leaders are anticipated to have the qualities and 

attributes of spiritual intelligence demonstrated through their self expression such as 

conversant, optimistic, respectable and down-to-earth. 

Limitation of the study 

The purpose of the study is to identify and explore the phenomenon of spiritual 

intelligence events among women academic leaders. The study relies profoundly on 

women academic leaders consisting of positions such as Vice Chancellor, Deputy Vice 

Chancellor, Deans and Directors as the primary source of data. As such the opinion of 

the women leaders are biased by the position from which they observe the events. It is 

also difficult to determine that the entire respondent selected have similar experiences 

and have the ability to covey their thoughts well. 
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The study discovered that the self-perceptions of women academic leadership practices 

regarding spiritual intelligence phenomenon and the data were based on the responses 

of these women leaders to the interview questions. Therefore, these responses were 

based on their insight on leadership and experience that could not be verified by others 

such as the employees whom are working with them. Hence, it is not possible to see if 

their perceptions on leadership were in line with how others perceive them. 

Furthermore, the women academic leaders were all from Public Higher Educational 

Institution. They may have been some existing elements that may not have been 

present if the women leaders were from Private Higher Educational Institution. 

Another limitation is the generalizability of the findings. The information obtained 

from this study will contribute to the knowledge base of women academic leaders in 

higher education by providing insights into how these women experienced and 

integrated spiritual intelligence in their leadership practices. This study uses the 

qualitative to study the phenomenon of spiritual intelligence. Therefore, the finding 

cannot be overgeneralized as the goal of a qualitative study is to construe each event 

uniquely, as opposed to generalizing the findings (Merriam, 1989) 
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Definition of term 

Academic leaders 

Academic leaders are individuals selected to hold formal positions to perform functions 

to fulfil the responsibility in universities such as vice chancellor, dean, head of 

discipline or department as well as directors (Marshall, Adams, Cameron & Sullivan, 

2000). 

Higher Educational Institution  

Institutions that provide education beyond the secondary education that include 

professional schools other than colleges and universities such as business medical and 

management (Encyclopaedia). 

Public Universities 

Universities primarily subsidized by public means through national or subnational 

government.  

Spiritual intelligence  

In this study, spiritual intelligence refers to the capacity for leaders to be able to lead 

with meaning and purpose (Zohar, 2005).    

Lived Experience  

Lived experience, as it is explored and understood in qualitative research, is a 

representation and understanding of a researcher or research subject's human 

experiences, choices, and options and how those factors influence one's perception of 

knowledge (SAGE Encyclopedia) 

Women academic leadership 

Women academic leaders in this study consist of those female leaders within the 

Higher Education being in a leadership position such as Chancellors, Deans and 

Director. 

 

 

 

 

 

 

 

 



© C
OPYRIG

HT U
PM

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

REFERENCES 

 

Abbas, W., & Asghar, I. (2010). The Role of Leadership In Organizatinal Change: 

Relating the successful Organizational Change with Visionary and Innovative 

Leadership. 

 

Abdullah, A. (2001). Understanding the Malaysian workforce: Guidelines for 

managers. Malaysian Institute of Management. 

 

Abdullah, S. H., Thong, L. H., Chin, T., Noh, I. M., Book, L. Y., Joon, O. T., ... & 

Pihie, Z. A. L. (1999). Management in Malaysia 



© C
OPYRIG

HT U
PM

Allen, K. E., & Cherrey, C. (2000). Systemic leadership. Lanham, MD: University 

Press of America. 

 

Amin Mohamed, A., Wisnieski, J., Askar,, & Syed,. (2004). Towards a theory of 

spirituality in the workplace. Competitiveness Review: An International 

Business Journal, 14(1/2), 102-107. 

 

Amram, J. Y. (2005). Intelligence beyond IQ: The contribution of emotional and 

spiritual intelligences to effective business leadership. Institute of 

Transpersonal Psychology, 35-39. 

 

Amram, J. Y. (2009). The contribution of emotional and spiritual intelligences to 

effective business leadership (Unpublished Doctoral dissertation). Institute of 

Transpersonal Psychology, Palo Alto, CA). 

 

Amram, Y. (2007, August). The seven dimensions of spiritual intelligence: An 

ecumenical grounded theory. Paper presented at the 115th Annual Conference 

of the American Psychological Association, San Francisco, CA on August 17-

20, 2007. http://www.yosiamram.net/docs/7_Dimensions 

_of_SI_APA_confr_paper_Yosi_Amram.pdf 

 

Amram, Y., & Dryer, C. (2008). The integrated spiritual intelligence scale (ISIS): 

Development and preliminary validation. Paper presented at the 116th Annual 

Conference of the American Psychological Association, Boston, MA on 

August 14-17, 2007. Retrieved from http://www.yosiamram.net/docs/ 

ISIS_APA_Paper_Presentation_2008_08_17.pdf 

 

Andrew, D., & Kent, R. (2007). The impact of perceived leadership behaviors on 

satisfaction, commitment, and motivation: An expansion of the 

multidimensional model of leadership. International Journal of Coaching 

Science,1(1),35-56. 

 

 

Angen, M. J. (2000). Evaluating interpretive inquiry: Reviewing the validity debate and 

opening the dialogue. Qualitative Health Research, 10(3), 378–395. 

doi:10.1177/104973230001000308 

 

Angervall, P., Beach, D., & Gustafsson, J. (2015). The unacknowledged value of 

female academic labour power for male research careers. Higher Education 

Research & Development, (ahead-of-print), 1-13. 

 

Anita Abdul Rani, Airin Abdul Ghani, and Shamsudin Ahmad. (2013).The impact of 

spiritual intelligence in reducing job stress: Case studies in Malaysia 

University of East Coast of Malaysia. The Macrotheme Review 2(4), Summer 

2013. 

 

Ansari, M. A., Ahmad, Z. A., & Aafaqi, R. (2004). Organizational leadership in the 

Malaysian context. In   D. Tjosvold and Kwok Leung (Eds.), Leading in high 

growth Asia: Managing relationship for teamwork and change (pp 109-138), 

Sinagpore: World Scientific Publishing. 

 



© C
OPYRIG

HT U
PM

Armstrong, M. (2006). Strategic human resource management: a guide to action. 

 

Arnold, K. A., Turner, N., Barling, J., Kelloway, E. K., & McKee, M. C. (2007). 

Transformational leadership and psychological well-being: the mediating role 

of meaningful work. Journal of occupational health psychology, 12(3), 193. 

 

Arvind Sharma (2003), A HINDU PERSPECTIVE ON SPIRITUALITY AND 

MANAGEMENT, in Moses L. Pava, Patrick Primeaux (ed.) Spiritual 

Intelligence at Work: Meaning, Metaphor, and Morals (Research in Ethical 

Issues in Organizations, Volume 5) Emerald Group Publishing Limited, 

pp.203 - 211 

 

Ashmos, D., & Duchon, D. (2000). Spirituality at work. Journal of management 

inquiry, 9(2), 134-145. 

 

Ashmos, D. P., Duchon, D., & McDaniel Jr, R. R. (2000). Organizational responses to 

complexity: the effect on organizational performance. Journal of 

Organizational Change Management, 13(6), 577-595. 

 

Asma Abdullah. (2001). Understanding the Malaysian workforce: Guidelines for 

managers. Kuala Lumpur: Malaysian Institute of Management. 

 

Astin, A. W. (2004). Why spirituality deserves a central place in liberal education. 

Liberal Education, 90(2), 34-41. 

 

Astin, A. W., & Carter, M. (2004). Why spirituality deserves a central place in liberal 

Education. Liberal Education, 90(2),34-41. 

 

Astin, H. S., & Leland, C. (1991). Women of influence, women of vision: A cross-

generational study of leaders and social change. San Francisco, CA: Jossey-

Bass. 

 

Auerbach, C., & Silverstein, L. (2003). Qualitative data: An introduction to coding and 

analysis. New York, NY: New York University Press. 

 

Avery, G. C. (2004). Understanding leadership: Paradigms and cases. Sage. 

 

Avolio, B. J. (2005). Leadership development in balance: Made/born. Sussex, UK: 

Psychology Press. 

 

Avolio, B. J., Waldman, D. A., & Yammarino, F. J. (1991). Leading in the 1990s: The 

four I's of transformational leadership. Journal of European Industrial 

Training, 15(4). 

 

Ayman, R., Korabik, K., & Morris, S. (2009). Is transformational leadership always 

perceived as effective? Male subordinates' devaluation of female 

transformational leaders. Journal of Applied Social Psychology, 39(4), 852-

879. 

 

Barton,T. R. (2005). Leadership construction of  the past, present and future: In search 

of a better model (A Feminist Model). Wright State University , Dayton Ohio. 



© C
OPYRIG

HT U
PM

 

Bass, B. M. (1981). Stogdill's handbook of leadership: A survey of theory and 

research. New York, NY: Free Press. 

 

Bass, B. M. (1985). Leadership and performance beyond expectations. New York, NY: 

Free Press. 

 

Bass, B. M. (1990). From transactional to transformational leadership: Learning to 

share the vision. Organizational Dynamics, 18(3) ,19-31.  

 

Bass, B. M. (1997). Does the transactional–transformational leadership paradigm 

transcend organizational and national boundaries? American Psychologist, 

52(2), 130. 

 

Bass, B. M. (1998). Transformational leadership: Industrial, military, and educational 

impact. Mahwah, NJ: Lawrence Erlbaum Associates. 

 

 Bass, B. M. (1999). Two decades of research and development in transformational 

leadership. European Journal of Work and Organizational Psychology, 8(1), 

9–32. doi:10.1080/135943299398410 

Bass, B. M.(1990). Bass and Stogdill's handbook of leadership: A survey of theory and 

research. New York, NY: Free Press. 

 

Bass, B. M., & Avolio, B. J. (1990). The implications of transactional and 

transformational leadership for individual, team, and organizational 

development. In R. W. Woodman & W. A. Pasmore (Eds.), Research in 

organizational change and development, (4), 231-272. Greenwich, CT: JAI 

Press.  

 

Bass, B. M., & Avolio, B. J. (1994). Improving organizational effectiveness through 

transformational leadership. Thousand Oaks, CA: Sage. 

 

Bass, B. M., & Avolio, B. J. (2001). Transformational leadership and organizational 

culture. Public Administration Quarterly, 17(1), 112–121. 

 

Bass, B. M., & Stogdill, R. M. (1990). Handbook of leadership: Theory, research & 

managerial applications (3rd ed). New York, NY: Free Press. 

 

Baum, J. R., Locke, E. A., & Kirkpatrick, S. A. (1998). A longitudinal study of the 

relation of vision and vision communication to venture growth in 

entrepreneurial firms. Journal of Applied Psychology, 83(1), 43–54. 

doi:10.1037//0021-9010.83.1.43 

 

Bauman, C. W., & Skitka, L. J. (2012). Corporate social responsibility as a source of 

employee satisfaction. Research in Organizational Behavior, 32, 63-86. 

 

Baumeister, R. F. (1991).Meanings of life.New York, NY: Guildford. 

 

Baumeister, R. F., & Vohs, K. D. (2002). The pursuit of meaningfulness in life. In C. 

R. Snyder & S.J. Lopez (Eds.),The handbook of positive psychology. New 

York, NY: Oxford University Press. 



© C
OPYRIG

HT U
PM

 

Belenky, M. F., Clinchy, B. M., Goldberger, N. R., & Tarule, J. M. (1986). Women’s 

way of knowing. Ferris State University, Center for Teaching, Learning & 

Faculty Development. Retrieved from http://www.colorado.edu/ftep/ 

publications/documents/WomensWaysofKnowing.pdf 

 

Bennis, W. (2003). The emotionally intelligent workplace: How to select for, measure, 

and improve emotional intelligence in individuals, groups, and organizations. 

In C. Cherniss, & D. Goleman (Eds.). Advances in Emotional Intelligence: 

Research and Practice,New York, NY: John Wiley & Sons. 

 

Bennis, W. (2007). The challenges of leadership in the modern world: Introduction to 

the special issue. American Psychologist, 62(1), 2. 

 

Bennis, W. G. (1997). Managing people is like herding cats. Provo, UT: Executive 

Excellence Publishing. 

 

Bennis, W. G. (2000). Managing the dream: Reflections on leadership and change. 

New York, NY: Basic Books. 

 

Bennis, W. G.,& Thomas, R. J. (2002). Crucibles of leadership. HBR at Large. 

Harward Business Review, 62–69.  

 

Bennis, W., & Movius, H. (2006). Why Harvard is so hard to lead. Chronicle of Higher 

Education, 52(28), B20. 

 

Bennis, W., & Nanus, B. (1985). Leaders: The strategy for taking charge. New York, 

NY: Harper & Row.  

 

Bensaid, B., Machouche, S. B. T., & Grine, F. (2014). A Qur’anic Framework for 

Spiritual Intelligence. Religions, 5(1), 179-198. 

 

Bento, F. (2011). A discussion about power relations and the concept of distributed 

leadership in higher education institutions. The Open Education Journal. 

doi:10.2174/1874920801104010017 

 

 Best, K. C. (2012). Holistic leadership: A model for leader-member engagement and 

development. Value Based Leadership, 4(1). 

 

Betz, M., Connell, L. O., & Shepard, J. M. (2013). Gender differences in proclivity for 

unethical behavior. Business Ethics, 8(5), 321–324. doi:10.1007/978-94-007-

4126-3 

 

Blackaby, H., Blackaby, H. T., & Blackaby, R. (2011). Spiritual leadership: Moving 

people on to God's agenda. B&H Publishing Group. 

 

Blackmore, J. (2002). Globalisation and the restructuring of higher education for new 

knowledge economies: New dangers or old habits troubling gender equity 

work in universities? Higher Education Quarterly, 56(4), 419-441. 

 



© C
OPYRIG

HT U
PM

Blackmore, J.( 2002). Troubling women: Uhe upsides and downsides of  leadership and 

the new managerialism. In C. Reynolds (Ed.), Women and school leadership-

international perspectives. Albany, NY: State University of New York, 49-69. 

 

Blake, R. R., & Mouton, J. S. (1964). The managerial grid. Houston, TX:  Gulf 

Publishing Co. 

 

Blake, R. R., Mouton, J. S. (1962). Managerial grid. Advanced Management-Office 

Executive 1(9). 

 

Bogdan, R. C., & Biklen, S. K. (1998). Qualitative research in education: An 

introduction to theory and methods. Needham Heights, MA: Allyn & Bacon. 

 

Bogdan, R. C., & Biklen, S. K. (2003). Qualitative research in education: An 

introduction to theory and methods. Needham Heights, MA: Allyn & Bacon. 

 

Bolman, L. G., & Deal, T. E. (1995). Leading with soul : An uncommon journey of 

spirit. San Fancisco, CA: Jossey-Bass. 

 

Bolman, L. G., & Deal, T. E. (1995). Leading with soul: An uncommon journey of 

spirit. Business Horizons, 38(6), 78-80. 

 

Boudreau, J. W., & Ramstad, P. M. (2007). Beyond HR: The new science of human 

capital. Cambridge, MA: Harvard Business Press. 

 

Boverie, P. E., & Kroth, M. (2001).Transforming work: The five keys to achieving 

trust, commitment and passion in the workplace. Cambridge, MA: Perseus 

Books Group. 

 

Boverie, P., Grassberger, R., & Law, V. (2013). Leading Individual Development and 

Organizational Change Around Learning, Meaning, and Nurturing 

Environment. Advances in Developing Human Resources, 15(4), 382-400. 

 

 Brown, F. W., & Moshavi, D. (2002). Herding academic cats: Faculty reactions to 

transformational and contingent reward leadership by department chairs. 

Journal of Leadership & Organizational Studies, 8(3), 79–93. doi: 10.1177/ 

107179190200800307 

 

Brown, L. M. (2001). Leading leadership development in universities: A personal 

story. Journal of Management Inquiry, 10, 312–323. doi:10.1177/ 

1056492601104005 

 

Bruner, J. S. (1968). Toward a theory of instruction. New York, NY: Norton. 

 

Burke, C. S., Stagl, K. C., Salas, E., Pierce, L., & Kendall, D. (2006). Understanding 

team adaptation: A conceptual analysis and model. Journal of Applied 

Psychology, 91(6), 1189. 

 

Burkhart, L., & Solari‐Twadell, A. (2001). Spirituality and religiousness: 

Differentiating the diagnoses through a review of the nursing literature. 



© C
OPYRIG

HT U
PM

International Journal of Nursing Terminologies and Classifications, 12(2), 

45-54. 

 

Burney, P. (2005). Is leadership innate or learned: Viewed from devil's advocate 

perspective? Unpublished paper. Doctoral student. Retrieved from 

http://phburney.tripod.com/id1.html 

 

Burns, J. M. (1978). Leadership. New York, NY: Harper & Row.  

 

Burns, R. (2000). Introduction to research methods (2nd ed.). Melbourne, Australia: 

Longman. 

 

Bush, M. (2011). Mindfulness in higher education. Contemporary Buddhism, 12(1), 

183–197. doi:10.1080/14639947.2011.564838 

 

Butterfield, D. A., & Powell, G. N. (1981). Effect of group performance, leader sex, 

and rater sex on ratings of leader behavior. Organizational Behavior and 

Human Performance, 28(1), 129-141. 

 

Cacioppe, R. (2000). Creating spirit at work: Re-visioning organization development 

and leadership–Part I. Leadership & Organization Development Journal, 

21(1), 48-54. 

 

Cacioppe, R., & Cacioppe, R. (2006). Creating spirit at work: Re-visioning 

organization development and leadership, Part II. Leadership & Organization 

Development Journal, 21(2), 110–119. 

 

Campbell, D. J., Bommer, W., Yeo, E., Fellow, V. S., Student, D., Behling, C., & 

Green, B. (1971). Perceptions of appropriate leadership style: Participation 

versus consultation across. Asia Pacific Journal of Management, 10(1), 1-19. 

 

Cartwright, S., & Holmes, N. (2006). The meaning of work: The challenge of regaining 

employee engagement and reducing cynicism. Human Resource Management 

Review, 16(2), 199–208. doi:10.1016/j.hrmr.2006.03.012 

 

Cascio,W. F. (1995). Whither industrial and organizational psychology in a changing-

world-of-work? American Psychologist, 50(11), 928–938. 

 

Cerbone, D. R. (2008). Heidegger: A guide for the perplexed. London, UK: 

Bloomsbury Publishing. 

 

Chakraborty, S. K., & Chakraborty, D. (2004). The transformed leader and spiritual 

psychology: A few insights. Journal of Organizational Change Management, 

17(2), 194-201 

 

Chan, A. T., & Chan, E. H. (2005). Impact of perceived leadership styles on work 

outcomes: Case of building professionals. Journal of Construction 

Engineering and Management, 131(4), 413-422. 

 

Chandler, D. (2011). What women bring to the exercise of leadership. Journal of 

Strategic Leadership, 3(2), 1-12. 



© C
OPYRIG

HT U
PM

 

Chemers, M. M. (2000). Leadership research and theory: A functional integration. 

Group Dynamics: Theory, Research, and Practice, 4(1), 27. 

 

Chen, D., & Stroup, W. (1993). General system theory: Toward a conceptual 

framework for science and technology education for all. Journal of Science 

Education and Technology, 2(3), 447–459. doi:10.1007/BF00694427 

 

Chuang, S. F. (2013). Essential skills for leadership effectiveness in diverse workplace 

development. Online Journal for Workforce Education and Development, 

6(1), 5. 

 

Christ-Lakin, H. (2010). A correlation analysis of transformational leadership and 

spiritual intelligence. (Unpublished doctoral dissertation). University of 

Phoenix, Arizona.  

 

Colazzi, P. (1978). Psychological research as the phenomenologist views it. In R. Valle 

& M. Kings (Eds.), Existential phenomenological alternative for psychology 

(pp. 48-71). New York, NY: Oxford University Press. 

 

Coleman, M. (2000). The female secondary headteacher in England and Wales: 

Leadership and management styles. Educational Research, 42(1), 13–27. 

doi:10.1080/001318800363881 

 

Coleman, M. (2002). Women as headteachers: Striking the balance. Oak Hill, UK: 

Trentham Books. 

 

Collins, J. C., & Porras, J. I. (1991). Organizational vision and visionary organizations. 

California Management Review, 34(1), 30–52. doi:10.2307/41166682 

 

Collins, J. C., & Porras, J. I. (1996). Building your company's vision. Harvard Business 

Review, 74(5), 65. 

 

Collins, J. C., & Porras, J. I. (2005). Built to last: Successful habits of visionary 

companies. New York, NY: Random House. 

 

Conger, J. A., & Kanungo, R. (1998).Charismatic leadership in organizations. San 

Francisco, CA: Jossey-Bass. 

 

Connolly, K. M., & Myers, J. E.(2003). Wellness and mattering: The role of holistic 

factors in job satisfaction. Journal of Employment Counselling, 40(4), 152–

160. 

 

Cook, S., & Macaulay, S. (2000). Change Management excellence: using the five 

intelligence for successful organisational change. 

 

Cope, J., & Watts, G. (2000). Learning by doing–An exploration of experience, critical 

incidents and reflection in entrepreneurial learning. International Journal of 

Entrepreneurial Behaviour & Research, 6(3), 104-124. 

 



© C
OPYRIG

HT U
PM

Corbin, J., & Strauss, A. (Eds.). (2008). Basics of qualitative research: Techniques and 

procedures for developing grounded theory. Nw York, NY: Sage. 

 

Covey, S. (1990). The seven habits of highly effective people. New York, NY: The 

Business Library. 

 

Covey, S. (1997). Putting principles first in rethinking business in rethinking the 

future. London, UK: Nicholas Brealey. 

 

Covey, S. R. (1991). Principle centered leadership. New York, NY: Free Press. 

 

Covey, S. R. (1992). Principle centered leadership. New York, NY: Simon and 

Schuster. 

 

Covey, S. R. (1999). Living the 7 habits: Stories of courage and inspiration. New 

York, NY: Simon and Schuster. 

 

Cowan, D. A. (2005). Translating spiritual intelligence into leadership competencies. 

Journal of Management, Spirituality & Religion, 2(1), 3-38. 

 

Creswell, J. W. (1998). Qualitative inquiry and research design: Choosing among five 

traditions. Thousand Oaks, CA: Sage. 

 

Creswell, J. W. (2002). Educational research: Planning, conducting, and evaluating 

quantitative (4th ed.). Upper Saddle River, NJ: Pearson. 

 

Creswell, J. W. (2003).  Research design: Qualitative, quantitative, and mixed methods 

approach. Thousand Oaks, CA: Sage. 

 

Creswell, J. W. (2007).  Qualitative inquiry & research design: Choosing among five 

approaches (2nd ed.). Thousand Oaks, CA: Sage. 

 

Creswell, J. W., & Miller, D. L. (2000). Determining validity in qualitative theory. 

Theory into Practice, 39(3), 124-130. doi:10.1207/s15430421tip3903 

 

Crotty, M. (1998). The foundations of social research: Meaning and perspective in the 

research process. Thousand Oaks, CA: Sage. 

 

Daft, R. (2005).  The leadership experience. Toronto: Southwestern. 

 

Daft, R. L., & Lengel, R. H. (1998). Fusion leadership: Unlocking the subtle forces 

that change people andorganization. San Francisco, CA: Berrett-Koehler. 

 

Dale, G. A. (1996). Existential phenomenology: Emphasizing the experience of the 

athlete in sport psychology research. Sport Psychologist, 10(4), 307-321. 

 

Dale, G. A. (2000). Distractions and coping strategies of elite decathletes during their 

most memorable performances. Sport Psychologist, 14(1), 17-41. 

 



© C
OPYRIG

HT U
PM

Davis, A., & Johansson, O. (2005). Gender and school leadership in Sweden. In J. 

Collard & C. Reynolds, Leadership, gender and vulture in education: Male 

and female perspectives (pp. 38-439). Berkshire, UK: Open University Press. 

 

Dean, D. R., Bracken, S. J., & Allen, J. K. (Eds.). (2009). Women in academic 

leadership: Professional strategies, personal choices. Sterling, VA: Stylus 

Publishing, LLC. 

 

Dehler, G. E., & Welsh, M. A. (1994). Spirituality and organizational transformation 

Implications for the new management paradigm. Journal of Managerial 

Psychology, 9(6), 17–26. 

 

Denmark, F. L. (1993). Women, leadership, and empowerment. Psychology of Women 

Quarterly, 17(3), 343-356. 

 

Dent, E. B., Higgins, M. E., & Wharff, D. M. (2005). Spirituality and leadership: An 

empirical review of definitions, distinctions, and embedded assumptions. The 

Leadership Quarterly, 16(5), 625–653. doi:10.1016/j.leaqua.2005.07.002 

 

Denzin, N. K. (1989). Interpretive biography (Vol. 17). Thousand Oaks, CA: Sage. 

 

Department of Statistics Malaysia. (2010). Population distribution and basic 

demographic characteristics 2010. Retrieved from http:// www.statistics. gov. 

my/portal/download_Population/file/census2010/Taburan_Penduduk_dan_Cir

i-ciri_Asas_Demografi.pdf 

 

Dervitsiotis, K. N. (2005). Creating conditions to nourish sustainable organizational 

excellence. Total Quality Management and Business Excellence, 16(8-9), 925-

943. 

 

Dominici, F., Fried, L. P., & Zeger, S. L. (2009). So few women leaders. Academe, 

95(4), 25-27. 

 

Donaldson, C. A. M. (2000). Together and alone: Women seeking the principalship 

(Unpublished doctoral dissertation). University of Calgary, Canada. 

 

Dopson, S., & McNay, I. (1996). Organizational culture. In D. Warner & D. 

Palfreyman (Eds.), Higher education management: The key elements. 

Buckingham: Open University Press. 

 

Dougherty, T. J. (2011). The relationship between spirituality, spiritual intelligence, 

and leadership practices in student leaders in the BYU-Idaho student activities 

program. ProQuest LLC. 789 East Eisenhower Parkway, PO Box 1346, Ann 

Arbor, MI 48106. 

 

Duchon, D., & Plowman, D. A. (2005). Nurturing the spirit at work: Impact on work 

unit performance. The leadership quarterly, 16(5), 807-833. 

 

Dukes, S. (1984). Phenomenological methodology in the human sciences. Journal of 

Religion and Health, 23(3), 197-203. 



© C
OPYRIG

HT U
PM

Dussault, B. A. (2010). Spirituality and postsecondary leadership: Reflections from the 

literature. (Unpublished doctoral dissertation), University of Alberta. 

 

Eagly, A. H., & Carli, L. L. (2003). The female advantage: An evaluation of the 

evidence. Leadership Quarterly, 14(6), 807-834. (Esp. pp. 811 and 818 

respectively).   

 

Eagly, A. H., & Karau, S. J. (1991). Gender and the emergence of leaders: A meta-

analysis. Journal of Personality and Social Psychology, 60(5), 685. 

 

Eagly, A. H., Johannesen-Schmidt, M. C., & van Engen, M. L. (2003). 

Transformational, transactional, and laissez-faire leadership styles: A meta-

analysis comparing women and men. Psychological Bulletin, 129(4), 569-591. 

doi:10.1037/0033-2909.129.4.569 

 

Eagly, Alice H & Johnson, B. T. (1990). Gender and leadership style: A meta- analysis. 

Psychological Bulletin, 108(2), 233. 

 

Eagly, A. H. (2007). Female leadership advantage and disadvantage: Resolving the 

contradictions. Psychology of women quarterly, 31(1), 1-12. 

 

Eagly, A. H. (2013). Sex differences in social behavior: A social-role interpretation. 

Psychology Press. 

 

Ebrahimi Mehrabani, S., & Azmi Mohamad, N. (2015). New approach to leadership 

skills development (developing a model and measure). Journal of 

Management Development, 34(7). 

 

Emmons, R. A. (1999). The psychology of ultimate concerns: Motivation and 

spirituality in personality. New York, NY: Guilford Press. 

 

Emmons, R. A. (2000). Is spirituality an intelligence? Motivation, cognition , and the 

psychology of ultimate concern. The International Journal for the Psychology 

of Religion, 10(1), 3-26. doi:10.1207/S15327582IJPR1001 

 

Emmons, R. A. (2000). Spirituality and intelligence: Problems and prospects. 

International Journal for the Psychology of Religion, 10(1), 57–64. 

doi:10.1207/S15327582IJPR1001 

 

Evetts, J. (1994). Becoming a secondary headteacher . London, UK: Cassell.  

 

Fagenson, E. A. (1990). At the heart of women in management research: Theoretical 

and methodological approaches and their biases. Journal of Business Ethics, 

9(4-5), 267-274. 

 

Fairholm, G. W. (1996). Spiritual leadership: fulfilling whole-self needs at work. 

Leadership & Organization Development Journal, 11(5), 11–17. 

 

Fairholm, G. W. (2011). Real leadership: How spiritual values give leadership 

meaning. Santa Barbara, CA: ABC-CLIO. 

 



© C
OPYRIG

HT U
PM

Faisal, R. F. (2007). The influence of emotional quotient & spiritual quotient with 

transformational leadership among managers in Universiti Utara Malaysia. 

Working Paper. Universitas Andalas. Retrieved from http://repository. 

unand.ac.id/2255. 

 

Female leaders critical to Malaysia’s future workforce. (2014, January 10). 2013/14 

Randstad World of Work Report: Talent Strategy Game-Changer Series. 

Retrieved from http://www.hrmatters.info/news2014/ 

FemaleLeadersCriticalToMalaysia%92sFutureWorkforce.htm 

 

Fernandez, J. A. (2004). The gentleman’s code of Confucius: Leadership by values. 

Organizational Dynamics, 33(1), 21-31. 

 

Fiedler, F. E. (1967). A theory of leadership effectiveness. New York, NY: McGraw-

Hill. 

 

Fine, M. G. (2007). Women, collaboration, and social change: An ethics-based model 

of leadership. Women and leadership: Transforming visions and diverse voices, 177-

191. 

 

Frankl, V. E. (1985). Man's search for meaning. New York, NY: Simon and Schuster. 

 

Friedman, T. L. (2006). The world is flat: The globalized world in the twenty-first 

century (pp. 3-543). London: Penguin. 

 

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

14(6), 693-727. 

 

Fry, L. W. (2005). Toward a theory of ethical and spiritual well-being, and corporate 

social responsibility through spiritual leadership. Positive Psychology in 

Business Ethics and Corporate Responsibility, 47-83. 

 

Fry, L. W. (2005). Introduction to the leadership quarterly special issue: Toward a 

paradigm of spiritual leadership. The Leadership Quarterly, 16(5), 619-622. 

 

Fry, L. W., & Cohen, M. P. (2008). Spiritual leadership as a paradigm for 

organizational transformation and recovery from extended work hours 

cultures. Journal of Business Ethics, 84(S2), 265–278. doi:10.1007/s10551-

008-9695-2 

 

Fry, L. W., & Slocum Jr, J. W. (2008). Maximizing the triple bottom line through 

spiritual leadership. Organizational Dynamics, 37(1), 86-96. 

 

Gappa, J. M., Austin, A. E., & Trice, A. G. (2007). Rethinking faculty work: Higher 

education's strategic imperative. San Francisco, CA: Jossey-Bass. 

 

Gappa, J. M., Austin, A. E., & Trice, A.G. (2007). Rethinking faculty work: Higher 

education’s strategic imperative. San Francisco, CA: John Wiley. 

 

Gardner, H. (2000). A case against spiritual intelligence. The International Journal for 

the Psychology of Religion, 10(1), 27-34. 



© C
OPYRIG

HT U
PM

 

Gardner, W. L., & Schermerhorn Jr, J. R. (2004). Unleashing individual potential: 

Performance gains through positive organizational behavior and authentic 

leadership. Organizational Dynamics, 33(3), 270-281. 

 

George, L. K., Larson, D. B., Koenig, H. G., & McCullough, M. E. (2000). Spirituality 

and health: What we know, what we need to know. Journal of social and 

clinical psychology, 19(1), 102-116. 

 

George, M. (2006). Practical application of spiritual intelligence in the workplace. 

Human Resource Management International Digest, 14(5), 3-5. 

 

Gerber, R.(2001). The concept of common sense in workplace learning and experience. 

Education & Training, 43(2), 72–81. 

 

Gibson, R., Bacheta, M., Ekkehard, E., Bustamante, J., Lal, R., Stewart, B., ... & 

Segnestam, L. (1997). Rethinking the future: Rethinking business, principles, 

competition, control, leadership, markets and the world (No. D10-504). 

Washingtom, DC: The World Bank. 

 

Gilbert, D. C., & Morris, L. (1995). The usefulness of critical incident technique 

analysis in isolating travel satisfactions. International Journal of 

Contemporary Hospitality Management, 7(4), 5-7. 

 

Gill, R. (2011). Theory and practice of leadership. Thousand Oaks, CA: Sage. 

 

Gillett-Karam, R. (1994). Women and leadership. In G. A. Baker (Ed.), A handbook on 

the community college in America: Its history, mission, and management (pp. 

94-107). Westport, CT: Greenwood Press. 

 

Gilligan, C. (1982). In a different voice. Cambridge, MA: Harvard University Press. 

 

Glesne, C., & Peshkin, A. (1992). Becoming qualitative researchers: An introduction 

(p. 6). White Plains, NY: Longman. 

 

Goleman, D. (2006). Emotional intelligence. Bantam. 

 

Gottfredson, L. S. (1997). Why g matters: The complexity of everyday life. 

Intelligence, 24(1), 79-132. 

 

Gold, A. (1996). Women into educational management.  European Journal of  

Education, 31(4), 419-33. 

 

Gorsuch, R. L., & Walker, D. (2006). Measurement and research design in studying 

spiritual development. Handbook of spiritual development in childhood and 

adolescence, 92-103. 

 

Goshal, S., Bartlett, C., & Moran, P. (1999). A new manifesto for management. Sloan 

Management Review, 40(3), 9-20.  

 



© C
OPYRIG

HT U
PM

Govindan, J. T. (2000). The influence of social value orientations and demographic 

factors on leadership preference among Malaysians. Unpublished MBA thesis. 

Penang: University Science Malaysia. 

 

Green, W. N., & Noble, K. D. (2010). Fostering spiritual intelligence: Undergraduates’ 

growth in a course about consciousness. Advanced Development Journal, 12, 

26-48. 

 

Greenleaf, R. K. (1977). Servant leadership (Vol. 7). New York, NY: Paulist Press. 

 

Gregory, A. (1990). Three theoretical perspectives concerning women in management. 

Journal of Business Ethics, 9,257-266.  

 

Guba, E. G., & Lincoln, Y. S. (1988). Do inquiry paradigms imply inquiry 

methodologies. In D. M. Fetterman (Ed.), Qualitative Approaches to 

Evaluation in Education (pp. 89-115). New York, NY: Praeger. 

 

Gull, G. A., & Doh, J. (2004). The “transmutation” of the organization: Toward a more 

spiritual workplace. Journal of Management Inquiry, 13(2), 128-139. 

 

Gumusluoglu, L., & Ilsev, A. (2009). Transformational leadership, creativity, and 

organizational innovation. Journal of Business Research, 62(4), 461-473. 

 

Halama, P., & Strizenec, M. (2004). Spiritual, existential or both? Theoretical 

considerations on the nature of ‘higher’ intelligences (discussion). Studia 

Psychologica, 46(3), 239-253. 

 

Hammer, M., & Champy, J. (2006). Reengineering the corporation: A manifesto for 

business revolution. New York, NY:  Harper Business. 

 

Hamzah, M. Y. Z., Saufi, R. A., & Wafa, S. A. (2002). Leadership style preferences of 

Malaysian managers. Malaysian Management Review, 37(1), 1-10. 

 

Handy, C. (2008). The hungry spirit: New thinking for a new world. New York, NY: 

Random House. 

 

Handy, C. B. (1995). The empty raincoat: Making sense of the future. London,UK: 

Random House.  

 

Hanefar, S. B., Siraj, S., & Sa’ari, C. Z. (2014). Education transformation in Malaysia 

through spiritual intelligence: Perspective of Imam Al Ghazzali. 

 

Hannum, K. M., Muhly, S. M., Shockley-Zalabak, P. S., & White, J. S. (2015). Women 

Leaders within Higher Education in the United States: Supports, Barriers, and 

Experiences of Being a Senior Leader. Advancing Women in Leadership, 35, 

65-75. 

 

Hein, S. F., & Austin, W. J. (2001). Empirical and hermeneutic approaches to 

phenomenological research in psychology: A comparison. Psychological 

Methods, 6(1), 3. 

 



© C
OPYRIG

HT U
PM

Helgesen, S. (1990). The female advantage: Women’s ways of leadership. New York, 

NY: Currency Doubleday. 

 

Hesselbein, F. (2002). Hesselbein on leadership. New York, NY: John Wiley & Sons. 

 

Hicks, D. A. (2002). Spiritual and religious diversity in the workplace: Implications for 

leadership. The leadership quarterly, 13(4), 379-396. 

 

Hitlin, S., & Piliavin, J. A. (2004). Values: Reviving a dormant concept. Annual 

Review of Sociology, 30, 359-393. doi: 10.1146/annurev.soc.30.012703. 

110640 

 

Hoar, R. (2004). Work with meaning. Management Today, 44-50. 

 

Hoar, R., & Kirwan-Taylor, H. (2004, May). Work with meaning. Management Today, 

44-50. Retrieved from ProQuest ABI/Inform Complete at GALILEO. 

 

Hodge, D. R. (2004). Working with Hindu clients in a spiritually sensitive manner. 

Social Work, 49(1), 27-38. 

 

Hofstede, G. H. (2001). Culture's consequences: Comparing values, behaviors, 

institutions and organizations across nations. Thousand Oaks, CA: Sage. 

 

Holbeche, L., & Springett, N. (2004). In search of meaning at work. Roffey Park 

Institute, Horsham. Retrieved from http://www.mbsportal.bl.uk/secure/ 

subjareas/mgmt/roffeypark/115768insearchofmeaning09.pdf 

 

Hopkins, M. M., O'Neil, D. A., Passarelli, A., & Bilimoria, D. (2008). Women's 

leadership development strategic practices for women and organizations. 

Consulting Psychology Journal: Practice and Research, 60(4), 348. 

 

Hord, S. M. (1997). Professional learning communities: Communities of continuous 

inquiry and improvement. Southwest Educational Lab., Austin TX. Retrieved 

from http://files.eric.ed.gov/fulltext/ED410659.pdf 

 

Horowitz, R. (2012). An exploratory study of the impact of college student leadership 

programs upon the construct of mindfulness. (Doctoral Dissertation). 

Retrieved  from ProQuest, No. 3512267. 

 

House, H. J. (2004).  Culture, Leadership, and organization: The Globe Study of 62 

Societies. Thousand Oaks, CA: Sage. 

 

House, R. J. & Shamir, B. (1993). Toward the integration of transformational, 

charismatic and visionary theories. In M.M. Chemers & R. Ayman (Eds.), 

Leadership theory and research: Perspectives and directions (pp. 81-107). 

San Diego, CA: Academic Press. 

 

House, R. J. (1977). A 1976 theory of charismatic leadership effectiveness. In J. G. 

Hunt & L. L. Larson (Eds.), Leadership: The cutting edge (pp. 189-207). 

Carbondale, IL: Southern Illinois University Press. 

 



© C
OPYRIG

HT U
PM

Howard, B. B., Guramatunhu-Mudiwa, P., & White, S. R. (2009). Spiritual intelligence 

and transformational leadership: A new theoretical framework. Journal of 

Curriculum and Instruction, 3(2), 54. 

 

Hutchison, E. D. (2008). Aspects of human behaviour: person, environment, time. In E. 

D. Hutchison (Ed.), Dimensions of human behaviour: Person and 

environment (3rd ed.). Thousand Oaks, CA: Sage. 

 

Hutchison, E. D. (2010). Dimensions of human behavior: The changing life course. 

Thousand Oaks, CA: Sage. 

 

Ibrahim Bajunid. (2012, August 10). Might and right: The right combination of 

leadership is crucial to face challenges.The New Straits Times.Rretrieved  

from http://www.nst.com.my/opinion/columnist/the-many-roles-of-academic-

leaders- 1.123217 

 

Ismail, A. G., Shahimi, S., & Possumah, B. T. Bringing Work Back In Islamic 

Perspectives. 

 

Ismail, M., Mohd Rasdi, R., & Wahiza Abdul Wahat, N. (2005). High-flyer women 

academicians: factors contributing to success. Women in Management Review, 

20(2), 117-132. 

 

Jaafari, A. (2003). Project management in the age of complexity and change. Project 

Management Journal, 34(4), 47-58. 

 

Jensen, R. (1999). The dream society. New York, NY: McGraw Hill. 

 

Jogulu, U. D., & Wood, G. J. (2006). The role of leadership theory in raising the profile 

of women in management. Equal opportunities international, 25(4), 236-250. 

 

Jogulu, U., & Wood, G. (2007). Power struggle [staff empowerment]. Engineering 

Management, 17(3), 36-37. 

 

Jones, C. B. (1984), Training manual for thematizing interview protocols 

phenomenologically. Technical Report #1, Phenomenological Psychology 

Research Group, University of Tennessee, Knoxville. 

 

Jones, M. C. (1997). Does leadership transcend gender and race? The case of African 

American women college presidents. Black women in the academy: Promises 

and perils, 201-209. 

 

Jones-Johnson, N. F. (2001). The relationship between spirituality and leadership 

practices of female administrators in higher education. (Unpublished doctoral 

dissertation). Baylor University, Texas. 

 

Josselson, R. E., Lieblich, A. E., & McAdams, D. P. (Eds.). (2003). Up close and 

personal: The teaching and learning of narrative research. Wasington, DC: 

American Psychological Association. 

 



© C
OPYRIG

HT U
PM

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: a 

meta-analytic test of their relative validity. Journal of Applied Psychology, 

89(5), 755. 

 

Jung, C. (1973). Synchronicity: An acausal connecting principle. Princeton , NJ: 

Princeton University Press. 

 

Kadkhoda, M., & Jahani, H. (2012). Problem-solving capacities of spiritual intelligence 

for artificial intelligence. Procedia-Social and Behavioral Sciences, 32, 170-

175. 

Kahn, R., & Katz, D. (1960). Leadership pratices in relation to productivity and 

morale. In  D. Cartwright & A. Zander (Eds.), Group dynamics: Research and 

theory (2nd ed.).  Elmsford, NY: Row Paterson. 

 

Kantabutra, S. (2009). Toward a behavioral theory of vision in organizational settings. 

Leadership & Organization Development Journal, 30(4), 319-337. 

 

Kantabutra, S., & Avery, G. C. (2010). The power of vision: Statements that resonate. 

Journal of Business Strategy, 31(1), 37-45. 

 

Kanter, R. M. (1977). Men and women of the corporation (Vol. 5049). New York, NY: 

Basic books. 

 

Kanungo, R. N., & Mendonca, M. (1996). Ethical dimensions of leadership (Vol. 3). 

Thousand Oaks, CA: Sage. 

Karacaer, S., Gohar, R., Aygün, M., & Sayin, C. (2009). Effects of personal values on 

auditor’s ethical decisions: A comparison of Pakistani and Turkish 

professional auditors. Journal of Business Ethics, 88(1), 53-64. 

 

Karakas, F. (2009). New Paradigms in Organizational Development in the 21st 

Century: Positivity, Spirituality, and Complexity. Organization Development 

Journal, 27(1). 

 

Kayaa, A. (2015). The Relationship between Spiritual Leadership and Organizational 

Citizenship Behaviors: A Research on School Principals’ Behaviors. 

Educational Sciences: Theory & Practice, 3, 597-606. 

 

Kelley, H. H., & Thibaut, J. W. (1978). Interpersonal relations: A theory of 

interdependence (p. 341). New York, NY: Wiley. 

 

Kent, T. W., Blair, C. A., Rudd, H. F., & Schuele, U. (2010). Gender differences and 

transformational leadership behavior: Do both German men and women lead 

in the same Way ? International Journal of Leadership Studies, 6(1). 

 

Kerr, S., Schriesheim, C. A., Murphy, C. J., & Stogdill, R. M. (1974). Toward a 

contingency theory of leadership based upon the consideration and initiating 

structure literature. Organizational Behavior and Human Performance, 12(1), 

62-82. 

 



© C
OPYRIG

HT U
PM

Kets de Vries, M. F., & Florent-Treacy, E. (1999). The new global leaders: Richard 

Branson, Percy Barnevik, and David Simon. San Francisco, CA: Jossey-Bass 

Publishers. 

 

Khan, O. (2009). Liberating passion: How the world's best leaders produce winning 

results. Leader to Leader Institute, 2009 (52), 18-22. doi: 10.1002/ltl.325 

 

Khatri, N. (1999). Emerging issues in strategic HRM in Singapore. International 

Journal of Manpower, 20(8), 516-529. 

 

Khuntia, R., & Suar, D. (2004). A scale to assess ethical leadership of Indian private 

and public sector managers. Journal of Business Ethics, 49(1), 13-26. 

 

King, J. E., & Crowther, M. R. (2004). The measurement of religiosity and spirituality: 

Examples and issues from psychology. Journal of Organizational Change 

Management, 17(1), 83-101. 

 

King, S. M. (2007). Religion, spirituality, and the workplace: Challenges for public 

administration. Public Administration Review, 67(1), 103-114. 

 

King, D. B. (2008). Rethinking claims of spiritual intelligence: A definition, model, and 

measure. Canada: Trent University Press. 

 

King, D. B., & DeCicco, T. L. (2009). A viable model and self-report measure of 

spiritual intelligence. International Journal of Transpersonal Studies, 28(1), 

68-85. Retrieved from http://www.transpersonalstudies.org/ 

ImagesRepository/ ijts/Downloads/The%20International%20Journal%20of% 

20Transpersonal%20Studies,%202009,%20Volume%2028.pdf#page=74 

 

Kleiman, S. (2004). Phenomenology: To wonder and search for meanings. Nurse 

Researcher, 11(4), 7-19. 

 

Klenke, K. (1993). Meta-analytic studies of leadership: Added insights or added 

paradoxes? Current Psychology, 12(4), 326-343. 

 

Klenke, K. (1996). Women and leadership−A contextual perspective. New York, NY: 

Springer  Publishing Company Inc.  

 

Klenke, K. (2011). Women in leadership: Contextual dynamics and boundaries. 

Emerald Group Publishing. 

 

Koenig, H. G. (2012). Spirituality and Health Research: Methods, Measurements, 

Statistics, and Resources. Templeton Foundation Press. 

 

Komives, S. R. (2001). Both/and, not either/or: Viewing the gap as social construction: 

A response to “A perspective on the values of student affairs and scholarship” 

by Robert B. Young. Journal of College Student Development, 42(4), 338-41. 

 

Komives, S. R., Lucas, N., & McMahon, T. R. (2009). Exploring leadership: For 

college students who want to make a difference. San Francisco, CA: Jossey-

Bass. 



© C
OPYRIG

HT U
PM

 

Koro-Ljungberg, M., & Greckhamer, T. (2005). Strategic turns labeled ‘ethnography’: 

From description to openly ideological production of cultures. Qualitative 

Research, 5(3), 285-306. 

 

Kotter, J. P. (1995). Leading change: Why transformation efforts fail. Harvard 

Business Review, 73(2), 59-67. 

 

Kotter, J. P. (1996). Leading change. Boston, MA: Harvard Business Press. 

 

Kotter, J. P. (1997). Leading change: Why transformation efforts fail. IEEE 

Engineering Management Review, 25(1), 34-40. 

 

Kotter, J. P. (2008). Force for change: How leadership differs from management. New 

York, NY: Free Press. 

 

Kouzes, J. M., & Posner, B. Z. (1992). Ethical leaders: An essay about being in love. 

Journal of Business Ethics, 11(5-6), 479-484. 

 

Kouzes, J. M., & Posner, B. Z. (1995). The leadership challenge: How to keep getting 

extraordinary things done in organisations. Foreword by Tom Peters. San 

Francisco, CA: Jossey-Bass Publishers. 

 

Kouzes, J. M., & Posner, B. Z. (2002). The leadership practices inventory: Theory and 

evidence behind the five practices of exemplary leaders. Unpublished 

document. Retrieved February, 12, 2015. 

 

Kouzes, J. M., & Posner, B. Z. (2005). The student leadership practices inventory 

(LPI) (Vol. 61). San Francisco, CA: John Wiley & Sons. 

 

Kouzes, J. M., & Posner, B. Z. (2006). The leadership challenge (Vol. 3). San 

Francisco, CA: John Wiley & Sons. 

 

Kouzes, J. M., & Posner, B. Z. (2014). The student leadership challenge: Five 

practices for becoming an exemplary leader. San Francisco, CA: John Wiley 

& Sons. 

 

Koziara, K. S., Moskow, M. H., Tanner, L. D. (1987). Working women: Past, present, 

future. Industrial relations research association series. Washington, DC: Bna 

Books. 

 

Krishnakumar, S., & Neck, C. P. (2002). The “what”,“why” and “how” of spirituality 

in the workplace. Journal of managerial psychology, 17(3), 153-164. 

 

Kvale, S. (1996). Interviews: An introduction to qualitative research interviewing. 

Thousand Oaks, CA: Sage. 

 

Lashley, C. (2001). Empowerment: HR strategies for service excellence. Oxford, UK: 

Butterworth-Heinemann. 

 



© C
OPYRIG

HT U
PM

Leech, N. L., & Onwuegbuzie, A. J. (2007). An array of qualitative data analysis tools: 

A call for data analysis triangulation. School Psychology Quarterly, 22(4), 

557. 

 

Lie, S., & Malik, L. (2014). World Yearbook of Education 1994: the gender gap in 

higher education. Routledge. 

 

Leithwood, K. A.  (1992).  The move toward transformational leadership. Educational 

Leadership, 49(5), 8-12. 

 

Lester, S. (1994). On professionalism and professionality. Unpublished short paper 

available from: http://www. devmts. demon. co. uk/pubs. htm# nvq. 

 

Levin, M. (2000). Spiritual intelligence: Awakening the power of your spirituality and 

intuition. London, UK: Hodder & Stoughton. 

 

Lewin, K., & Lippitt, R. (1938). An experimental approach to the study of autocracy 

and democracy: A preliminary note. Sociometry, 1(3/4), 292-300. 

 

Lewin, K., Lippitt, R., & White, R. K. (1939). Patterns of aggressive behavior in 

experimentally created “social climates”. The Journal of Social Psychology, 

10(2), 269-299. 

 

Lewis, P. V. (1996). Transformational leadership: A new model for total church 

involvement. Nashville, TN: Broadman & Holman. 

 

Lewis, S., & Cooper, C. L. (1999). The work–family research agenda in changing 

contexts. Journal of Occupational Health Psychology, 4(4), 382. 

 

Lincoln, Y. S., & Guba, E. G. (1985). Naturalist inquiry. Beverly Hills, CA: Sage. 

 

Lipman-Blumen, J. (1996). The connective edge: Leading in an interdependent world. 

San Francisco, CA: Jossey-Bass Publishers. 

 

Lippitt, L. L. (1998). Preferred futuring: Envision the future you want and unleash the 

energy to get there. San Francisco, CA: Berrett-Koehler Publishers. 

 

Lofland, J., & Lofland, L. H. (1999). Data logging in observation: Fieldnotes. 

Qualitative Research, 3, 3-12. 

 

Lord, R. G., & Brown, D. J. (2001). Leadership, values, and subordinate self-concepts. 

The Leadership Quarterly, 12(2), 133-152. 

 

Love, A. (2012). Passion and purpose: Leading from the inside out. Leader to Leader, 

2012(65), 50-56. 

 

Lyman, L., Athanasoula-Reppa, A., & Lazaridou, A. (2009). Leadership, change and 

gender: Reflections of Greek and US women leaders. In  H. C. Sobehart (Ed.), 

Women leading education across the continents: Sharing the spirit, fanning 

the flame (pp. 115-127). Lanham, MD: R&L Publishers. 

 



© C
OPYRIG

HT U
PM

Lynn, M. L., Naughton, M. J., & VanderVeen, S. (2009). Faith at work scale (FWS): 

Justification, development, and validation of a measure of Judaeo-Christian 

religion in the workplace. Journal of business ethics, 85(2), 227-243. 

 

Lynton, N., & Thogersen, K. H. (2009). Spiritual intelligence leadership in the china 

laboratory. Journal of International Business Ethics, 2(1). 

 

Mandell, B., & Pherwani, S. (2003). Relationship between emotional intelligence and 

transformational leadership style: A gender comparison. Journal of Business 

and Psychology, 17(3), 387-404. 

 

Mann, R. D. (1959). A review of the relationships between personality and 

performance in small groups. Psychological Bulletin, 56(4), 241. 

Mansor, N. (2000). Malaysian culture and the leadership of organisations: A GLOBE 

study. Malaysian management review, 35, 42-53. 

 

Marquardt, M. J. (2012). Global leaders for the twenty-first century. Albany, NY: 

SUNY Press. 

 

Marshall, S.J., Adam, M.J., Cameron, A. & Sullivan, G. (2000). Academics' 

perceptions  of their professional development needs related to leadership and 

management: What  can we learn? International Journal for Academic 

Development , 5(1), 42- 53 

 

Mason, J. (1996). Qualitative researching. London: Sage Publication. 

 

Mauro, T. (2002). Helping organization build community. Training and Development, 

56(2), 52-58.  

 

Mazlan Abdul Malek (2009). The relationship of transformational leadership, 

Organizational learning and the organizational performance of UiTM Perak, 

Malaysia. Unpublished Master Dissertation, Universiti Teknologi MARA 

Malaysia. 

 

McCall, G. J., & Simmons, J. L. (1966). Identities and interactions. An examination of 

human association in everyday life. New York, NY: Free Press. 

 

McGeachy, C. (2001). Spiritual intelligence in the workplace. Dublin, Ireland: Veritas. 

 

McGregor, J. (2009). When service means survival. Businessweek, 2, 26-30. 

 

McKee, M. C., Driscoll, C., Kelloway, E. K., & Kelley, E. (2011). Exploring linkages 

among transformational leadership, workplace spirituality and well-being in 

health care workers. Journal of Management, Spirituality & Religion, 8(3), 

233-255. 

 

Mengel, T., Christenson, D., Thomas, J., & Trisko, C. (2004, July). In search for 

meaning–Project management perspectives on change, crisis and Loss. In 

Symposium and Presentation at the Third International Conference on 

Personal Meaning, Vancouver. 

 



© C
OPYRIG

HT U
PM

Mengel, T. (2006). From Making a Living to Making a Life-Leadership Development 

Revisited. i-Manager's Journal on Management, 1(2), 35. 

 

Merchant, K. (2012). How men and women differ: Gender differences in 

communication styles, influence tactics, and leadership styles. 

 

Merleau-Ponty, M. (1962). Phenomenology of perception. London, UK:  Routledge & 

Kegan Paul. 

 

Merriam, S & Associates (2002). Qualitative research in practice: Examples for 

discussion and analysis. San Francisco, CA: Jossey-Bass. 

 

Merriam, S. B. (1989). Contributions of qualitative research to adult education. Adult 

Education Quarterly, 39(3), 161-168. 

 

Merriam, S. B. (1998). Qualitative research and case study applications in education. 

Revised and expanded from Case study research in education. San Francisco, 

CA: Jossey-Bass Publishers. 

 

Merriam, S. B. (2002). Introduction to qualitative research: Qualitative research in 

practice: Examples for discussion and analysis (pp. 3-17). San Francisco, CA: 

Jossey-Bass. 

 

Mertens, D. (2004). Research methods in education and psychology: Integrating 

diversity with quantitative and qualitative approaches (2nd ed.).Thousand 

Oaks, CA: Sage Publication 

 

Miles, M. B., & Huberman, A. M. (1994). Qualitative data analysis: An expanded 

sourcebook. Thousand Oaks, CA: Sage Publication 

 

Miles, R. H. (1997). Leading corporate transformation: A blueprint for business 

renewal. San Francisco, CA: Jossey-Bass. 

 

Miller, C. (1997). The empowered leader: 10 keys to servant leadership.  Nashville, 

TN: B&H Publishing Group. 

 

Miller, V. J. (2000). The organizational entry and socialization of women in 

educational leadership positions: A case study. (Unpublished doctoral 

dissertation). Eastern Michigan University. 

 

Milliman, J., Czaplewski, A. J., & Ferguson, J. (2003). Workplace spirituality and 

employee work attitudes: An exploratory empirical assessment. Journal of 

Organizational Change Management, 16(4), 426-447. 

 

Ministry of Higher Education Malaysia. (2007). The National Higher Education 

ActionPlan 2007-2010 Putrajaya: Author. 

 

Mitroussi, A., & Mitroussi, K. (2009). Female educational leadership in the UK and 

Greece. Gender in Management: An International Journal, 24(7), 505-522. 

 



© C
OPYRIG

HT U
PM

Mohajeri, B., Mokhtar, M., & Balash, F. (2015). Challenges Encountering the 

Participation of Women in Senior Administrative Status in Higher Education. 

International Education Studies, 8(13), p9. 

 

Mohamad, N. A., & Mustafa, M. (2012). Leadership: Does gender matter?. Journal of 

Islamic Law Review, 8(1), 231-250. 

 

Molinaro, V. (1999). Holistic educational leadership: Creating a new vision of work. 

Orbit: A Commentary on the World of Education, 30(2), 13-15. 

 

Molinaro, V. V. (1997). Holism at work: Exploring the experiences of individuals 

creating a new holistic story of work. (Unpublished doctoral thesis). 

University of Toronto, Canada. 

 

Moore, T. W. (2008). Individual differences and workplace spirituality: The 

homogenization of the corporate culture. Journal of Management and 

Marketing Research, 1, 79-83. 

 

Morgan, R. B. (1993). Self-and co-worker perceptions of ethics and their relationships 

to leadership and salary. Academy of Management Journal, 36(1), 200-214. 

 

Mosley, Ch., and Matviuk, S. (2010), “Impact of Leadership on Identifying Right 

Organizational Designs for Turbulent Times”, IUP Journal of Soft Skills, Vol. 

4 (1), pp. 57-67. 

 

Moustakas, C. (1994). Phenomenological research methods. Thousand Oaks, CA: Sage 

Publication 

 

Murphy, S. A., & Drodge, E. N. (2004). The four I's of police leadership: a case study 

heuristic. International Journal of Police Science & Management, 6(1), 1-15. 

 

Mussig, D. J. (2003). A research and skills training framework for values-driven 

leadership. Journal of European Industrial Training, 27(2/3/4), 73-79. 

 

Naji, S., Karimi, M., & Mannani, R. (2015). Comparison of female and male nurse 

managers’leadership style.  

 

Nanus, B. (1992). Visionary Leadership: Creating a Compelling Sense of Direction for 

Your Organization. San Francisco, CA: Jossey-Bass. 

 

Nasel, D. (2004). Spiritual orientation in relation to spiritual intelligence a 

consideration of traditional Christianity and New Ageindividualistic 

Spirituality. (Unpublished doctoral dissertation). University of South 

Australia. 

 

Nash, L., & Stevenson, H. (2004). Just enough: Tools for creating success in your 

work and life. New York, NY: John Wiley & Sons. 

 

Neck, C. P., & Milliman, J. F. (1994). Thought self-leadership: Finding spiritual 

fulfilment in organizational life. Journal of Managerial Psychology, 9(6), 9-

16. 



© C
OPYRIG

HT U
PM

 

Nishikawa, Y. (2006). Thriving in the face of adversity: Perceptions of elementary 

school principals. (Unpublished doctoral dissertation). University of La 

Verne, CA. 

 

Noble, K. D. (2000). Spiritual intelligence: A new frame of mind. Advanced 

Development, 9, 1-29. 

 

Noble, K. D. (2001). Riding the windhorse: Spiritual intelligence and the growth of the 

self. New York, NY: Hampton Press. 

 

Noddings, N. (1984). Caring: A feminine approach to ethics and moral education. 

Berkeley,CA: University of California Press. 

 

Noon, M., Blyton, P., & Morrell, K. (2013). The realities of work: Experiencing work 

and employment in contemporary society. Palgrave Macmillan. 

 

Northhouse, P. G. (2001). Leaderhip: Theory and practice (3rd ed.). Thousand Oaks, 

CA: Sage. 

 

Northouse, P. G. (2012). Leadership: Theory and practice. Thousand Oaks, CA: Sage. 

 

O’Toole, J. (1996). Leading change: The argument for values-based leadership. San 

Francisco, CA: Jossey-Bass. 

 

Ölçer, F. (2007). Characteristics of visionary companies: An empirical study in Turkey. 

Problems and Perspectives in Management, 5(3), 229-286. 

 

O'Leary, V. E. (1998). Strength in the face of adversity: Individual and social thriving. 

Journal of Social Issues, 54(2), 425-446. 

 

Omar, A., & Davidson, M. J. (2001). Women in management: a comparative cross-

cultural overview. Cross Cultural Management: An International Journal, 

8(3/4), 35-67. 

 

Orlov, J. (2003). The holistic leader: A developmental systemic approach to leadership. 

Retrieved from  http://www.julieorlov.com/docs/holistic_leader_ article.pdf. 

 

O'Toole, J. (2012). Notes toward a definition of values-based leadership. The Journal 

of Values-Based Leadership, 1(1), 10. 

 

Ouston, J. (Ed.). (1993). Women in education management. Harlow, UK: Longman. 

 

Pahl, R. (1995). After success: Fin-de-siecle anxiety and identity (p. 240). Cambridge, 

UK: Polity Press. 

 

Palmer, B., Walls, M., Burgess, Z., & Stough, C. (2001). Emotional intelligence and 

effective leadership. Leadership & Organization Development Journal, 22(1), 

5-10. 

 



© C
OPYRIG

HT U
PM

Parboteeah, K. P., Paik, Y., & Cullen, J. B. (2009). Religious groups and work values a 

focus on Buddhism, Christianity, Hinduism, and Islam. International Journal 

of Cross Cultural Management, 9(1), 51-67. 

 

Parker, B., & Fagenson, E. A. (1994). An introductory overview of women in corporate 

management. In M. J. Davidson, & R. J. Burke (Eds.), Women in 

management: Current research issues, (pp. 11-25). London, UK: Paul 

Chapman. 

 

Parrish, J. C.(1999).Women in education: Effective styles as inspired by spirituality. 

(Unpublished doctoral dissertation). University of LaVerne, LaVerne, CA. 

 

Paustian-Underdahl, S. C., Walker, L. S., & Woehr, D. J. (2014). Gender and 

perceptions of leadership effectiveness: A meta-analysis of contextual 

moderators. 

 

Patterson, J. L., & Patterson, J. H. (2001). Resilience in the face of imposed changes. 

Principal Leadership, 1(6), 50-55. 

 

Patra, S., & Singh, V. P. (2012). The Challenge of Retaining Employees: Employee 

Engagement, Reducing Cynicism and Determinants of Employee Retention. 

Global J. of Arts & Mgmt, 2(1), 53-60. 

 

Piedmont, R. L. (2001). Spiritual transcendence and the scientific study of spirituality. 

Journal of rehabilitation, 67(1), 4. 

 

Peters, T. J., Waterman, R. H., & Jones, I. (1982). In search of excellence: Lessons 

from America's best-run companies. New York, NY: HarperCollins 

Publishers. 

 

Peterson, C., & Seligman, M. E. (2004). Character strengths and virtues: A 

classification and handbook. Washington, DC: American Psychological 

Association. 

 

Peterson, C., & Seligman, M. E. (2004). Character strengths and virtues: A handbook 

and classification. New York, NY: Oxford University Press. 

 

Pfeffer, J. (1994). Competitive advantage through people: Unleashing the power of the 

work force. Boston, MA: Harvard Business School Press. 

 

Piccolo, R. F., Greenbaum, R., Hartog, D. N. D., & Folger, R. (2010). The relationship 

between ethical leadership and core job characteristics. Journal of 

Organizational Behavior, 31(2‐3), 259-278. 

 

Polkinghorne, D. E. (1989). Phenomenological research methods. In R. S. Valle, & S. 

Halling (Eds.), Existential-phenomenological perspectives in psychology (pp. 

41-60). New York, NY: Springer US. 

 

Popper, M. (2004). Leadership as relationship. Journal for the Theory of Social 

Behaviour, 34(2), 107-125. 

 



© C
OPYRIG

HT U
PM

Possumah, B. T., Ismail, A. G., & Shahimi, S. (2013). Bringing work back in Islamic 

ethics. Journal of business ethics, 112(2), 257-270. 

 

Pounder, J. S., & Coleman, M. (2002). Women–better leaders than men? In general and 

educational management it still “all depends”. Leadership & Organization 

Development Journal, 23(3), 122-133. 

 

Powell, G. N. (1999). Reflections on the glass ceiling: Recent trends and future 

prospects. In G. N. Powell (Ed.), Handbook of gender and work (pp. 325-

345). Thousand Oaks, CA: Sage Publications. 

 

Powell, G. N., & Graves, L. M. (2003). Women and men in management. Thousand 

Oaks, CA: Sage Publications.  

 

Powell, G. N., Butterfield, D. A., & Parent, J. D. (2002). Gender and managerial 

stereotypes: Have the times changed? Journal of Management, 28(2), 177-

193. 

 

Rafferty, A. E., & Griffin, M. A. (2004). Dimensions of transformational leadership: 

Conceptual and empirical extensions. The Leadership Quarterly, 15(3), 329-

354. 

 

Raja Suzana Raja Kasim. (2008a). The influence of Leadership Challenges in 

Malaysian Higher Education. Paper presented at the 2009 Iinternational 

Conference on e-Commerce, e- Administration, e-Society and e-Educations, 

Grand Copthorne Waterfront Hotel, Singapore. 8 – 10 January, 2009. 

 

Randolph, W. A. (2000). Re-thinking empowerment: Why is it so hard to achieve?. 

Organizational Dynamics, 29(2), 94-107. 

 

Randstad Malaysia. (2013). Female leaders critical to Malaysia’s future work force. 

Retrieved from http://www.randstad.com.my/about-randstad/randstad-

pressroom 

 

Rani, A. A., Abidin, I., & Hamid, M. R. (2013). The impact of Spiritual Intelligence on 

Work Performance: Case studies in government Hospitals of East Coast of 

Malaysia. The Macro theme Review, 2(3). 

 

Reave, L. (2005). Spiritual values and practices related to leadership effectiveness. The 

Leadership Quarterly, 16(5), 655-687. 

 

Reena Ali, & M. Shakil Ahmed. (2009). The impact of reward and recognition 

programs on employee’s motivation and satisfaction: An empirical study. 

International Review Of Business Research Papers, 5(4), 270–279. 

 

Regan, H. B., & Brooks, G. H. (1995). Out of women's experience: Creating relational 

leadership. Thousand Oaks, CA: Corwin Press. 

 

Reilly, A. H., & Ehlinger, S. (2007). Choosing a values-based leader: An experiential 

exercise. Journal of Management Education, 31(2), 245-262. 

 



© C
OPYRIG

HT U
PM

Reinharz, S. (1992). Feminist methods in social research. New York, NY: Oxford 

University Press 

 

Reinharz, S., & Davidman, L. (1992). Feminist methods in social research. New York, 

NY: Oxford University Press. 

 

Reker, G. T., & Wong, P. T. (1988). Aging as an individual process: Toward a theory 

of personal meaning. In  J. E. Birren, & V. L. Bengtson  (Eds.), Emergent 

theories of aging (pp. 241-246). New York, NY: Springer Publishing. 

 

Richie, J., Lewis, J., & Elam, G. (2003). Designing and selecting samples. A guide for 

social science students and researchers. Thousand Oaks, CA: Sage. 

 

Riemen, D. J. (1986). The essential structure of a caring interaction: Doing 

phenomenology. In P. Munhall , & C. Oiler (Eds.) Nursing research: A 

qualitative perspective (pp. 85-105). Norwalk, CT: Appleton-Century-Crofts. 

 

Riessman, C. K. (Ed.). (1993). Narrative analysis (Vol. 30). Thousand Oaks, CA: 

Sage. 

 

Robbins, A., & Wilner, A. (2001). Quarterlife crisis. London, UK: Bloomsbury. 

 

Robinson, M. (2000) Transformational leadership defined. Retrieved  from 

http://www.ethoschannel.com/personalgrowth/new/1msr_trasnformational.ht

ml 

 

Robinson, O. C., & Wright, G. R. (2013). The prevalence, types and perceived 

outcomes of crisis episodes in early adulthood and midlife: A structured 

retrospective-autobiographical study. International Journal of Behavioral 

Development, 0165025413492464. 

 

Roe, R. A., & Ester, P. (1999). Values and work: Empirical findings and theoretical 

perspective. Applied Psychology, 48(1), 1-21. 

 

Roe, R. A., & Ester, P. (1999). Values and work: Empirical findings and theoretical 

perspective. Applied Psychology, 48(1), 1-21. 

 

Rogers, A. G. (2003). Qualitative research in psychology: Teaching an interpretive 

process. J. Ruthellen,  L. Amia, & M. P. Dan (Eds.) Up close and personal: 

The teaching and learning of narrative research. The narrative study of lives 

(pp. 49-60). Washington, DC: American Psychological Association. 

 

Rogers, J. L., & Dantley, M. E. (2001). Invoking the spiritual in campus life and 

leadership. Journal of College Student Development, 42(6), 589-603. 

 

Rosener, J. B. (1990). How women lead. Harvard Business Review, 68(6), 119-125. 

 

Ross, S. M., & Offermann, L. R. (1997). Transformational leaders: Measurement of 

personality attributes and work group performance. Personality and Social 

Psychology Bulletin, 23(10), 1078-1086. 

 



© C
OPYRIG

HT U
PM

Rossman, G. B., & Rallis, S. F. (2003). Learning in the field: An introduction to 

qualitative research. Thousand Oaks, CA: Sage. 

 

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

 

Rothmann, S. (2013). From Happiness to Flourishing at Work: A Southern African 

Perspective. Well-Being Research in South Africa, 123. 

 

Rowsell, K., & Berry, T. (1993). Leadership, vision, values and systemic wisdom. 

Leadership & Organization Development Journal, 14(7), 18-22. 

 

Royer, C. M. (1997). Holism in advising: Implications for design (Unpublished 

doctoral dissertation). University of Minnesota. 

 

Rundle, S. J. (1997). Flexibility, adaptiveness and responsiveness (‘FAR-ness’) as the 

key success factors in market entry in the South-East Asian growth wedge. 

(Unpublished doctoral dissertation). Monash University, Victoria, Australia. 

 

Saeeda Shah. (2008). Women and educational leadership in a Muslim society. In H. C. 

Sobehart (Ed.), Women leading education across the continents: Sharing the 

spirit, fanning the flame (pp. 344-381). Lanham, MD: Rowman & Littlefield 

Education. 

 

Salamun, H., & Shah, S. (2012). Investigating the concept of Rabbani leadership 

practices at secondary schools in Malaysia. 

 

Sandler, B. R., & Hall, R. M. (1986). The campus climate revisited: Chilly for women 

faculty, administrators, and graduate students. (ERIC Database No. 

ED282462). Retrieved from http://eric.ed.gov/?id=ED282462 

 

Sarbin, T. R. (1986). Narrative psychology: The storied nature of human conduct. 

NewYork, NY: Praeger. 

 

Sartre, J. P. (1965). Anti-semite and Jew. In E. Ksenych, & D. Liu,  Conflict, order, 

and action: Readings in Sociology (3rd ed., pp. 97-102). Toronto, Canada: 

Canadian Scholars’ Press. 

 

Sashkin, M. (1985). Creating a corporate excellence culture: Identifying levers and 

how to use them. Emprender, 21(145), 36-39. 

 

Saufi, R. A., Wafa, S. A., & Hamzah, Y. Z. (2002). Leadership style preference of 

Malaysian managers. Malaysian management review, 37(1), 1-10. 

 

Schwandt, T. A. (2000). Three epistemological stances for qualitative inquiry. In N. K. 

Denzin, & Y. S. Lincoln (Eds.), Handbook of qualitative research (2nd ed., 

pp. 189-213). Thousand Oaks, CA: Sage. 

 

Seale, C. (1999). Quality in qualitative research. Qualitative Inquiry, 5(4), 465-478. 

 



© C
OPYRIG

HT U
PM

Seidman, I. (1998). Interviewing as qualitative research: A guide for researchers in 

education and the social sciences (2nd ed.). New York, NY: Teachers College 

Press. 

 

Seiler, J. H., & Kowalsky, M. (2011). Systems thinking evidence from colleges of 

business and their universities. American Journal of Business Education 

(AJBE), 4(3). 

 

Seiler, J. H., & Kowalsky, M. (2011). Systems thinking evidence from colleges of 

business and their universities. American Journal of Business Education 

(AJBE), 4(3). 

 

Senge, P. M. (1990). The fifth discipline: The art and practice of the learning 

organization. New York, NY: Doubleday Currency. 

 

Senge, P. M. (1994). The fifth discipline: The art and practice of the learning 

organization. New York: Doubleday Currency. 

 

Senge, P. M. (1997). The fifth discipline. Measuring Business Excellence, 1(3), 46-51. 

 

Senge, P. M., Smith, B., Kruschwitz, N., Laur, J., & Schley, S. (2008). The necessary 

revolution: How individuals and organizations are working together to create 

a sustainable world. New York, NY: Random House. 

 

Senge, P. M. (2014). The fifth discipline fieldbook: Strategies and tools for building a 

learning organization. Crown Business. 

 

Sergiovanni, T. J. (2000). Leadership as stewardship. New York: John Wiley. 

 

Shaffer Lilienthal, R. K. (2009). Leadership, loss, and healing: A study of women 

community college leaders who left the presidency. 

 

Shapiro, S. L., & Carlson, L. E. (2009). The art and science of mindfulness: Integrating 

mindfulness into psychology and the helping professions. Washington, DC: 

American Psychological Association. 

 

Shuck, B., & Rose, K. (2013). Reframing employee engagement within the context of 

meaning and purpose: implications for HRD. Advances in Developing Human 

Resources, 1523422313503235. 

 

Sikes, P., Measor, L., & Woods, P. (2001). Critical phases and incidents. Teacher 

development: Exploring our own practice. Thousand Oaks, CA: Sage. 

 

Sisk, D. (2002). Spiritual intelligence: The tenth intelligence that integrates all other 

intelligences. Gifted Education International, 16(3), 208-213. 

 

Sivenko, A. (2008). Contemporary Leadership Challenges: Talented Organisation for 

Talented People. 

 

Smircich, L., & Morgan, G. (1982). Leadership: The management of meaning. Journal 

of Applied Behavioral Science, 18(3), 257-273. 



© C
OPYRIG

HT U
PM

 

Smith, J. A. (Ed.). (2007). Qualitative psychology: A practical guide to research 

methods. Thousand Oaks, CA: Sage. 

 

Smith-Acuña, S. (2010). Systems theory in action: Applications to individual, couple, 

and family therapy. New York, NY: John Wiley & Sons. 

 

Smith-Pickard, P. (2006). Merleau-Ponty's Husserlian Heresy: Existential analysis: 

Journal of the Society for Existential Analysis, 17(1). 

 

Smulyan, L. (2000). Feminist cases of nonfeminist subjects: Case studies of women 

principals. International Journal of Qualitative Studies in Education, 13(6), 

589–609. doi:10.1080/09518390050211538 

 

Snee, R., & Hoerl, R. (2004). Six sigma beyond the factory floor: Deployment 

strategies for financial services, health care, and the rest of the real economy. 

Upper Saddle River, NJ: PH Professional Business. 

 

Sosik, J. J. (2001). Self-other agreement on charismatic leadership relationships with 

work attitudes and managerial performance. Group & Organization 

Management, 26(4), 484-511. 

 

Speck, P., Higginson, I., & Addington-Hall, J. (2004). Spiritual needs in health care: 

May be distinct from religious ones and are integral to palliative care. BMJ: 

British Medical Journal, 329(7458), 123. 

 

Speziale, H.J. and Carpenter, D.R. (2007). Qualitative research in nursing advancing 

the humanistic imperative (4th ed.). Philadelphia, PA:  Lippincott, Williams 

and Wilkins. 

 

Sterman, J. D. (2000). Business dynamics: Systems thinking and modeling for a 

complex world (Vol. 19). Boston, MA: Irwin/McGraw-Hill. 

 

Stevenson ,L. (2004). Women workers and the new industries of the 1930s: An edited 

version of Lesley Stevenson's study of women workers and the new industries 

of the 1930s. Retrieved from http://graham.thewebtailor.co.uk/ 

archieves/000059.html 

 

Stewart, J. (2006). Transformational leadership: An evolving concept examined 

through the works of Burns, Bass, Avolio, and Leithwood. Canadian Journal 

of Educational Administration and Policy, 54, 1-29. 

 

Stiernberg, P. W. (2003). The relationship between spirituality and leadership 

practices of female administrators in K-12 schools (Unpublished doctoral 

dissertation).  Baylor University, TX. 

 

Stogdill, R. M. (1948). Personal factors associated with leadership: A survey of the 

literature. The Journal of Psychology, 25(1), 35-71. 

 

Stogdill, R. M. (1974). Handbook of leadership: A survey of theory and research. New 

York, NY: Free Press. 



© C
OPYRIG

HT U
PM

 

Strauss, A., & Corbin, J. M. (1990). Basics of qualitative research: Grounded theory 

procedures and techniques. Thousand Oaks, CA: Sage. 

 

Taggart, J. L. (2009). Holistic leadership. Retrieved from http://www. 

leadershipworldconnect.com/holistic.pdf. 

 

Tan, S. Y. M., Chin, S. T. S., Seyal, A. H., Yeow, J. A., & Tan, K. S. (2013). The 

relationship between spiritual intelligence and transformational leadership 

style among student leaders. Journal of Southeast Asian Research, 2013. doi: 

10.5171/2013.319474  

 

Taylor, S. J., & Bogdan, R. (1998). Introduction to qualitative research methods (3rd 

ed.). New York, NY: John Wiley and Sons. 

 

Tesch, R. (1990). Qualitative research: Analysis types and software tools. Sussex, UK: 

Psychology Press. 

 

Thomas, S. P., & Pollio, H. R. (2002). Listening to patients: A phenomenological 

approach to nursing research and practice. New York, NY: Springer US. 

 

Thompson, P. (1992). ‘I don't feel old’: Subjective ageing and the search for meaning 

in later life. Ageing and Society, 12(01), 23-47. 

 

Tichy, N. M., & Ulrich, D. O. (1984). The leadership challenge–A call for the 

transformational leader. Sloan Management Review, 26(1), 59-68. 

 

Tierney, W. G. (1999). Building the responsive campus: Creating high performance 

colleges and universities. Thousand Oaks, CA: Sage. 

 

Tissen, R., Andriessen, D., & Deprez, F. L. (1998). Creating the 21st century company: 

Knowledge intensive, people rich, value-based knowledge management. 

Chicago, IL: Addison Wesley Longman. 

 

Ulrich, D., & Brockbank, W. (2005). The HR value proposition. Boston, MA: Harvard 

Business Press. 

 

Ulrich, D., Losey, M., & Meaisinger, S. (2005). The future of HR management; 64 

thought leaders explore the critical HR issues of today and tomorrow. New 

York, NY: John Wiley and Sons.  

 

Valle, R. S., King, M., & Halling, S. (1989). An introduction to existential-

phenomenological thought in psychology (pp. 3-16). New York, NY: Springer 

US. 

 

Van Eeden, R., Cilliers, F., & Van Deventer, V. (2008). Leadership styles and 

associated personality traits: Support for the conceptualisation of transactional 

and transformational leadership. South African Journal of Psychology, 38(2), 

253-267. 

 



© C
OPYRIG

HT U
PM

Van Kaam, A. (1966). Existential foundations of psychology. New York, NY: Image 

books (Doubleday). 

 

Van Manen, M. (1990). Researching lived experience: Human science for an action 

sensitive pedagogy. Albany, NN: Suny Press. 

 

Van Manen, M. (1997). From meaning to method. Qualitative Health Research, 7(3), 

345-369. 

 

Vasconcelos, A. F. (2010). Spiritual development in organizations: A religious-based 

approach. Journal of business ethics, 93(4), 607-622. 

 

Vaughan, F. (2002). What is spiritual intelligence? Journal of Humanistic Psychology, 

42(2), 16-33. 

 

Venkaiah, V., & Drucker, P. (2013). Leadership in a globalised economic era: Some 

perspectives and challenges. 

 

Viinamäki, O. P. (2009). Intra-organizational challenges of values-based leadership. 

 

Viinamäki, O-P. (2009). Intra-organizational challenges of values-based leadership. 

EJBO - Electronic Journal of Business Ethics and Organization Studies,14(2). 

Retrieved from http://ejbo.jyu.fi 

 

Von Eck, C., & Verwey, A. (2007). Change dynamics and related leadership 

competencies. SA Journal of Human Resource Management, 5(2), 42-50. 

 

Wagner-Marsh, F., & Conley, J. (1999). The fourth wave: The spiritually-based firm. 

Journal of Organizational Change Management, 12(4), 292-302. 

 

Wajcman, J. (1996). Desperately seeking differences: Is management style gendered? 

British Journal of Industrial Relations, 34(3), 333-349. 

 

Wajcman, J. (2013). Managing like a man: Women and men in corporate management. 

John Wiley & Sons. 

 

Ward, R., & Hyle, H. E.(1999).Women and the administration of Christian schools: 

Contemporary pioneers. Journal of Research on Christian Education, 8(2), 

225-266. 

 

Welch, M. (1999). Phenomenology and hermeneutics. In E. C. Polifroni, & M. Welch 

(Eds.), Perspectives on philosophy of science in nursing: An historical and 

contemporary anthology (pp. 235-246). Philadelphia, PA:  Lippincott, 

Williams and Wilkins. 

 

Weyer, B. (2007). Twenty years later: Explaining the persistence of the glass ceiling 

for women leaders. Women in Management Review, 22(6), 482-496. 

 

Weymes, E. (2005). Organizations which make a difference: A philosophical argument 

for the “people focused organization”. Corporate Governance, 5(2), 142-158. 

 



© C
OPYRIG

HT U
PM

Wheatley, M. J. (2001). Leadership in turbulent times is spiritual. Frontiers of Health 

Services Management, 18(4), 19-26. 

 

Wheatley, M. J. (2006). Leadership and the new science (3rd ed.). San Francisco, CA:  

Berrett-Koehler Publishers 

 

Whitmore, J. (2009). Coaching for performance: Growing human potential and 

purpose: The principles and practice of coaching and leadership. Boston, 

MA: Nicholas Brealey Publishing. 

 

Wigglesworth, C. (2006). Why spiritual intelligence is essential to mature leadership. 

Integral Leadership Review (August, 2006). Retrieved from 

http://www.deepchange.com/system/docs/8/original/Spiritual-Intelligence-n-

Matureleadership.pdf?1311106089 

 

Willig, C. (2001). Introducing qualitative research in psychology: Adventures in theory 

and method. Buckingham, UK: Open University Press. 

 

Wilson, C. L. (2008). A relational study of leadership spirituality and organizational 

performance in home health care agencies (Doctoral dissertation, 

UNIVERSITY OF PHOENIX). 

 

Wolman, R. N. (2001). Thinking with your soul: Spiritual intelligence and why it 

matter. New York, NY: Harmony Books. 

 

Wylie, I. (2005). Hopelessly Devoted. The Guardian. 

 

Yang, K. P., & Wu, X. J. (2009). Spiritual intelligence of nurses in two Chinese social 

systems: a cross-sectional comparison study. Journal of Nursing Research, 

17(3), 189-198. 

 

Yukl , G. A. (2010). Leadership in organizations. Upper Saddle River, NJ: Pearson. 

 

Yukl, G. (2003).  Leadership in organizations (4th ed.).  Englewood Cliffs, NJ: 

Prentice-Hall 

 

Yukl, G. A. (1989). Leadership in organizations. Delhi: Pearson Education India. 

 

Zaccaro, S. J. (2007). Trait-based perspectives of leadership. American Psychologist, 

62(1), 6. 

 

Zawawi Ismail. (2008, November). Leadership strategies: Some stories of experience 

in institutional development and change. Paper presented at the International 

Conference of Leadership in Higher Education: Framing the Future, Kuala 

Lumpur, Malaysia. November 2008. 

 

Zheng, W., & Muir, D. (2015). Embracing leadership: a multi-faceted model of leader 

identity development. Leadership & Organization Development Journal, 

36(6). 

 



© C
OPYRIG

HT U
PM

Zimmerman-Oster, K., & Burkhardt, J. C. (1999). Leadership in the making: Impact 

and insights from leadership development programs in US colleges and 

universities. WK Kellogg Foundation. Retriecved from http://www.wkkf.org/ 

resource-directory/resource/2004/01/leadership-in-the-making-impact-and-

insights-from-leadership-development-programs-in-us-colleges-and 

 

Zinnbauer, B. J., Pargament, K. I., & Scott, A. B. (1999). The emerging meanings of 

religiousness and spirituality: Problems and prospects. Journal of personality, 

67(6), 889-919. 

 

Zohar, D. & Marshall, I. (1993). The quantum society: Mind, physics, and a new social 

vision. New York, NY: Bloomsbury Publishing. 

 

Zohar, D. (1997). Rewiring the corporate brain: Using the new science to rethink how 

we structure and lead organizations. San Francisco, CA:  Berrett-Koehler 

Publishers. 

 

Zohar, D. (2005). Spiritually intelligent leadership. Leader to Leader, 38, 45-51. 

 

Zohar, D., &  Marshall, I. N. (2000). SQ: Spiritual intelligence: The ultimate 

intelligence. New York, NY: Bloomsbury Publishing. 

 

Zohar, D., & Marshall, I. N. (2001). SQ: Connecting with our spiritual intelligence. 

New York, NY: Bloomsbury Publishing. 

 

Zohar, D., & Marshall, I. N. (2004). Spiritual capital: Wealth we can live by. San 

Francisco, CA:  Berrett-Koehler Publishers. 

 

Zuraina Dato Mansor, & Chun, K. H. (2013). Changes in demand: The roles of 

academic leaders in Malaysia.  Researchers World: Journal of Arts, Science & 

Commerce, 4(3). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


	LIVED EXPERIENCES OF WOMEN LEADERS REGARDING THEIRSPIRITUAL INTELLIGENCE AND ITS USE IN HIGHER EDUCATIONALLEADERSHIP SETTINGS IN MALAYSIA
	ABSTRACT
	TABLE OF CONTENTS
	CHAPTERS
	REFERENCES



