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INFLUENCE ON EMPLOYEE TURNOVER INTENTION 

 
 

By 
 
 

RISIDAXSHINNI KUMARUSAMY 
 
 

May 2019 
 
 

Chair  : Assoc. Prof. Ho Jo Ann, PhD. 
Faculty  : Economics and Management 
 
 
The Information and Communications Technology (ICT) industry faces serious 
turnover and leadership issues, especially among the younger generation of 
employees. While ethical leadership is proven to reduce turnover intention and 
attract younger employees, little is known about the antecedents to ethical 
leadership and how this leadership style influences employees’ intention to leave. 
Therefore, this study attempted to establish multilevel antecedents to ICT 
managers’ ethical leadership, which were emotional intelligence and collectivism 
at the individual level, and ethical climate and person-organisation fit at the 
contextual level. This study also investigated employee engagement as a mediator 
between ethical leadership and ICT employees’ turnover intention.  
 
 
Data was collected from a matched sample of 212 managers and 387 of their 
direct subordinates from Malaysian MSC-status ICT companies, and was 
analysed using PLS-SEM. The results of the analysis proved that emotional 
intelligence, collectivism, and person-organisation fit are significant predictors of 
ethical leadership. Ethical climate was also found to impact ethical leadership, 
such that benevolent and principled climates significantly improve ethical 
leadership while egoism climate lowers it. For the ICT industry in particular, this 
study revealed that ethical leadership is a significant factor that reduces the 
turnover intention of employees. This study, in addition, established employee 
engagement as a significant mediating mechanism through which ethical 
leadership reduces employees’ intention to leave.  
 
 
In short, the current study has expanded the ethical leadership antecedent 
literature and offers practitioners valuable tools in the selection and development 
of ethical leaders. It also deepens the understanding of the ways ethical leadership 
exerts influence on followers, as well as proves ethical leadership’s efficacy in 
reducing the high turnover that is plaguing the ICT industry. Future studies should 
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explore additional antecedents of ethical leadership as well as its effects on 
employees in different industries. Finally, the current study confirmed that 
managers rate themselves higher on ethical leadership measures than 
employees’, making employees’ ratings more reliable for empirical research. Thus, 
multiple sources, as those used in this study (managers and direct subordinates), 
should be used to reduce single source bias and common method variance in 
future ethical leadership studies. 
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ANTESEDEN KEPIMPINAN BERETIKA PENGURUS ICT DAN 
PENGARUHNYA TERHADAP NIAT PUSING GANTI PEKERJA ICT 

 
 

Oleh 
 
 

RISIDAXSHINNI KUMARUSAMY 
 
 

Mei 2019 
 
 

Pengerusi : Prof. Madya Ho Jo Ann, PhD. 
Fakulti  : Ekonomi dan Pengurusan 
 
 
Industri Teknologi Maklumat dan Komunikasi (ICT) mengalami isu pusing ganti 
pekerja dan kepimpinan yang serius, terutamanya di kalangan pekerja generasi 
muda. Walaupun kepimpinan beretika terbukti mengurangkan niat pusing ganti 
pekerja dan menarik pekerja muda, anteseden kepada kepimpinan beretika dan 
cara jenis kepimpinan ini mempengaruhi niat pusing ganti pekerja kurang 
diketahui. Oleh yang demikian, kajian ini bertujuan menentukan anteseden 
pelbagai tahap kepada kepimpinan beretika pengurus ICT, iaitu kecerdasan 
emosi dan kolektivisme pada tahap individu, serta iklim etika organisasi dan 
kesesuaian pekerja dengan organisasi pada tahap kontekstual. Kajian ini turut 
menyiasat penglibatan pekerja sebagai pemboleh ubah pengantara antara 
kepimpinan beretika dan niat pusing ganti pekerja ICT.  
 
 
Data dikumpul dari sampel sepadan 212 pengurus dan 387 pekerja bawahan 
pengurus tersebut dari syarikat ICT Malaysia yang berstatus MSC, dan dianalisis 
menggunakan PLS-SEM. Hasil analisis membuktikan bahawa kecerdasan 
emosi, kolektivisme, dan kesesuaian pekerja dengan organisasi adalah faktor 
penentu kepimpinan beretika yang signifikan. Iklim etika organisasi juga didapati 
mempengaruhi kepimpinan beretika, di mana iklim kebajikan dan iklim prinsip 
meningkatkan kepimpinan beretika dengan signifikan, manakala iklim egoisme 
menurunkannya. Khusus kepada industri ICT, kajian ini mendedahkan bahawa 
kepimpinan beretika merupakan faktor signifikan yang mengurangkan niat 
pusing ganti pekerja. Hasil penyelidikan ini turut mendapati bahawa penglibatan 
pekerja ialah mekanisme pengantara yang signifikan melalui mana kepimpinan 
beretika mengurangkan niat pusing ganti pekerja.  
 
 
Kesimpulannya, kajian ini telah memperluaskan sastera anteseden kepimpinan 
beretika dan menawarkan pihak industri kaedah berharga untuk memilih dan 
menggalakkan pemimpin beretika. Kajian ini juga memberi kefahaman yang 
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lebih mendalam mengenai cara khusus kepimpinan beretika mempengaruhi 
pengikut, serta keberkesanan kepimpinan beretika dalam mengurangkan kadar 
pusing ganti tinggi yang memudaratkan industri ICT. Kajian pada masa depan 
disyorkan menyelidik anteseden tambahan kepada kepimpinan beretika, di 
samping kesannya terhadap pengikut di industri-industri lain. Penyelidikan ini 
turut mengesahkan bahawa pengurus menilai kepimpinan beretika diri sendiri 
pada tahap yang lebih tinggi berbanding pekerja, lalu penilaian oleh pekerja lebih 
sah untuk kegunaan kajian empirikal. Oleh itu, pelbagai sumber, seperti yang 
digunakan dalam kajian ini (pengurus dan pengikut), digalakkan dalam kajian 
kepimpinan beretika pada masa depan untuk mengelakkan bias sumber tunggal 
dan varians kaedah lazim. 
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1 

CHAPTER 1 

INTRODUCTION 

The rapid development of the Information and Communications Technology 
(ICT) industry over the past several decades has transformed the business world 
and will continue to do so for the foreseeable future. It has advanced economic 
development, enabled global trade, and facilitated unprecedented innovation 
(CompTIA, 2018). Yet the benefits of fast technological development have come 
with significant manpower costs for the industry as the demand for ICT talent 
increases. Multiple studies report that the global ICT industry suffers from 
disturbingly high employee turnover (e.g. Alias, Noor, & Hassan, 2014; Allen, 
Armstrong, Reid, & Riemenschneider, 2009; Coombs, 2009; Ghapanchi & 
Aurum, 2011; Harden, Boakye, & Ryan, 2018; LinkedIn, 2017; Westlund & 
Hannon, 2008). High turnover does not just incur tangible selection and 
recruitment costs, but also intangible costs such as reduced employee 
motivation and the loss of distinct skills and implicit corporate knowledge 
(Holtom, Mitchell, Lee, & Eberly, 2008; Mete, Sokman, & Biyik, 2016; Owens & 
Khazanchi, 2011). Therefore, it is now of paramount importance for the ICT 
industry to identify ways to reduce turnover and retain talented employees.  

In this context, ethical leadership has gained significant importance in both 
academia and industry in recent years. It has been found to reduce turnover 
(Ahmad, Hasan, & Kaleem, 2018; Elci, Sener, Aksoy, & Alpkan, 2012; Lin & Liu, 
2017; Ruiz-Palomino, Ruiz, & Martinez, 2011; Tang, Cai, Liu, Zhu, Yang, & Li, 
2015) as well as predict beneficial employee outcomes such as follower job 
satisfaction, organisational commitment, employee voice, citizenship behaviour, 
job performance, employee engagement, and organisational identification (e.g. 
Brown & Trevino, 2006; Den Hartog & Belschak, 2012; Lee, Choi, Youn, & Chun, 
2017; Ruiz-Palomino, Ruiz-Amaya, & Knorr, 2011; Walumbwa, Mayer, Wang, 
Wang, Workman, & Christensen, 2011). Such leadership is also influential to the 
younger generation, who are known to value caring leadership and ethically 
responsible behaviour from superiors (Andert, 2011; Deloitte, 2015, 2016; Smith 
& Nichols, 2015). Industry practitioners have called for ethical leadership in ICT 
organisations as well. In the National ICT Association of Malaysia (PIKOM)’s ICT 
Strategic Review, PIKOM calls for ethical leadership to lead employees in the 
current digitalisation transformation era (PIKOM, 2016).   

Therefore, as is explained further in Section 1.2, ethical leadership has great 
potential as a tool to improve turnover rates and retention in the ICT industry, 
especially among the younger generation. It is thus necessary to know how 
ethical leadership can be cultivated, as well as how it influences turnover 
intentions of employees. However, the factors that influence ethical leadership 
are not well-established in the literature (e.g. Bedi, Alpaslan, & Green, 2016; 
Eisenberg & Giessner, 2012; Kalshoven, Den Hartog, & De Hoogh, 2011; Ko, 
Ma, Bartnik, Haney, & Kang, 2018; Lawton & Paez, 2015; Rose, 2016). Similarly, 
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ethical leadership has scarcely been studied in the context of turnover in the ICT 
industry, while the mechanisms through which ethical leadership influences 
employee turnover intention are relatively understudied as well (e.g. Lin & Liu, 
2017; Neves & Story, 2015; Tang et al., 2015). To address these issues, the 
current study solicited a matched sample of managers and employees. 
Managers were studied to explore two potential individual antecedents to ICT 
managers’ ethical leadership (emotional intelligence and collectivism), as well as 
two potential contextual antecedents to these managers’ ethical leadership 
(ethical climate and person-organisation fit). Further, this study examined 
employees to investigate the effect of ethical leadership on turnover intention 
using employee engagement as a mediator. Finally, the study tested the 
statistical difference in the ethical leadership ratings of managers and employees 
to assess the necessity of multi-source data in ethical leadership studies. 
 
 
This chapter begins with a discussion of the research background and practical 
issues in the ICT industry. Then, gaps in the literature are addressed in the 
problem statement section. Research questions, research objectives, and scope 
of the study are presented in the following sections. Next, it explains the 
theoretical, managerial, and economic significance of the study. The chapter 
concludes by providing operational definitions used in the study and detailing the 
organisation of the remaining chapters.   
 
 

1.1  Research Background  
 
 
The term Information and Communications Technology (ICT) industry is an 
expanded form of the Information Technology (IT) industry. For the purpose of 
this study, the terms ICT and IT were used interchangeably to similar effect. The 
ICT industry is generally defined as “an industry that applies scientific and 
engineering innovation for practical purposes such as creating, storing, 
processing, and transmitting information, with the process of communication 
increasingly forming an integral part of the sector” (Institute for Human Rights 
and Business, 2012). This study used the Malaysian Digital Economy 
Corporation’s (MDEC) categorisation of the ICT industry. The MDEC and its 
corresponding Multimedia Super Corridor (MSC) initiative divides ICT into three 
categories: Information Technology, Global Business Services, and Creative 
Content and Technology. The Information Technology subsector includes firms 
involved in design, development, maintenance, and marketing of software and 
hardware products. Next, the Global Business Services subsector involves 
integrated technological business services that deliver higher value services 
including IT, human resources, finance and accounting, legal, procurement, 
business analytics, marketing, and other shared support functions. Finally, the 
Creative Content and Technology subsector includes technologies and activities 
involved in the production, delivery, and improvement of digital content, including 
the development, creation, distribution, and merchandising of IP, as well as the 
supply of the related technological tools, platforms, and services to support those 
activities. This study’s definition of ICT organisations excluded manufacturing 
companies involved in the production of goods in large quantities, or trading 
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companies involved in the activity of buying and selling off-the-shelf hardware 
and software. 
 
 
Currently, the global ICT industry is undergoing unprecedented growth. 
According to the research consultancy IDC, the global information technology 
market is expected to grow by four to six percent in 2019, pushing the industry 
past the $5 trillion mark (CompTIA, 2019).  According to IDC’s Cyberstates 
report, the largest tech market in the world is the United States, which represents 
31% of the global market, while the ICT industry accounts for a significant portion 
of economic activity in many other countries as well (CompTIA, 2019). The report 
also stated that over the past decade, the biggest shift in global industry 
allocations stemmed from growth of the Asian region, fuelled primarily by the rise 
of China. This was echoed in Clarivate Analytics’s 2017 State of Innovation 
Report, which found that eight of the top ten organisations in the global ICT 
sector were from Asia, with a majority being from China (Clarivate Analytics, 
2017). Furthermore, the report noted that Asia outperformed North America in 
its computer-related innovation, with IBM being the only non-Asian company in 
the top five global ICT innovators. 
 
 
In the Malaysian setting, the ICT sector is targeted as one of the vital areas 
responsible for the nation’s economic growth, due to its supplementary role in 
stimulating growth for other industries (Ahmed & Yang, 2017; Alias et al., 2014). 
The sector’s contribution to the national GDP was 18.3% in 2017, an increase of 
10.3% from 2016, with 1.09 million individuals employed by the sector 
(Department of Statistics Malaysia, 2018). Social media, cloud software, and big 
data is expected to spur further growth of the local ICT industry and position the 
country as the hub for regional ICT projects in Southeast Asia (PIKOM, 2017). 
Additionally, 2017 was announced as 'The Year of Internet Economy', outlining 
five key strategic catalysts: physical microcosms, risk capital funding, 
connectivity, building of talent pool, and regulatory framework.  In fact, the ICT 
services sector is projected to contribute 48% of Malaysia’s economy by 2020 
(Khoo, 2016; Ng, 2014).  
 
 
Multiple national initiatives are also in place to encourage the growth of the 
Malaysian ICT industry. The Eleventh Malaysia Plan (2016-2020) emphasises 
driving ICT in the knowledge economy through the development of digital content 
as well as software solutions and services to enhance competitiveness and 
wealth creation (Economic Planning Unit, 2017). The Multimedia Development 
Corporation (MDeC), which spearheads the Digital Transformation Program, 
aims to transform Malaysia into a knowledge-based economy by 2020 through 
its Innovative Digital Economy Framework in addition to other efforts (MDeC, 
2014). Moreover, the Malaysian government and regulators have played active 
roles in developing ICT through projects such as Green ICT, Multimedia Super 
Corridor (MSC), the Digital Free Trade Zone, research universities, and various 
other ICT communities, thereby recognising the ICT industry as a core player in 
the country’s development.   
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The ICT industry is also a key employer in the country. Jobstreet, a leading online 
recruitment company in Asia Pacific, identified the ICT industry as one of the top 
three hiring industries in Malaysia for three consecutive years, namely 2014, 
2015, and 2016 (Jobstreet, 2016). In terms of international recognition, Malaysia 
has been ranked as the world’s third most common IT outsourcing location after 
China and India for the past ten years (Sethi & Gott, 2016). In addition, Malaysia 
moved up five notches to number 61 in the ICT Development Index 2016, that 
captures the level of ICT development in 175 economies worldwide (Kaur, 2017). 
With this score, Malaysia ranks second in Southeast Asia and eighth in Asia 
Pacific, primarily attributed to the increase in mobile broadband subscriptions 
due to the increase in the proportion of individuals using the internet (Kaur, 
2017).  There is also high demand and dependence on ICT among the general 
population, especially in urban areas that are developing rapidly (PIKOM, 2017).  
 
 
Despite the importance of the ICT industry to the global and local economy, the 
industry faces critical problems in terms of talent retention and poor leadership. 
These issues will be discussed in depth in the following section. 
 

 

1.2  Problem Statement 
 
 
This section examines the research issues that justify the necessity for this study.  
These issues are discussed from two perspectives, which are practical and 
theoretical research issues. First, the practical issues in the ICT industry are 
reviewed, particularly the problems of turnover and leadership in the sector. This 
is followed by an evaluation of the theoretical issues in the literature that need to 
be addressed.  
 
 
In terms of practical issues, the ICT industry faces brazenly high turnover rates, 
which has been well-established in academia (e.g. Alias et al., 2014; Allen et al., 
2009; Coombs, 2009; Ghapanchi & Aurum, 2011; Lo, 2015; Mete et al., 2016; 
Westlund & Hannon, 2008; Zylka & Fischbach, 2017). Industry reports have 
revealed similar issues with retention in the industry. A study by LinkedIn in 2017 
found that tech companies had the greatest turnover over out of ten sectors that 
included retail, financial services, and professional services (LinkedIn, 2017).  
According to PayScale’s 2018 employee turnover report, employee retention 
among Fortune 500 firms in the IT industry was the worst among all industries 
surveyed (TechRepublic, 2018). Likewise, a 2016 study by consulting firm 
Tinypulse found that the tech industry had the highest turnover rate of all 
industries studied, and a majority of employees lacked engagement and would 
leave their current companies within a year (Tinypulse, 2016). However, despite 
numerous academic studies (See Section 2.3.1 for review of ICT turnover 
studies) and industry reports on the topic, the turnover of IT professionals 
remains a crucial issue (Langove & Isha, 2017; Lo, 2015; Zylka & Fischbach, 
2017).   
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The issue of turnover is prevalent in the Malaysian ICT industry as well. The 
AON Hewitt consultancy firm found that after India, ICT companies in Malaysia 
have the highest annual voluntary employee turnover rates in the Asia-Pacific 
region (Aon Hewitt Singapore, 2016). Surveys conducted by the Ministry of 
Human Resource (MoHR) (2013) and Malaysian Employers Federation (MEF) 
(2012) revealed that the ICT sector reported the highest employee turnover rate 
in Malaysia at 75.72 percent, while the second highest sector’s turnover was 
reported at a much lower rate of 43.32 percent (Ministry of Human Resources, 
2013). ICT professionals are also prone to leaving the industry itself and working 
in a different career altogether (JobStreet.com, 2016). The problem is not new, 
as in 2009, Ahmad Pharmy (2009) also found that the ICT industry had the 
highest employee turnover rate in Malaysia after comparing the employee 
turnover rate in various industries.  
 
 
In addition to turnover, the local ICT industry also faces the challenge of talent 
shortage in the sector. A joint study by Singapore Management University (SMU) 
and JP Morgan divulged that demand for ICT employees will rise and the labour 
market may not be able to keep up, with young IT professionals choosing to work 
in other industries or countries (The Straits Times, 2016). The Malaysian 
Communications and Multimedia Commission’s (2015) Talent Gap study also 
reported that the pool of talent entering the sector is limited as the sector is 
thought to be an unexciting career choice for young graduates, leading to a 
shortage of talent in the sector (Jalil, 2015; MDec & Synovate, 2011). Similar 
findings were reported by PIKOM’s (2017) ICT Job Market Outlook report, which 
stated that experienced talents are lured away by neighbouring countries and 
English-speaking countries, while job hopping continues to be a rampant 
practice especially for the younger generation. It can be concluded that ICT 
professionals, especially those from younger generations, severely lack 
engagement in their careers and thus leave the industry with turnover issues.  
 
 
Turnover can be highly costly for organisations. Gallup estimated that replacing 
an employee can cost 1.5 times his or her annual salary, while Deloitte found 
that the cost of losing one employee can range from more than ten thousand 
dollars, to twice their annual salary, including the costs of re-hiring and training 
(LinkedIn, 2017). High turnover does not just incur tangible selection and 
recruitment costs, but also intangible costs such as reduced employee 
motivation and the loss of distinct skills and implicit corporate knowledge (Holtom 
et al., 2008; Mete et al., 2016; Owens & Khazanchi, 2011). Particularly in the ICT 
industry, turnover can have further detrimental effects including knowledge gaps, 
poorer project performance, higher client costs, decreased productivity, and 
lower profits (Ladelsky, 2014; Zylka & Fischbach, 2017). 
 
 
Another practical issue faced by the ICT industry is the issue of leadership. 
Reasons such as competitive salaries, heavy workloads, long working hours, 
and stress have been cited as reasons for ICT employees’ turnover (Langove & 
Isha, 2017; Lo, 2015). However, academicians and industry experts have 
recently revealed that leadership issues may be a contributing factor as well. 
Studies have found that poor respect, trust, and communication with leaders is 
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a leading reason for employees to leave the tech industry (Abii, Ogula, & Rose, 
2013; Ladelsky & Catana, 2013; McKnight, Phillips, & Hardgrave, 2009). 
According to Neal (2018), out of more than 2,400 organisations participating in 
the Global Leadership Forecast 2018, ICT companies reported the lowest 
success rates for their leaders due to a lack of personal connection between 
employees and managers. Another study by IT talent management consultancy 
viGlobal found that a majority of ICT leaders fail to have face-to-face discussions 
and personal development sessions with their employees, leading to employee 
attrition (viGlobal, 2018).  Similarly, according to The Conference Board’s Global 
Leadership Forecast 2014-2015, the ICT industry’s leadership is weaker than 
other industries in terms of leader development, leader engagement and 
accountability, and leader preparedness in facing issues of trust and 
sustainability (The Conference Board, 2015).  This sentiment is echoed by Tim 
Johnson, CEO of a leading digital marketing and IT staffing firm, as he states 
that despite rising salaries, ICT employees leave due to toxic work environments 
and employee mistreatment, both of which leaders are responsible for (Johnson, 
2018).   
 
 
In summary, leadership in the ICT industry suffers from a lack of personal 
connection, trust, accountability, and healthy leader-employee relationships.  It 
thus makes sense that employee turnover is high, because the younger 
generation, also called Millennials, have been proven to value and expect 
inspiring, caring, and personal leadership from their managers, as they hold on 
to the concept that leaders must prioritise employees above others and be 
responsive to employees’ needs (Andert, 2011; Deloitte, 2016, 2018).  Since 
younger employees make up the largest portion of the global ICT workforce (Fry, 
2018), and tend to leave organisations if their needs are not met (Deyoe & Fox, 
2011; Myers & Sadaghiani, 2010; Smith & Nichols, 2015), it can be deduced that 
poor leadership is a reason for high employee turnover in the ICT industry.   
 
 
Therefore, tackling the issue of leadership may be a potential solution to improve 
retention in the ICT industry. In particular, ethical leadership is highly consistent 
with the demands for personal connections, accountability, care, and trust from 
ICT leaders, as ethical leadership is defined as “the demonstration and 
promotion of ethical and caring behaviour through personal actions, 
interpersonal relationships, two-way communication, and reinforcement” 
(Brown, Trevino, & Harrison, 2005, p.120).  Similarly, industry experts have 
suggested that turnover can be reduced through leadership that listens to 
employees, values them, connects with them, and has open communication with 
them (Johnson, 2018; viGlobal, 2018), which are all elements of ethical 
leadership. Further, ethical leadership is needed in the ICT sector as this sector 
frequently encounters ethical problems such as illegal software, data breaches, 
hacking, and viruses, which may be mitigated by ethical leaders (Coklar, 2012; 
Johnson, 2018; Neal, 2018). 
 
 
Given the aforementioned dilemmas of the ICT industry in terms of high turnover 
and poor leadership, ethical leadership appears to be a suitable solution to 
reduce turnover and improve retention of employees in the industry.  
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Unfortunately, knowledge and adoption of ethical leadership in Malaysian 
organisations is still scarce (Ahmad & Gao, 2018; Ghahroodi, Mohd Ghazali, & 
Ghorbhan, 2013; Nazahah, Nurwati, & Othman, 2018; Ponnu & Tenakoon, 
2009).  Indeed, ethics and ethical behaviour of leaders appears to be an issue 
in the country, as Malaysia ranked highest in bribery and corruption globally in 
the Ernst and Young Asia Pacific Fraud Survey 2017, with 80% of Millennials 
unwilling to work for corrupt companies (Ernst & Young, 2017).  Malaysia also 
dropped to its worst spot at 62 in Transparency International’s corruption index 
2017 (The Straits Times, 2017). These statistics further exemplify the issue of 
poor ethical leadership in practice, which has detrimental effects for the ICT 
industry. Therefore, it is critical that the antecedents to ethical leadership be 
investigated to promote such leadership in the industry. Subsequently, it is 
important to understand how ethical leadership can influence the turnover 
intention of employees to improve retention. 
 
 
Thus, it is pertinent to review the ethical leadership literature and discuss the 
theoretical issues in this area. In terms of theoretical issues, several gaps exist 
in the literature. First, despite the proliferation of literature on ethical leadership 
in the past decade, there is a dearth of research on antecedents to ethical 
leadership, as existing studies have focused on the outcomes of this leadership 
type. Empirical research on individual antecedents is mostly limited to 
personality traits, such as leaders’ agreeableness, conscientiousness, and 
extraversion (Kalshoven, Den Hartog, & Hoogh, 2011; Walumbwa & 
Schaubroeck, 2009; Xu, Yu, & Shi, 2011) and morality based traits, such as 
leaders’ cognitive moral development (Jordan, Brown, Trevino, & Finkelstein, 
2013) and moral identity (Mayer, Aquino, Greenbaum, & Kuenzi, 2012; Skubinn 
& Herzog, 2016).  At the contextual level, only role modelling (Brown & Trevino, 
2014) and social distance (McMillan, Gilley, Caldwell, Heames, & Gilley, 2015; 
Tumasjan, Strobel, & Welpe, 2011) have been tested as antecedents. This 
denotes that empirical research on antecedents thus far has primarily focused 
on the individual morality and personality-based characteristics of the leader, 
while research on other individual and contextual antecedents is still very rare 
although leaders’ behaviour may be influenced by their external environments 
(Bedi et al., 2016; Eisenbeiss & Giessner, 2012; Kalshoven et al. 2011; Ko et al., 
2018; Lawton & Paez, 2015; Qin, Huang, Hu, Schminke & Ju, 2018).  
 
 
Therefore, given the significance of understanding what enhances and enables 
ethical leadership, an increasing number of researchers have called for more 
empirical studies on the antecedents of ethical leadership (Ahn, Lee, & Yun, 
2018; Bedi et al., 2016; Brown & Mitchell, 2010; De Hoogh & Den Hartog, 2008; 
Eisenbeiss & Giessner, 2012; Frisch & Huppenbauer, 2014; Haar, Roche, & 
Brougham, 2018; Kalshoven et al. 2011; Ko et al., 2018; Lawton & Paez, 2015; 
McMillan et al., 2015; Rose, 2016; Tanner, Brugger, Van Schie, & Lebherz, 
2010). To address this gap, this study explored multilevel (individual and 
contextual) antecedents to leaders’ ethical leadership. The antecedents are 
emotional intelligence and collectivism at the individual level, and ethical climate 
and person-organisation fit at the contextual level. The justifications for the 
selection of these antecedents is presented in a detailed literature review in 
Chapter 2.  
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In addition to a scarcity of research on its antecedents, the ethical leadership 
literature also lacks an examination of the contexts through which it influences 
employee turnover intention. Though ethical leadership has been found to 
predict turnover intention, it has yet to be tested in the context of the ICT industry, 
which has uniquely high turnover and poor leadership. Studies examining ethical 
leadership and turnover intention have largely been conducted in the context of 
the banking and financial industry due to their tendency for ethical misconduct in 
monetary issues (e.g. Lin & Liu, 2017; Ruiz-Palomino et al., 2011a; Walumbwa 
& Schaubroeck, 2009) and in general or student contexts (e.g. Babalola, 
Stouten, & Euwema, 2016; Elci, Sener, Aksoy, & Alpkan, 2012; Wang & Yang, 
2016). Furthermore, despite an abundance of literature on turnover in the ICT 
industry, these studies have focused primarily on job characteristics as 
predictors of turnover intention among ICT professionals (Harden, Boakye, & 
Ryan, 2018; Lo, 2015; Zaza & Armstrong, 2016), with leadership largely ignored 
as a potential solution.   
 
 
Also, the mechanisms through which ethical leadership reduces turnover 
intention are in need of further study, as it is still a relatively new avenue of 
research (Lin & Liu, 2017; Neves & Story, 2015; Shafique, Kalyar, & Ahmad, 
2018; Tang et al., 2015; Wang & Yang, 2016).  Therefore, this study investigated 
the mediating effect of employee engagement on the relationship between 
ethical leadership and turnover intention in the ICT industry to address this gap, 
as the literature has established the efficacy of engagement in predicting 
turnover intention (e.g. Agarwal & Gupta, 2018; Halbesleben, 2010; Kim, 2014; 
Saks, 2006; Schaufeli & Bakker, 2004).  
 
 
From a methodological perspective, multiple studies have cited single source 
bias or common method variance in ethical leadership ratings as a limitation (e.g. 
Bedi et al., 2016; Brown & Trevino, 2014; Ghanem & Castelli, 2019; Mayer et al., 
2012; Pucic, 2015). Indeed, self-reporting or social desirability bias is always an 
issue in ethical leadership studies when managers rate themselves, as leaders’ 
perceptions of their own ethical leadership may not reflect their actual behaviour 
as perceived by employees (Grobler & Holtzhausen, 2018). According to Brown 
and Trevino (2006), managers' ratings of their own ethical leadership are 
dissimilar to ratings obtained from subordinates or superiors, so leaders are likely 
unable to provide unbiased, valid ratings of their own ethical leadership. 
Additionally, Ko et al. (2018) and Mayer et al. (2009) found that prior research 
has rarely compared supervisors’ and subordinates’ ratings of ethical leadership, 
which may be contradictory due to supervisors’ more favourable self-ratings. As 
such, it is pertinent to test and confirm that these two groups have significantly 
different ratings of ethical leadership for the same leader in order to inform the 
necessity of multi-source data for future studies in the field, as several scholars 
have called for multi-source data in ethical leadership studies to overcome single 
source bias yet have rarely tested actual statistical differences between sources’ 
ratings of leadership (Bedi et al., 2016; Brown & Trevino, 2014; Demirtas & 
Akdogan, 2015; Mayer et al., 2012; Pucic, 2015).  
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1.3  Research Questions 
 
 
This study attempted to address the following research questions in the context 
of the ICT industry: 
 
 

1. What are the individual and contextual antecedents to managers’ 
ethical leadership? 

2. Does ethical leadership affect employee turnover intention? 
3. Does employee engagement mediate the relationship between ethical 

leadership and employee turnover intention? 
4. Do managers rate their own ethical leadership higher than their 

subordinates’ ratings? 
 
 

1.4  Research Objectives 
 
 
The general research objective of this study was to investigate the antecedents 
to ICT managers’ ethical leadership and its mechanism of influence on 
employees’ turnover intention. The specific research objectives developed to 
answer the research questions of this study were: 
 
 

1. To determine the influence of individual antecedents (emotional 
intelligence and collectivism) on ethical leadership. 

2. To determine the influence of contextual antecedents (benevolence, 
egoism, and principle ethical climates and person-organisation fit) on 
ethical leadership. 

3. To determine the influence of ethical leadership on employee turnover 
intention. 

4. To determine if employee engagement mediates the relationship 
between ethical leadership and employee turnover intention. 

5. To determine if there is a significant difference between self-rated 
ethical leadership scores of managers and ethical leadership scores 
of employees. 

 
 

1.5  Scope of Study 
 
 
The scope of this study involved ICT managers from Malaysian MSC-status 
companies and one to two of their direct subordinates. As this study intended to 
address the issue of ICT employees’ turnover, the managers and employees in 
the study were from IT-related departments in ICT companies and not from 
administrative departments in the organisation, such as Human Resources, 
Finance, or Marketing.  
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Managers were necessary to answer Research Question 1, as they rated 
themselves regarding the antecedents to ethical leadership: emotional 
intelligence, collectivism, ethical climate, and person-organisation fit. Meanwhile, 
the direct subordinates of these managers were needed to answer Research 
Questions 2 and 3, where they rated their managers’ ethical leadership and their 
own turnover intention and engagement. Finally, both managers and employees 
were required to answer Research Question 4, as the ethical leadership ratings 
of the two groups were tested for statistically significant differences.  
 
 
The use of two sources allowed for a matched sample of managers and 
subordinates that reduced single source bias and enabled all the research 
questions to be answered effectively. The number of direct subordinates were 
limited to a maximum of two to ensure precise matching and analysis of 
subordinates’ data and managers’ data as per the research model. Further, 
direct subordinates were selected for this study, as opposed to indirect 
subordinates or lower-level employees, because studies have shown that the 
social distance between managers and their employees have significant effects 
on the evaluation of ethical leadership, such that direct subordinates evaluate 
their managers better than indirect ones (McMillan et al., 2015; Tumasjan et al., 
2011). Indeed, managers tend to interact more frequently with their direct 
subordinates, enabling a closer personal relationship and possibly stronger 
influence on their behaviours and actions.  
 
 
The respondents for this study were selected from MSC Malaysia status 
organisations. MSC Malaysia status is an award by the Malaysian government 
through the Malaysian Digital Economy Corporation (MDeC) for ICT 
organisations that develop or utilise technologies to produce and improve their 
products and services (MDeC, 2016). In addition to being consistent with 
previous studies on Malaysian ICT professionals (Ahmed & Yang, 2017; Omar 
& Noordin, 2013, 2015), MSC was chosen as the scope of the study because it 
was the most comprehensive and up-to-date database of ICT organisations in 
Malaysia. Furthermore, the MSC website provided specific information for each 
company on its list including the company’s core activities, address, and contact 
details, which facilitated the sampling process.  
 
 

1.6  Significance of the Study 
 
 
The following three sections discuss the theoretical, managerial, and economic 
significance of this study. 
 
 

1.6.1  Theoretical Significance 
 
 
This research adds value to the ethical leadership literature in several ways. 
First, it expands the knowledge on ethical leadership by answering the call of 
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multiple researchers (Brown & Mitchell, 2010; De Hoogh & Den Hartog, 2008; 
Eisenbeiss & Giessner, 2012; Haar et al., 2018; Frisch & Huppenbauer, 2014; 
Kalshoven et al. 2011; Lawton & Paez, 2015; Qin et al., 2018; Tanner et al., 
2010) to study further antecedents to ethical leadership. By establishing 
predictors of ethical leadership at the individual and contextual levels, this study 
enriches the currently limited research on what makes managers display ethical 
leadership towards their subordinates. Next, while previous studies on 
antecedents have focused on personality or morality-based individual traits and 
follower-based contextual factors, this study introduces multilevel antecedents 
that address alternate psychological and situational factors affecting leaders. At 
the individual level, the antecedents are emotional intelligence and collectivism, 
while at the contextual level, the antecedents are ethical climate and person-
organisation fit. It is important to examine ethical leadership from a multilevel 
perspective as scholars have stressed the significance of organisational and 
environmental contexts in determining leaders’ ethical behaviour in addition to 
individual factors, yet have not empirically tested these contextual factors (Brown 
& Trevino, 2006; Eisenbeiss & Giessner, 2012; Frisch & Huppenbauer, 2014).  
 
 
Second, while the social learning theory and social exchange theory of ethical 
leadership have generally been used to explain the outcomes of ethical 
leadership (Bedi et al., 2016), this study extends the use of these underpinning 
theories by applying them to illustrate the effects of the aforementioned 
antecedents on ethical leadership as well. Thus, these theories are broadened 
from explaining how ethical leadership exerts influence, to how ethical leadership 
is influenced. The current research also expands the application of the social 
exchange theory to the context of the ICT industry in explaining the effect of 
ethical leadership on employee turnover intention. Besides these theories, this 
study introduces the social identity theory and self-concept theory to explain 
ethical leaders’ behaviour, thereby deepening the understanding of ethical 
leadership development.  
 
 
Next, this study contributes towards understanding the psychological 
mechanisms through which ethical leadership influences employees. By 
studying employee engagement as a mediator between ethical leadership and 
turnover intention, this study answers the calls of scholars to expand on the 
underlying mechanisms of ethical leadership, in particular the means through 
which ethical leadership affects turnover intention (Ahmad et al., 2018; Lin & Liu, 
2017; Neves & Story, 2015; Tang et al., 2015; Wang & Yang, 2016). Taken 
together, this study adds significant value towards the understanding of how 
ethical leadership influences turnover intention using social exchange 
processes.  
 
 
Fourth, the current research further strengthens the literature on ICT industry 
turnover by introducing ethical leadership as a potential solution to this issue. 
While previous studies have focused primarily on commitment, skills 
obsolescence, work overload, and fairness of rewards as predictors of ICT 
professionals’ turnover intention to the exclusion of others (Harden et al., 2018; 
Zaza & Armstrong, 2016), this study provides a new perspective of leadership 
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as a retention tool for ICT employees. Furthermore, studies examining ethical 
leadership and turnover intention have largely been conducted in the context of 
the banking and financial industry due to their tendency for ethical misconduct in 
monetary issues (e.g. Lin & Liu, 2017; Ruiz-Palomino et al., 2011a; Walumbwa 
& Schaubroeck, 2009) and in general or student contexts (e.g. Babalola et al., 
2016; Elci et al., 2012; Wang & Yang, 2016). Thus, examining the influence of 
ethical leadership on turnover intention in the ICT industry context broadens the 
applicability of ethical leadership theory.  
 
 
Finally, this study addresses the methodological issue of common method 
variance in ethical leadership studies by collecting and matching ethical 
leadership data from two groups: managers and their direct subordinates. 
Multiple studies have cited single source bias in ethical leadership ratings as a 
limitation, as leaders’ perceptions of their own ethical leadership may not reflect 
their actual behaviour towards employees (e.g. Bedi et al., 2016; Brown & 
Trevino, 2014; Mayer et al., 2012; Pucic, 2015). Likewise, Mayer et al. (2009) 
found that prior research has rarely compared managers’ and subordinates’ 
ratings of ethical leadership, which is often contradictory due to supervisors’ 
more favourable self-ratings. Therefore, by studying both managers’ and 
subordinates’ matched observations of ethical leadership, this study contributes 
towards reducing common method variance and single source bias in ethical 
leadership research. 
 
 

1.6.2  Managerial Significance 
 
 
This study has significant practical value for the ICT industry. To begin, it offers 
ethical leadership as a way to reduce turnover, which is a critical issue faced by 
ICT organisations. Thus, firms can focus on the recruitment, training, and 
development of leaders with ethical virtues such as fairness, integrity, 
truthfulness, justice, and service to the common good, to prevent employees 
from leaving. In that vein, this study also provides organisations with specific 
tools to enable and enhance ethical leadership, particularly emotional 
intelligence, collectivism, person-organisation fit, and ethical climates. 
Companies in the industry may thus focus their selection, recruitment, and 
training efforts on these areas to enhance ethical leadership. 
 
 
In addition, this study contributes towards the attraction, engagement, and 
ultimately retention of the younger generation of ICT employees who desire more 
caring and interpersonal leadership. By testing the effectiveness of ethical 
leadership in reducing turnover by way of employee engagement, this research 
informs practitioners on the viability of using ethical leadership and engagement 
as potent tools to reduce the job-hopping and disloyal tendencies of the younger 
ICT workforce.  
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From a policy-making perspective, this research contributes by establishing the 
importance of ethical leadership in ensuring the success of the ICT industry and 
the Malaysian economy. As mentioned in Section 1.1, although the Malaysian 
government has several initiatives in place to support the expansion of the ICT 
industry, the sector is plagued by issues of turnover and poor leadership. This 
study offers ways for the government to improve the leadership in the industry 
and reduce turnover, by promoting ethical leadership in its national policies, 
incentive schemes, training programs, and other such government programs.  
 
 

1.6.3  Economic Significance 
 
 
As discussed previously, the ICT industry faces high turnover rates (e.g. Alias et 
al., 2014; Allen et al., 2009; Coombs, 2009; Ghapanchi & Aurum, 2011; Lo, 2015; 
Mete et al., 2016; Westlund & Hannon, 2008), which has negative economic 
implications for organisations. Turnover can decrease firm performance, 
productivity, efficiency, and profits (Chang, Wang, & Huang, 2013; Zimmerman 
& Darnold, 2009). In fact, The Society for Human Resource Management 
(SHRM) finds that the total costs of replacing employees range from 90% to 
200% of their annual income, with the cost to replace an individual employee at 
approximately 20% of their salary (Tinypulse, 2016). 
 
 
Therefore, this study has the potential to help ICT organisations reduce the 
massive cost associated with turnover by positing ethical leadership as an 
effective tool to attract, engage, and retain employees. It educates companies 
on the profitability of ethical leadership, especially in terms of attracting and 
retaining the younger generation by increasing their engagement. Indeed,  
Kumar and Pansari (2015) stated that increased engagement levels resulted in 
a 19% increase in earnings per share, while a Gallup study showed that work 
engagement was responsible for 78% of the difference in profitability across 
17,339 business units (Harter, Schmidt, Killian, & Agrawal, 2009). Further, 
organisations with more engaged employees had a 94% greater success rate 
within their own organisations and a 145% greater success rate across 
organisations (Messer, 2017). Thus, by proving the efficacy of ethical leadership 
in reducing turnover through engagement, and highlighting ways to develop 
ethical leaders, this study has significant economic benefits for the global and 
local ICT industry. Consequently, this will boost national and global economies 
which are increasingly dependent on the ICT sector (CompTIA, 2019).  
 
 

1.7  Operational Definitions 
 
 
To assist in the understanding of terms used in this research, the following 
operational definitions are presented: 
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Ethical Leadership: “The demonstration of normatively appropriate conduct 
through personal actions and interpersonal relationships, and the promotion of 
such conduct to followers through two-way communication, reinforcement, and 
decision-making” (Brown et al., 2005, p.120) 
 
 
Emotional Intelligence: A set of interconnected abilities possessed by 
individuals to deal with their emotions (Wong & Law, 2002)  
 
 
Collectivism: A set of values, norms, and beliefs that reflect the idea that every 
individual in a society is born to be connected with one another (Triandis, 1994)  
 
 
Ethical Climate: “Those aspects of work climate that determine what constitutes 
ethical behaviour at work” (Victor & Cullen, 1988, p. 101).  Egoistic climates are 
driven by self-serving concerns to maximise financial profits regardless of the 
cost to others; Benevolence climates are driven by altruistic and utilitarian ideals 
at every reference point; Principle climates are driven by rules, laws, and codes 
as reference points (Victor & Cullen, 1988). 
 
 
Person-Organisation Fit: The degree of congruence between individuals’ 
values, beliefs, and attitudes and the values and characteristics of the 
organisation (Cable & Judge, 1996) 
 
 
Turnover Intention: The deliberate and conscious wilfulness to leave one’s 
organisation (Tett & Meyer, 1993) 
 
 
Employee Engagement: “A positive, fulfilling, work-related state of mind 
characterised by vigor, dedication, and absorption” (Schaufeli, Salanova, 
Gonzalez-Romá, & Bakker, 2002, p.74).  
 
 

1.8  Organisation of the Chapters 
 
 
This dissertation consists of six chapters. Chapter One provides an introduction 
to the research, which includes the research background, problem statement, 
research objectives, research questions, managerial and theoretical 
significance, operational definitions, and research organisation. 
 
 
Chapter Two presents a review of the relevant literature on the research topic of 
ethical leadership. It covers the theories, antecedents, outcomes, and mediators 
involving ethical leadership, in particular those being examined in the current 
study. The chapter concludes with a summary of identified theoretical gaps 
based on the literature review.  
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Chapter Three lays out the conceptual framework of the research. Based on the 
literature review, the theoretical framework and hypotheses of the research are 
developed and explained in this chapter.  
 
 
Chapter Four explains the methodology employed in this research, specifically 
the research philosophy, research design, population and sample, sampling 
procedure, data collection, questionnaire design, and data analysis procedure. 
 
 
Chapter Five presents the results of the study, specifically respondents’ 
demographic profiles, descriptive analysis results, measurement model analysis 
results for both reflective and formative constructs, structural model analysis, 
mediation effect assessment, and independent sample t-test assessment. The 
chapter ends by summarising the hypotheses results based on the findings. 
 
 
Chapter Six concludes this paper with a discussion of the findings, followed by 
the theoretical and managerial contributions of the study. Finally, the limitations 
of the study and suggestions for future research are presented. 
 
 

1.9  Chapter Summary 
 
 
This chapter presented the background of this study as well as its objectives and 
significance to both academicians and practitioners. To address the high 
turnover in the ICT industry and the gaps in ethical leadership literature, this 
study investigated multilevel antecedents to ICT managers’ ethical leadership 
and its influence on employees’ turnover intention as mediated by employee 
engagement. This foundation of the study guided the following chapters of this 
research to ensure the objectives were achieved. 
  

© C
OPYRIG

HT U
PM



125 

REFERENCES 

Abii, F. E., Ogula, D. C. N., & Rose, J. M. (2013). Effects of individual and 
organisational factors on the turnover intentions of information 
technology professionals. International Journal of Management, 30(2), 
740-756. 

Adetoro, N. (2011). Undergraduate self-concept and use of information: A 
correlative study. PNLA Quarterly, 75(2), 2-10. 

Agarwal, U. & Gupta, V. (2018). Relationships between job characteristics, 
work engagement, conscientiousness and managers’ turnover 
intentions: A moderated-mediation analysis. Personnel Review, 47(2), 
353-377. 

Ahmad Pharmy, A. (2009). More companies expected to lift pay freeze next 
year. The Edge Malaysia. Retrieved from 
http://www2.hewittassociates.com/Lib/assets/AP/en-
AP/pdfs/global_report_malaysia.pdf 

Ahmad, I. & Gao, Y. (2018). Ethical leadership and work engagement: The 
roles of psychological empowerment and power distance orientation. 
Management Decision, 56(9), 1991-2005. 

Ahmad, S., Hasan, S., & Kaleem, A. (2018). How ethical leadership stimulates 
academics’ retention in universities: The mediating role of job-related 
affective well-being. International Journal of Educational 
Management, 32(7), 1348-1362. 

Ahmed, E.M. & Yang, T.K. (2017). High attrition rate determinants: Case study 
of the Malaysian ICT sector. Journal of Information & Knowledge 
Management, 16(3), 1-25. 

Ahn, J., Lee, S., & Yun, S. (2018). Leader's core self-evaluation, ethical 
leadership, and employee's job performance: The moderating role of 
employee's exchange ideology. Journal of Business Ethics, 148(2), 
457-470.  

Ahuja, M. K., Chudoba, K. M., Kacmar, C. J., McKnight, D. H., & George, J. F. 
(2007). IT road warriors: Balancing work-family conflict, job autonomy, 
and work overload to mitigate turnover intentions. MIS Quarterly, 
31(1), 1–17. 

Ali, N. & Baloch, Q. (2009). Predictors of organisational commitment and 
turnover intention of medical representatives (an empirical evidence of 
Pakistani companies). Journal of Managerial Sciences, 3(2), 262-273. © C
OPYRIG

HT U
PM



126 
 

Alias N.E., Noor N.M., & Hassan, R. (2014). Examining the mediating effect 
of employee engagement on the relationship between talent 
management practices and employee retention in the information 
and technology (IT) organisations in Malaysia. Journal of Human 
Resources Management and Labor Studies, 2(2), 227-242. 

Allen, M.W., Armstrong, D.J., Reid, M.F., & Riemenschneider, C.K. (2009). IT 
employee retention: Employee expectations and workplace 
environments. SIGMIS Computer Personnel Research Conference, 
Limerick, Ireland, May 2009. 

Ambrose, M., Arnaud, A., & Schminke, M. (2008). Individual moral 
development and ethical climate: The influence of person-organisation 
fit on job attitudes. Journal of Business Ethics, 77(3), 323-333. 

Amos, E. A. & Weathington, B. L. (2008). An analysis of the relation between 
employee-organisation value congruence and employee attitudes. 
The Journal of Psychology, 142(6), 615-631. 

Anderson, C., Spataro, S., & Flynn, F. (2008). Personality and organisational 
culture as determinants of influence. Journal of Applied Psychology, 
93(3), 702-710. 

Andert, D. (2011). Alternating leadership as a proactive organisational 
intervention: Addressing the needs of the Baby Boomers, Generation 
Xers and Millennials. Journal of Leadership, Accountability & Ethics, 
8(4), 67–83. 

Andrew, O. & Sofian, S. (2012). Individual factors and work outcomes of 
employee engagement. Procedia - Social and Behavioural Sciences, 
40(supp), 498-508. 

Andrews, M.C., Baker, T., & Hunt, T.G. (2011). Values and person-
organisation fit: Does moral intensity strengthen outcomes? 
Leadership & Organisation Development Journal, 32(1), 5-19. 

Angelidis, J. & Ibrahim, N. (2011). The impact of emotional intelligence on the 
ethical judgment of managers. Journal of Business Ethics, 99(1), 111-
119. 

Aon Hewitt Singapore. (2016). With voluntary employee turnover on the 
rise, technology sector companies in Singapore and Asia-Pacific 
boost 2017 salary budgets. Retrieved from 
https://apac.aonhewitt.com/ 

Apostel, E., Syrek, C. J., & Antoni, C. H. (2017). Turnover intention as a 
response to illegitimate tasks: The moderating role of appreciative 
leadership. International Journal of Stress Management, 25(3), 234-
249. 

© C
OPYRIG

HT U
PM



127 
 

Arel, B., Beaudoin, C. A., & Cianci, A. M. (2012). The impact of ethical 
leadership, the internal audit function, and moral intensity on a 
financial reporting decision. Journal of Business Ethics, 109(3), 351-
366. 

Arnaud, A. (2010). Conceptualising and measuring ethical work climate: 
Development and validation of the Ethical Climate Index. Business & 
Society, 49(2), 345-358. 

Aronson, E. (2001), Integrating leadership styles and ethical perspectives. 
Canadian Journal of Administrative Sciences, 18(1), 244–256. 

Avery, R. E., Smillie, L. D., & Fife-Schaw, C. R. (2015). Employee achievement 
orientations and personality as predictors of job satisfaction facets. 
Personality and Individual Differences, 76(1), 56-61. 

Avey, J. B., Palanski, M. E., & Walumbwa, F. O. (2011). When leadership goes 
unnoticed: The moderating role of follower self-esteem on the 
relationship between ethical leadership and follower behaviour. 
Journal of Business Ethics, 98(1), 573-582. 

Avey, J. B., Wernsing, T. S., & Palanski, M. E. (2012). Exploring the process 
of ethical leadership: The mediating role of employee voice and 
psychological ownership. Journal of Business Ethics, 107(1), 21–34. 

Avolio, B., Luthans, F., & Walumbwa, F.O., (2004). Authentic leadership: 
Theory-building for veritable sustained performance. Working paper. 
Gallup Leadership Institute, University of Nebraska, Lincoln. 

Awadzi, J. D. (2010). Performance implications of emotional intelligence and 
transformational leadership: Toward the development of a self-
efficacious military leader. Unpublished Doctoral Dissertation, Capella 
University, USA. 

Aydogdu, S. & Asikgil, B. (2011). An empirical study of the relationship among 
job satisfaction, organisational commitment and turnover intentions. 
International Review of Management and Marketing, 1(3), 43-53. 

Babalola, M.T., Stouten, J., & Euwema, M. (2016). Frequent change and 
turnover intention: the moderating role of ethical leadership. 
Journal of Business Ethics, 34(2), 311–322. 

Babin, B.J., Hair, J.F., & Boles, J.S. (2008). Publishing research in marketing 
journals using structural equations modeling. Journal of Marketing 
Theory and Practice, 16(4), 279-285. 

Bailey, C., Madden, A., Alfes, K., & Fletcher, L. (2017). The meaning, 
antecedents and outcomes of employee engagement: A narrative 
synthesis. International Journal of Management Reviews, 19(1), 31-
53. 

© C
OPYRIG

HT U
PM



128 
 

Bakker, A. B. (2009). Building engagement in the workplace. In R.J. Burke 
(Ed), The peak performing organisation, pp.50–72. Abingdon, UK: 
Routledge. 

Bakker, A. B. & Bal, P. M. (2010). Weekly work engagement and performance: 
A study among starting teachers. Journal of Occupational and 
Organisational Psychology, 83(1), 189-206. 

Bandura, A. (1977). Social learning theory. Englewood Cliffs, NJ: Prentice–
Hall. 

Bandura, A. (1986).The social learning perspective: Mechanisms of 
aggression. In H. Toch (Ed.), Psychology of crime and criminal justice, 
pp.198-236. Prospect Heights, IL: Waveland Press. 

Bandura, A. (2000). Exercise of human agency through collective 
efficacy. Current Directions in Psychological Science, 9(3), 75–78.  

Barnett, T. & Vaicys, C. (2000). The moderating effects of individuals’ 
perceptions of ethical work climate on ethical judgments and 
behavioural intentions. Journal of Business Ethics, 27(4), 351–362. 

Bar-On, R. (2006). The Bar-On model of emotional-social intelligence. 
Psicothema, 17(supp), 13-25. 

Bar-On, R., Maree, K., & Elias, M. J. (2007). Educating people to be 
emotionally intelligent. Westport, CT: Praeger Publishers. 

Bartlett, J. E. I., Kotrlik, J. W., & Higgins, C. C. (2001). Organisational research: 
Determining appropriate sample size in survey research appropriate 
sample size in survey research. Information Technology, Learning, 
and Performance Journal, 19(1), 43-50. 

Baruch, Y. & Holtom, B. C. (2008). Survey response rate levels and trends in 
organisational research. Human Relations, 61(8), 1139–1160.  

Batool, B. F. (2013). Emotional intelligence and effective leadership. Journal 
of Business Studies Quarterly, 4(3), 84-94. 

Bay, D. & McKeage, K. (2006). Emotional intelligence in undergraduate 
accounting students: Preliminary assessment. Accounting 
Education, 15(4), 439-454. 

Bedi, A., Alpaslan, C.M., & Green, S. (2016). A meta-analytic review of ethical 
leadership outcomes and moderators. Journal of Business Ethics, 
139(3), 517-536. 

Beheshtifar, M. & Rahimi-Nezhad, Z. (2012). Role of self-concept in 
organisations. European Journal of Economics, Finance and 
Administrative Sciences, 44(1), 160-163. 

© C
OPYRIG

HT U
PM



129 
 

Berardi, P. (2015). The relationship between emotional intelligence and 
authentic leadership in naval special warfare leadership. Unpublished 
doctoral dissertation, Capella University, USA. 

Bhal, K. T. & Dadhich, A. (2011). Impact of ethical leadership and leader–
member exchange on whistle blowing: The moderating impact of the 
moral intensity of the issue. Journal of Business Ethics, 103(3), 485-
496. 

Birtch, T.A. & Chiang, F.F.T. (2014). The influence of business school’s ethical 
climate on students’ unethical behaviour. Journal of Business Ethics, 
123(1), 283–294. 

Blasius, J. & Brandt, M. (2010). Representativeness in online surveys through 
stratified samples. Bulletin de Méthodologie Sociologique, 107(1), 5–
21. 

Blau, P. M. (1964). Exchange and power in social life. New York: Wiley. 

Bluedorn, A. C. (1978). A taxonomy of turnover. Academy of Management 
Review, 3(3), 647–651. 

Bollen, K.A. (2011). Evaluating effect, composite, and casual indicators in 
structural equation models. MIS Quarterly, 35(2), 359-372. 

Bond, M. H. (1988). Finding universal dimensions of individual variation in 
multicultural studies of values: The Rokeach and Chinese value 
surveys. Journal of Personality and Social Psychology, 55(6), 1009-
1015. 

Bonner, J.M., Greenbaum, R. L., & Mayer, D. M. (2014). My boss is morally 
disengaged: The role of ethical leadership in explaining the interactive 
effect of supervisor and employee moral disengagement on employee 
behaviours. Journal of Business Ethics, 6(6), 1-12.  

Bothma, C.F.C. & Roodt, G. (2013). The validation of the turnover intention 
scale. SA Journal of Human Resource Management, 11(1), 507-519. 

Bouckenooghe, D., Zafar, A., & Raja, U. (2014). How ethical leadership shapes 
employees’ job performance: The mediating roles of goal congruence 
and psychological capital. Journal of Business Ethics, 129(2), 251-
264. 

Boyd, C. M., Bakker, A. B., Pignata, S., Winefield, A. H., Gillespie, N., & 
Stough, C. (2011). A longitudinal test of the job demands-resources 
model among Australian university academics. Applied Psychology: 
An International Review, 60(1), 112–140. © C
OPYRIG

HT U
PM



130 
 

Brackett, M. A., Rivers, S. E., & Salovey, P. (2011). Emotional intelligence: 
Implications for personal, social, academic, and workplace 
success. Social and Personality Psychology Compass, 5(1), 88-103.  

Bratton, V. K., Dodd, N. G., & Brown, F. W. (2011). The impact of emotional 
intelligence on accuracy of self-awareness and leadership 
performance. Leadership & Organisation Development Journal, 32(1), 
127–149. 

Brown, M. E. & Mitchell, M. S. (2010). Ethical and unethical leadership: 
Exploring new avenues for future research. Business Ethics Quarterly, 
20(4), 583-616. 

Brown, M. E. & Trevino, L. K. (2006). Ethical leadership: A review and future 
directions. The Leadership Quarterly, 17(6), 595-616. 

Brown, M. E., Trevino, L. K., & Harrison, D. A. (2005). Ethical leadership: A 
social learning perspective for construct development and testing. 
Organisational Behaviour and Human Decision Processes, 97(2), 117-
134. 

Brown, M. E. & Trevino, L. K. (2014). Do role models matter? An investigation 
of role modeling as an antecedent of perceived ethical leadership. 
Journal of Business Ethics, 122(4), 587-598. 

Buchan, H. F. (2005). Ethical decision making in the public accounting 
profession: An extension of Ajzen’s theory of planned behaviour. 
Journal of Business Ethics, 61(2), 165-181. 

Bulutlar, F. & Oz, E. U. (2009). The effects of ethical climates on bullying 
behaviour in the workplace. Journal of Business Ethics, 86(3), 273–
295. 

Burns, C. (2018). IT employee engagement and job satisfaction: An 
explanatory multiple regression analysis. Unpublished doctoral 
dissertation. Capella University, USA. 

Byun, G., Karau, S.J., Dai, Y., & Lee, S. (2018). A three-level examination of 
the cascading effects of ethical leadership on employee outcomes: A 
moderated mediation analysis. Journal of Business Research, 88(3), 
44-53. 

Cable, D. M. & DeRue, D. S. (2002). The convergent and discriminant validity 
of subjective fit perceptions. Journal of Applied Psychology, 87(5), 
875-884. 

Cable, D. M. & Judge, T. A. (1996). Person-organisation fit, job choice 
decisions, and organisational entry. Organisational Behaviour & 
Human Decision Processes, 67(3), 294-311. 

© C
OPYRIG

HT U
PM



131 
 

Carrington, T. (2015). A correlational study of emotional intelligence and 
servant leadership among church leaders. Unpublished Doctoral 
Dissertation, Wilmington University, USA. 

Chang, H., Chi, N., & Chuang, A. (2010). Exploring the moderating roles of 
perceived person-job fit and person-organisation fit on the relationship 
between training investment and knowledge workers’ turnover 
intentions. Applied Psychology: An International Review, 59(4), 566-
593. 

Chang, S. (2008). Work role stressors and turnover intentions: A study of IT 
personnel in South Korea. Zeitschrift für Personalforschung, 22(3), 
272–290. 

Chang, W. J. A., Wang, Y. S. & Huang, T. C. (2013). Work design–related 
antecedents of turnover intention: A multilevel approach. Human 
Resource Management, 52(1), 1-26. 

Chatman, J. A. (1989). Improving interactional organisational research: A 
model of person-organisation fit. Academy of Management Review, 
14(3), 333-349. 

Chatman, J. A. (1991). Matching people and organisations: Selection and 
socialization in public accounting firms. Administrative Science 
Quarterly, 36(3), 459-484.  

Chen, G. H. (2007). Evaluating the Individualism and Collectivism Scale for 
use in mainland China. Psychological Reports, 101(1), 93-99. 

Chen, P., Sparrow, P., & Cooper, C. (2016). The relationship between person-
organisation fit and job satisfaction. Journal of Managerial Psychology, 
31(5), 946 – 959. 

Chen, X., Gong, J., Yu, B., Li, S., Striley, C., Yang, N., & Li, F. (2015). 
Constructs, concept mapping, and psychometric assessment of the 
Concise Scale of Individualism–Collectivism. Social Behaviour and 
Personality: An International Journal, 43(4), 667-684.  

Cheng, M.Y. & Wang, L. (2015). The mediating effect of ethical climate on 
the relationship between paternalistic leadership and team 
identification: A team-level analysis in the Chinese context. Journal 
of Business Ethics, 129(3), 639–654. 

Cheng, J.W., Chang, S.C., Kuo, J.H., & Cheung, Y.H. (2014). Ethical 
leadership, work engagement, and voice behaviour. Industrial 
Management & Data Systems, 114(5), 817-831. 

Cherniss, C., & Adler, M. (2000). Promoting emotional intelligence in 
organisations. Alexandria, VA: American Society for Training and 
Development (ASTD).  

© C
OPYRIG

HT U
PM

http://www.emeraldinsight.com/author/Cheng%2C+Jen-Wei
http://www.emeraldinsight.com/author/Chang%2C+Shu-Ching
http://www.emeraldinsight.com/author/Kuo%2C+Jyh-Huei
http://www.emeraldinsight.com/author/Cheung%2C+Yu-Ha


132 
 

Chhokar, J. S., Brodbeck, F. C., & House, R. J. (Eds.). (2008). LEA's 
organisation and management series. Culture and leadership across 
the world: The GLOBE book of in-depth studies of 25 
societies. Mahwah, NJ, US: Lawrence Erlbaum Associates 
Publishers. 

Chi, N.W. & Pan, S.Y. (2012). A multilevel investigation of missing links 
between transformational leadership and task performance: The 
mediating roles of perceived person-job fit and person-organisation fit. 
Journal of Business Psychology, 27(1), 43–56. 

Chidlow, A., Ghauri, P. N., Yeniyurt, S., & Cavusgil, S. T.  (2015). Establishing 
rigor in mail-survey procedures in international business research. 
Journal of World Business, 50(1), 26–35. 

Chowdhury, R. (2017). Emotional intelligence and consumer ethics: The 
mediating role of personal moral philosophies. Journal of Business 
Ethics, 142(3), 527-548. 

Christian, J. & Ellis, A. (2014). The crucial role of turnover intentions in 
transforming moral disengagement into deviant behaviour at work. 
Journal of Business Ethics, 119(2), 193-208. 

Christian, M.S., Garza, A.S., & Slaughter, J.E. (2011). Work engagement: a 
quantitative review and test of its relations with task and contextual 
performance. Personnel Psychology, 64(1), 89–136. 

Chughtai, A. A. (2014). Can ethical leadership enhance employees’ work 
engagement? The Business & Management Review, 4(3), 14-15. 

Chughtai, A., Byrne, M., & Flood, B. (2014). Linking ethical leadership to 
employee well-being: The role of trust in supervisor. Journal of 
Business Ethics, 128(3), 653-663.  

Ciarniene, R. & Vienazindiene, M. (2018). Flexible work arrangements from 
generation and gender perspectives: Evidence from Lithuania. 
Engineering Economics, 29(1), 84-92. 

Ciulla, J. B. (1995). Leadership ethics: Mapping the territory. Business 
Ethics Quarterly, 5(1), 5-24.  

Clarivate Analytics. (2017). State of Innovation Report 2017. Retrieved 
from www.clarivate.com 

Clarke, N. (2010). The impact of a training program designed to target the 
emotional intelligence abilities of project managers. International 
Journal of Project Management, 28(5), 461–468. 

Cohen, J. (1988). Statistical power analysis for the behavioural sciences (2nd 
ed.). Hillsdale, NJ: Lawrence Erlbaum Associates.  

© C
OPYRIG

HT U
PM



133 
 

Cohen, J. (1992). Quantitative methods in psychology: A power primer. 
Psychological Bulletin, 112(1), 155-159.  

Coklar, A. N. (2012). ICT ethical leadership scale (ICTELS): A study of 
reliability and validity on Turkish pre-service teachers. International 
Journal of Human Sciences, 9(1), 82-101. 

CompTIA. (2019). IT Industry Outlook. Retrieved from www.comptia.org 

Coombs, C. (2009). Improving retention strategies for IT professionals working 
in the public sector. Information & Management, 46(4), 233-240. 

Cooper, D. & Schindler, P. (2008). Business research methods (10th ed.). New 
York: McGraw-Hill. 

Cordero, E. D. (2011). Self-esteem, social support, collectivism, and the thin-
ideal in Latina undergraduates. Body Image, 8(1), 82-85. 

Cote, S. & Miners, C.T. (2006). Emotional intelligence, cognitive intelligence, 
and job performance. Administrative Science Quarterly, 51(1), 1–28.  

Creswell, J. & Plano-Clark, V. (Eds.). (2011). Designing and conducting mixed 
methods research. Thousand Oaks, CA: Sage Publications. 

Creswell, J. (2003). Research design: qualitative, quantitative, and mixed 
methods design. Thousand Oaks, CA: Sage Publications. 

Creswell, J. (2014). Research design: Qualitative, quantitative, and mixed 
methods approaches (4th ed.). Thousand Oaks, CA: Sage 
Publications. 

Cullen, J. B., Parboteeah, K. P., & Hoegl, M. (2004). Cross-national differences 
in managers’ willingness to justify ethically suspect behaviour: A test 
of institutional anomie theory. Academy of Management Journal, 
47(3), 411–421. 

Cullen, J. B., Parboteeah, K. P., & Victor, B. (2003). The effects of ethical 
climates on organisational commitment: A two-study analysis. Journal 
of Business Ethics, 46(2), 127-141. 

Cullen, J. B., Victor, B., & Bronson, J. W. (1993). The Ethical Climate 
Questionnaire: An assessment of its development and 
validity. Psychological Reports, 73(2), 667–674.  

Culpepper, R. A. & Watts, L. (1999). Measuring cultural dimensions at the 
individual level: An examination of the Dorfman and Howell (1988) 
scales and Robertson and Hoffman (1999) scale. Academy of 
Strategic and Organisational Leadership, 3(1), 22–34. 

© C
OPYRIG

HT U
PM

http://www.comptia.org/


134 
 

Curry, C. (2016). Exploring vertical and horizontal dimensions of individualism 
and collectivism as predictors of organisational citizenship behaviour. 
Unpublished doctoral dissertation, Barry University, USA. 

Cycyota, C. S. & Harrison, D. A.  (2006). What (not) to expect when surveying 
executives: A meta-analysis of top manager response rates and 
techniques over time. Organisational Research Methods, 9(2), 133–
160.  

Dalton, D. R., Todor, W. D., & Krackhardt, D. M. (1982). Turnover overstated: 
the functional taxonomy. Academy of Management Review, 7(1), 117-
123. 

Day, A. L. & Carroll, S. A. (2004). Using an ability-based measure of emotional 
intelligence to predict individual performance, group performance, and 
group citizenship behaviours. Personality and Individual Differences, 
36(6), 1443-1458. 

De Hoogh, A. H. & Den Hartog, D. N. (2008). Ethical and despotic leadership, 
relationships with leader’s social responsibility, top management team 
effectiveness and subordinates’ optimism: A multi-method study. The 
Leadership Quarterly, 19(3), 297-311. 

DeConinck, J. B. (2010). The influence of ethical climate on marketing 
employees’ job attitudes and behaviours. Journal of Business 
Research, 63(1), 384–391. 

DeConinck, J. B. (2011). The effects of ethical climate on organisational 
identification, supervisory trust, and turnover among salespeople. 
Journal of Business Research, 64(6), 617–624. 

Deloitte. (2015). The Deloitte Millennial Survey 2015. Retrieved from 
www.deloitte.com/MillennialSurvey 

Deloitte. (2016). The 2016 Deloitte Millennial Survey 2016. Retrieved from 
www.deloitte.com/MillennialSurvey 

Deloitte. (2017). The 2017 Deloitte Millennial Survey 2017. Retrieved from 
www.deloitte.com/MillennialSurvey 

Deloitte. (2018). The 2018 Deloitte Millennial Survey 2018. Retrieved from 
www.deloitte.com/MillennialSurvey 

Demerouti, E. & Cropanzano, R. (2010). From thought to action: Employee 
work engagement and job performance. In A. B. Bakker & M. P. Leiter 
(Eds.), Work engagement: A handbook of essential theory and 
research, pp.147–163. New York, NY: Psychology Press. © C
OPYRIG

HT U
PM

http://www.deloitte.com/MillennialSurvey
http://www.deloitte.com/MillennialSurvey
http://www.deloitte.com/MillennialSurvey


135 
 

Demirtas, O. & Akdogan, A. (2015). The effect of ethical leadership behaviour 
on ethical climate, turnover intention, and affective commitment. 
Journal of Business Ethics, 130(1), 59–67. 

Den Hartog, D. N. & Belschak, F. D. (2012). Work engagement and 
Machiavellianism in the ethical leadership process. Journal of 
Business Ethics, 107(1), 35-47. 

Den Hartog, D. N. & De Hoogh, A. H. (2009). Empowering behaviour and 
leader fairness and integrity: Studying perceptions of ethical leader 
behaviour from a levels-of-analysis perspective. European Journal of 
Work and Organisational Psychology, 18(2), 199-230. 

Department of Statistics Malaysia. (2012). Labour Force Survey Report 2012. 
Retrieved from http://www.statistics.gov.my 

Department of Statistics Malaysia. (2017). Key Statistics of Labour Force in 
Malaysia 2017. Retrieved from http://www.statistics.gov.my 

Department of Statistics Malaysia. (2018). ICT’s Contribution to Economy 
Increased 17.8 Per Cent In 2017. Retrieved from 
http://www.statistics.gov.my 

Deshpande, S. P. & Joseph, J. (2008). Impact of emotional intelligence, ethical 
climate, and behaviour of peers on ethical behaviour. Journal of 
Business Ethics, 85(3), 403-410. 

Deshpande, S. P. (1996). Ethical climate and the link between success and 
ethical behaviour. An empirical investigation of a non-profit 
organisation. Journal of Business Ethics, 15(3), 315-320. 

Deshpande, S. P. (2009). A study of ethical decision making by physicians and 
nurses in hospitals. Journal of Business Ethics, 90(3), 387-397. 

Deshpande, S. P., George, E., & Joseph, J. (2000). Ethical climates and 
managerial success in Russian organisations. Journal of Business 
Ethics, 23(2), 211-217. 

Deshpande, S. P., Joseph, J. & Prasad, R. (2008). Impact of managerial 
dependencies on ethical behaviour. Journal of Business Ethics, 83(1), 
535-542. 

Deshpande, S. P., Joseph, J., & Shu, X. (2011). Ethical climate and managerial 
success in China. Journal of Business Ethics, 99(4), 527-534. 

Detert, J. R., Trevino, L. K., & Sweitzer, V. L. (2008). Moral disengagement in 
ethical decision making: A study of antecedents and outcomes. 
Journal of Applied Psychology, 93(2), 374-389. 

© C
OPYRIG

HT U
PM

http://www.statistics.gov.my/
http://www.statistics.gov.my/


136 
 

Deyoe, R. H. & Fox, T. L. (2011). Identifying strategies to minimize workplace 
conflict due to generational differences. Journal of Behavioural Studies 
in Business, 4(1), 1-17. 

Dickson, M. W., Smith, D. B., Grojean, M., & Ehrhart, M. G. (2001). An 
organisational climate regarding ethics: The outcome of leader values 
and the practices that reflect them. Leadership Quarterly, 12(2), 197–
217. 

Dillman, D. & Groves, B. (2011). Internet, mail and mixed mode surveys: the 
tailored design method, Survey Research, 34(833), 635. 

Dillman, D. A. (1991). The design and administration of mail surveys. Annual 
Review of Sociology, 17(1), 225–249. 

Dillman, D. A. (2000). Mail and Internet surveys: The tailored design method, 
Second edition. New York: John Wiley and Sons. 

Dillman, D. A., Smyth, J. D. & Christian, L. M. (2009). Internet, mail, and mixed-
mode surveys: The tailored design method. New York, NY: John Wiley 
& Sons.  

Dos Santos, L. B. & De Domenico, S. M. R. (2015). Person-organisation fit: 
Bibliometric study and research agenda. European Business Review, 
27(6), 573-592. 

Downes, P. E., Kristof-Brown, A. L., Judge, T. A., & Darnold, T. C. (2017). 
Motivational mechanisms of self-concordance theory: Goal-specific 
efficacy and person–organisation fit. Journal of Business and 
Psychology, 32(2), 197-215. 

Dust, S.B., Resick, C.J., Margolis, J.A., Mawritz, M.B., & Greenbaum, R.L. 
(2018). Ethical leadership and employee success: Examining the roles 
of psychological empowerment and emotional exhaustion. The 
Leadership Quarterly, 29(5), 580-583. 

Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organisational images 
and member identification. Administrative Science Quarterly, 39(1), 
239–263. 

Earley, P. C. (1989). Social loafing and collectivism: A comparison of the 
United States and the People's Republic of China. Administrative 
Science Quarterly, 34(4), 565-581.  

Earley, P. C. (1993). East meets West meets Mideast: Further explorations of 
collectivistic and individualistic work groups. Academy of Management 
Journal, 36(2), 319-348. 

Economic Planning Unit. (2017). Driving ICT in the Knowledge Economy. 
Retrieved from www.epu.gov.my 

© C
OPYRIG

HT U
PM

http://www.emeraldinsight.com/author/de+Domenico%2C+Silvia+Marcia+Russi
http://www.epu.gov.my/


137 
 

Edelman, P. & van Knippenberg, D. (2018). Emotional intelligence, 
management of subordinate’s emotions, and leadership effectiveness. 
Leadership & Organisation Development Journal, 39(5), 592-607. 

Edwards, J. R. & Shipp, A. J. (2012). The relationship between person-
environment fit and outcomes: an integrative theoretical framework. In 
C. Ostroff & T. A. Judge (Eds), Perspectives on organisational fit, 
pp.209-258. New York: Psychology Press. 

Edwards, J.R. (1996). An examination of competing versions of the person–
environment fit approach to stress. Academy of Management Journal, 
39(2), 292–339. 

Ehrhart, M. G. & Raver, J. L. (2014). The effects of organisational climate and 
culture on productive and counterproductive behaviour. In B. 
Schneider & K. M. Barbera (Eds.), Oxford library of psychology. The 
Oxford handbook of organisational climate and culture, pp.153-176. 
New York: Oxford University Press. 

Eisenbeiss, S. A. (2012). Re-thinking ethical leadership: An interdisciplinary 
integrative approach. The Leadership Quarterly, 23(5), 791-808. 

Eisenbeiss, S. A. & Broadbeck, F. (2014). Ethical and unethical leadership: A 
cross-cultural and cross-sectoral analysis. Journal of Business Ethics, 
122(2), 1-17. 

Eisenbeiss, S. A. & Giessner, S. R. (2012). The emergence and maintenance 
of ethical leadership in organisations: A question of embeddedness? 
Journal of Personnel Psychology, 11(1), 7-19. 

Eisenbeiss, S.A., van Knippenberg, D., & Fahrbach, C.M. (2015). Doing well 
by doing good? Analyzing the relationship between CEO ethical 
leadership and firm performance. Journal of Business Ethics, 128(3), 
635-651. 

Elci, M., Şener, İ., Aksoy, S., & Alpkan, L. (2012). The impact of ethical 
leadership and leadership effectiveness on employees’ turnover 
intention: the mediating role of work related stress. Procedia - Social 
and Behavioural Sciences, 58(1), 289-297.  

Ellemers, N., Pagliaro, S., & Barreto, M. (2013). Morality and behavioural 
regulation in groups: a social identity approach. European Review of 
Social Psychology, 24(1), 160–193. 

Engelbrecht, A., Wolmarans, J., & Mahembe, B. (2017). Effect of ethical 
leadership and climate on effectiveness. SA Journal of Human 
Resource Management, 15(1), 1-8.  © C
OPYRIG

HT U
PM



138 
 

Engelbrecht, A.S., Heine, G., & Mahembe, B. (2014). The influence of ethical 
leadership on trust and work engagement: An exploratory study. SA 
Journal of Industrial Psychology, 40(1), 1–9.  

Erben, G.S. & Guneser, A.B. (2008). The relationship between paternalistic 
leadership and organisational commitment: Investigating the role of 
climate regarding ethics. Journal of Business Ethics, 82(4), 955–968. 

Erez, M. & Somech, A. (1996). Is group productivity loss the rule or the 
exception? Effects of culture and group-based motivation. Academy of 
Management Journal, 39(6), 1513–1537. 

Erickson, C. (2012). Small Teams Are Dramatically More Efficient than Large 
Teams. Retrieved from www.atomicobject.com 

Ernst & Young. (2017). Asia Pacific Fraud Survey 2017. Retrieved from 
www.ey.com 

Eubanks, D. L., Brown, A. D., & Ybema, S. (2012). Leadership, identity and 
ethics. Journal of Business Ethics, 107(1), 1–3. 

Eutsler, J. & Lang, B. (2015). Rating scales in accounting research: The impact 
of scale points and labels. Behavioural Research in Accounting, 27(2), 
35-51. 

Farh, C.I., Seo, M.G., & Tesluk, P.E. (2012). Emotional intelligence, 
teamwork effectiveness, and job performance: The moderating role 
of job context. Journal of Applied Psychology, 97(4), 890-900. 

Farnia, F. & Nafukho, F. M. (2016). Emotional intelligence research within 
human resource development scholarship. European Journal of 
Training and Development, 40(2), 90-110. 

Fein, E.C., Tziner, A., Lusky, L., & Palachy, O. (2013). Relationships 
between ethical climate, justice perceptions, and LMX. Leadership 
& Organisation Development Journal, 34(2), 147–163. 

Felfe, J., Yan, W., & Bend, S. (2008). The impact of individual collectivism on 
commitment and its influence on organisational citizenship behaviour 
and turnover in three countries. International Journal of Cross Cultural 
Management, 8(2), 211-237. 

Feng-Hua, Y., You-Shiun, T., & Kun-Chih, T. (2014). The influences of ethical 
climate on turnover intention: The mediating role of emotional 
exhaustion. International Journal of Organisational Innovation, 6(4), 
72-89. 

Feng-I, F. (2011). A study on school leaders' ethical orientations in Taiwan. 
Ethics & Behaviour, 21(4), 317-331.  

© C
OPYRIG

HT U
PM



139 
 

Finstad, K. (2010) The usability metric for user experience. Interactive 
Computing, 22(5), 323–327. 

Fiori, M., Antonietti, J.P., Mikolajczak, M., Luminet, O., Hansenne, M., & 
Rossier, J. (2014). What is the Ability Emotional Intelligence Test 
(MSCEIT) good for? An evaluation using item response theory. Public 
Library of Science One, 9(6), e98827.  

Forgas, J. P. (1992). Affect in social judgments and decisions: A multiprocess 
model. Advances in Experimental Social Psychology, 25(1), 227-275. 

Freedman, M. L. (2008). Job hopping, earnings dynamics, and industrial 
agglomeration in the software publishing industry. Journal of Urban 
Economics, 64(3), 590-600. 

Frisch, C. & Huppenbauer, M. (2014). New insights into ethical leadership: A 
qualitative investigation of the experiences of executive ethical 
leaders. Journal of Business Ethics, 123(1), 23-43. 

Fritzsche, D. J. (2000). Ethical climates and the ethical dimension of decision 
making. Journal of Business Ethics, 24(2), 125–140.  

Fry, L. W. (2003). Toward a theory of spiritual leadership. The Leadership 
Quarterly, 14(6), 693-727.  

Fry, R. (2018). Millennials overtake Baby Boomers as America’s largest 
generation. Pew Research Center. Retrieved from 
http://www.pewresearch.org 

Fu, W. (2014). The impact of emotional intelligence, organisational 
commitment, and job satisfaction on ethical behaviour of Chinese 
employees. Journal of Business Ethics, 122(1), 137-144.  

Fu, W. & Deshpande, S. P. (2009).Factors impacting ethical behaviour in a 
Chinese state-owned steel company. Journal of Business Ethics, 
105(2), 231-237. 

Fuchs, C. (2017). Report Finds Little Change in Tech Industry Leadership 
Diversity. Retrieved from www.nbcnews.com 

Gardner, H. (1983). Frames of mind: The theory of multiple intelligences. New 
York: Basic Books. 

Gardner, L. J. & Stough, C. (2003). Exploration of the relationship between 
workplace, emotional intelligence, occupational stress and employee 
health. Australian Journal of Psychology, 55(1), 181–95.  

Gardner, W. L., Cogliser, C. C., Davis, K. M., & Dickens, M. P. (2011). 
Authentic leadership: A review of the literature and research agenda. 
The Leadership Quarterly, 22(6), 1120–1145. 

© C
OPYRIG

HT U
PM



140 
 

Gefen, D., Rigdon, E.E. & Straub, D. (2011). An update and extension to SEM 
guidelines for administrative and social science research. MIS 
Quarterly, 35(2), 3-14. 

Gelfand, M. J., Raver, J. L., Nishii, L., Leslie, L. M., Lun, J., Lim, B. C., . . . 
Yamaguchi, S. (2011). Differences between tight and loose cultures: 
A 33-nation study. Science, 332(1), 1100–1104. 

George, J. M. (2000). Emotions and leadership: The role of emotional 
intelligence. Human Relations, 53(8), 1027-1055. 

Ghahroodi, M.K., Mohd Ghazali, M.Z., & Ghorbhan, Z.S. (2013). Examining 
ethical leadership and its impacts on the followers’ behavioural 
outcomes. Asian Social Science, 9(3), 91-96. 

Ghanem, K. A. & Castelli, P. A. (2019). Accountability and moral competence 
promote ethical leadership. The Journal of Values-Based Leadership, 
12(1), 1-27. 

Ghapanchi, A.H. & Aurum, A. (2011). Antecedents to IT personnel’s intentions 
to leave: A systematic literature review. Journal of Systems and 
Software, 84(2), 238-249. 

Ghauri, P. & Gronhaug, K. (2005). Research methods in business studies: A 
practical guide. Harlow, England: Financial Times Prentice Hall. 

Ghosh, K. (2015). Benevolent leadership in not-for-profit organisations. 
Leadership & Organisation Development Journal, 36(5), 592–611. 

Global Shapers Annual Survey. (2016). Millennials Uphold Ideals of Global 
Citizenship amid Concern for Corruption, Climate Change and Lack of 
Opportunity. Retrieved from www.weforum.org 

Godse, A.S. & Thingujam, N.S. (2009). Perceived emotional intelligence and 
conflict resolution styles among information technology professionals: 
Testing the mediating role of personality. Singapore Management 
Review, 32(1), 69-83. 

Gohm, C. (2003). Mood regulation and emotional intelligence: Individual 
differences. Journal of Personality and Social Psychology, 84(3), 594–
607. 

Gold, A.H., Malhotra, A., & Segars, A.H. (2001). Knowledge management: An 
organisational capabilities perspective. Journal of Management, 18(1), 
185-214. 

Goleman, D. (1995). Emotional intelligence: Why it can matter more than IQ. 
New York: Bantam Books. 

© C
OPYRIG

HT U
PM



141 
 

Goleman, D. (1998). Working with emotional intelligence. London, England: 
Bloomsbury. 

Goleman, D., Boyatzis, R., & McKee, A. (2002). Primal leadership; Realizing 
the power of emotional intelligence. Boston, MA: Harvard Business 
Press. 

Golparvar, M. & Javadian, Z. (2012). Intermediate role of perceived 
organisational justice about relation between employees’ self-concept 
and their satisfaction. International Journal of Psychological Studies, 
4(2), 28-41. 

Goodwin, R. & Hernandez Plaza, S. (2000). Perceived and received social 
support in two cultures: Collectivism and support among British and 
Spanish students. Journal of Social and Personal 
Relationships, 17(2), 282–291.  

Gorsira, M., Steg, L. Denkers, A., & Huisman, W. (2018). Corruption in 
organisations: Ethical climate and individual motives. Administrative 
Sciences, 8(4), 1-19. 

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of 
antecedents and correlates of employee turnover: Update, moderator 
tests, and research implications for the millennium. Journal of 
Management, 26(3), 463-488. 

Grobler, A. & Holtzhausen, M.M.E. (2018). Supervisory trust to be earned: The 
role of ethical leadership mediated by person-organisational fit. South 
African Journal of Economic and Management Sciences, 21(1), 1-11. 

Groves, K. & LaRocca, M. (2011). An empirical study of leader ethical values, 
transformational and transactional leadership, and follower attitudes 
toward corporate social responsibility. Journal of Business Ethics, 
103(4), 511–528. 

Guan, Y., Deng, H., Bond, M. H., Chen, S. X., & Chan, C. C. (2010). Person-
job fit and work-related attitudes among Chinese employees: Need for 
cognitive closure as moderator. Basic and Applied Social Psychology, 
32(3), 250-260. 

Guay, R. P. (2011). Igniting the fire between leaders and followers: the impact 
of having the right fit. Unpublished doctoral dissertation, University of 
Iowa, USA.  

Guay, R. P. (2012). The relationship between leader fit and transformational 
leadership. Journal of Managerial Psychology, 28(1), 55-73. 

Haar, J., Roche, M., & Brougham, D. (2018). Indigenous insights into ethical 
leadership: A study of Māori leaders. Journal of Business Ethics, 1-20. 
Advance online publication, DOI: 10.1007/s10551-018-3869-3. 

© C
OPYRIG

HT U
PM



142 
 

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1995). Multivariate 
Data Analysis (3rd ed). New York: Macmillan Publishing Company. 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2014). Multivariate 
Data Analysis (7th ed). New York: Pearson. 

Hair, J. F., Matthews, L. M., Matthews, R. L., & Sarstedt, M. (2017). PLS-SEM 
or CB-SEM: Updated guidelines on which method to use. International 
Journal of Multivariate Data Analysis, 1(2), 107-123. 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver 
bullet. Journal of Marketing Theory and Practice, 19(2), 139-151. 

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and 
how to report the results of PLS-SEM. European Business Review, 
31(1), 2-24. 

Hair, J.F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V.G. (2014). Partial least 
squares structural equation modeling (PLS-SEM): An emerging tool in 
business research. European Business Review, 26(2), 106-121. 

Hakanen, J. J., Schaufeli, W. B., & Ahola, K. (2008). The job demands-
resources model: A three year cross-lagged study of burnout, 
depression, commitment, and work engagement. Work & Stress, 
22(3), 224–241. 

Halbesleben, J. R. & Wheeler, A. R. (2008). The relative roles of engagement 
and embeddedness in predicting job performance and intention to 
leave. Work & Stress, 22(3), 242-256. 

Halbesleben, J. R. (2010). A meta-analysis of work engagement: 
Relationships with burnout, demands, resources, and 
consequences. In A. B. Bakker & M. P. Leiter (Eds.), Work 
engagement: A handbook of essential theory and research, pp.102-
117. New York: Psychology Press.  

Haller, D. K., Fischer, P., & Frey, D. (2018). The power of good: A leader's 
personal power as a mediator of the ethical leadership-follower 
outcomes link. Frontiers in Psychology, 9(1), Art.1094, 1-21.  

Hancock, J. I., Allen, D. G., Bosco, F. A., McDaniel, K. R., & Pierce, C. A. 
(2013). Metaanalytic review of employee turnover as a predictor of firm 
performance. Journal of Management, 39(3), 573-603. 

Hanges, P. J. & Dickson, M. W. (2004). The development and validation of the 
GLOBE culture and leadership scales. In V. House, P. J. Hanges, M. 
Javidan, & P. W. Dorfman (Eds.), Culture, leadership, and 
organisations: The GLOBE study of 62 societies, pp.205-218. 
Thousand Oaks, CA: Sage. 

© C
OPYRIG

HT U
PM

http://www.emeraldinsight.com/author/Hair+Jr%2C+Joe
http://www.emeraldinsight.com/author/Sarstedt%2C+Marko
http://www.emeraldinsight.com/author/Hopkins%2C+Lucas
http://www.emeraldinsight.com/author/Kuppelwieser%2C+Volker


143 
 

Hansen, S. D., Alge, B. J., Brown, M. E., Jackson, C. L., & Dunford, B. B. 
(2013). Ethical leadership: Assessing the value of a multifoci social 
exchange perspective. Journal of Business Ethics, 115(3), 435-449. 

Hansen, S.D., Dunford, B., Alge, B.J., & Jackson, C.L. (2016). Corporate social 
responsibility, ethical leadership, and trust propensity: A multi-
experience model of perceived ethical climate. Journal of Business 
Ethics, 137(4), 649–662. 

Harden, G., Boakye, K.G., & Ryan, S. (2018): Turnover intention of technology 
professionals: A social exchange theory perspective. Journal of 
Computer Information Systems, 58(4), 291-300.  

Harms, P. & Crede, M. (2010). Emotional intelligence and transformational and 
transactional leadership: A meta-analysis. Journal of Leadership & 
Organisational Studies, 77(1), 5-17. 

Harper, S. R. & White, C. D. (2013). The impact of member emotional 
intelligence on psychological safety in work teams. Journal of 
Behavioural and Applied Management, 15(1), 2–10. 

Harter, J. K., Schmidt, F. L., Killian, E. A., & Agrawal, S. (2009). Q12 Meta-
analysis: The Relationship between Engagement at Work and 
Organisational Outcomes. White Paper Gallup Organisation. 
Retrieved from: http://www.gallup.com 

Harwell, M. R. (2011). Research design: Qualitative, quantitative, and mixed 
methods. In C. Conrad & R.C. Serlin (Eds.), The Sage handbook for 
research in education: Pursuing ideas as the keystone of exemplary 
inquiry (2nd Ed). Thousand Oaks, CA: Sage. 

Hashish, E. A. (2017). Relationship between ethical work climate and nurses’ 
perception of organisational support, commitment, job satisfaction and 
turnover intent. Nursing Ethics, 24(2): 151–166. 

Haynes, B. P. (2011). The impact of generational differences on the workplace. 
Journal of Corporate Real Estate, 13(2), 98-108.  

Henseler, J. (2010). On the convergence of the partial least squares path 
modeling algorithm. Computational Statistics, 25(1), 107-120. 

Henseler, J., Ringle, C.M., & Sarstedt, M. (2015). A new criterion for assessing 
discriminant validity in variance-based structural equation modeling. 
Journal of the Academy of Marketing Science, 43(1), 115–135. 

High, R. (2000). Important factors in designing statistical power analysis 
studies. Computing News, Summer issue, 14-15.  © C
OPYRIG

HT U
PM

http://www.gallup.com/


144 
 

Hofaidhllaoui, M. & Chhinzer, N. (2014). The relationship between satisfaction 
and turnover intentions for knowledge workers. Engineering 
Management Journal, 26(2), 3-9. 

Hoffman, B. J., Bynum, B. H., Piccolo, R. F., & Sutton, A. W. (2011). Person-
organisation value congruence: How transformational leaders 
influence work group effectiveness. Academy of Management Journal, 
54(4), 779-796. 

Hofstede, G. (1980). Culture’s consequences. Beverly Hills, CA: Sage. 

Hofstede, G. (1993). Cultural constraints in management theories. Academy 
of Management Perspectives, 7(1), 81-94. 

Hofstede, G. (2001). Culture’s consequences: Comparing values, behaviours, 
institutions, and organisations across nations, (2nd ed.). Thousand 
Oaks, CA: Sage. 

Hogan, R., Curphy, G. J., & Hogan, J. (1994). What we know about 
leadership: Effectiveness and personality. American Psychologist, 
49(6), 493-504. 

Hogg, M. A. & Abrams, D. (1999). Social identity and social cognition: Historical 
background and current trends. In D. Abrams & M. A. Hogg (Eds.), 
Social identity and social cognition, pp.1–25. Oxford, England: 
Blackwell. 

Hogg, M. A., Hardie, E. A., & Reynolds, K. (1995). Prototypical similarity, self-
categorization, and depersonalized attraction: A perspective on group 
cohesiveness. European Journal of Social Psychology, 25(1), 159–
177. 

Holtom, B.C., Mitchell, T.R., Lee, T.W., & Eberly, M.B. (2008). Turnover and 
retention research: A glance at the past, a closer review of the present, 
and a venture into the future. Academy of Management Annals, 2(1), 
231-274. 

Hopkins, M. & Deepa, R. (2018). The impact of emotional intelligence on 
ethical judgment. Journal of Management Development, 37(6), 503-
511.  

Houghton, C., Hunter, A., & Meskell, P. (2012) Linking aims, paradigm and 
method in nursing research. Nurse Researcher, 20(2), 34-39. 

Hsieh, H. H. & Wang, Y. D. (2016). Linking perceived ethical climate to 
organisational deviance: The cognitive, affective, and attitudinal 
mechanisms. Journal of Business Research, 69(9): 3600–3608. © C
OPYRIG

HT U
PM



145 
 

Huang, C.C., You, C.S., & Tsai, M.T. (2012). A multidimensional analysis of 
ethical climate, job satisfaction, organisational commitment, and 
organisational citizenship behaviours. Nursing Ethics, 19(4), 513–529. 

Hui, C. H. (1988). Measurement of individualism-collectivism. Journal of 
Research in Personality, 22(1), 17-36. 

Husted, B. W. & Allen, D. B. (2008). Toward a model of cross-cultural business 
ethics: The impact of individualism and collectivism on the ethical 
decision-making process. Journal of Business Ethics, 82(2), 293-305. 

Hwang, J. I. & Park, H. A. (2014). Nurses’ perception of ethical climate, medical 
error experience and intent-to-leave. Nursing Ethics, 21(1), 28–42. 

Igbaria, M. & Greenhaus, J. H. (1992). Determinants of MIS employees’ 
turnover intentions: A structural equation model. Communications of 
the ACM, 35(2), 35–49. 

Igbaria, M. & Guimaraes, T. (1999). Exploring differences in employee turnover 
intentions and its determinants among telecommuters and non-
telecommuters. Journal of Management Information Systems, 16(1), 
147-164. 

Igbaria, M., Meredith, G., & Smith, D. C. (1994). Predictors of intention of IS 
professionals to stay with the organisation in South Africa. Information 
& Management, 26(5), 245–256. 

Ismail, S. & Yuhanis, N. (2018). Determinants of ethical work behaviour of 
Malaysian public sector auditors. Asia-Pacific Journal of Business 
Administration, 10(1), 21-24. 

Jackofsky, E. F. & Slocum, J. S. (1987). A causal analysis of the impact of job 
performance on the voluntary turnover process. Journal of 
Occupational Behaviour, 8(3), 263‒270. 

Jalil, H. (2015). Najib: Addressing talent gap in ICT sector critical to Malaysia's 
future. Malaysia: The Sun Daily. 

Jansen, K.J. & Kristof-Brown, A. (2006). Toward a multidimensional theory of 
person-environment fit. Journal of Managerial Issues, 18(2), 193-212. 

Jaramillo, F., Grisaffe, D.B., Chonko, L.B., & Roberts, J.A. (2009). Examining 
the impact of servant leadership on salesperson’s turnover intention. 
Journal of Personal Selling and Sales Management, 29(4), 351-365. 

Jarvis, C. B., MacKenzie, S. B., & Podsakoff, P. M. (2003). A critical review of 
construct indicators and measurement model misspecification in 
marketing and consumer research. Journal of Consumer Research, 
30(2), 199-218. 

© C
OPYRIG

HT U
PM



146 
 

Jiang, J. J. & Klein, G. (2002). A discrepancy model of information system 
personnel turnover. Journal of Management Information Systems, 
19(2), 249–272. 

JobStreet.com. (2010). Malaysian ICT Job Market: Meeting Tomorrow's 
Needs. Retrieved from JobStreet.com. 

Johnson, T. (2018). The real problem with tech professionals: High turnover. 
Retrieved from www.forbes.com 

Jones, J. R. & Harter, J. K. (2005). Race effects on the employee engagement-
turnover intention relationship. Journal of Leadership and 
Organisational Studies, 11(2), 78-88. 

Jordan, J., Brown, M.E., Treviño, L.K., & Finkelstein, S. (2013).Someone to 
look up to: Executive-follower ethical reasoning and perceptions of 
ethical leadership. Journal of Management, 39(3), 660–683. 

Joseph, D., Ang, S., & Slaughter, S. A. (2015). Turnover or turnaway? 
Competing risks analysis of male and female IT professionals’ job 
mobility and relative pay gap. Information Systems Research, 
26(1), 145-164. 

Joseph, D., Fong Boh, W., Ang, S., & Slaughter, S. A. (2012). The career 
paths less (or more) traveled: A sequence analysis of IT career 
histories, mobility patterns, and career success. MIS Quarterly, 
36(2), 427-452. 

Joseph, D., Ng, K., Koh, C., & Ang, S. (2007). Turnover of Information 
Technology professionals: A narrative review, meta-analystic 
structural equation modelling, and model development. MIS 
Quarterly, 31(3), 547-577. 

Joseph, J., Berry, K., & Deshpande, S. (2009). Impact of emotional intelligence 
and other factors on perception of ethical behaviour of peers. Journal 
of Business Ethics, 89(4), 539-546. 

Judge, T. A., Bono, J. E., Ilies, R., & Gerhardt, M. W. (2002). Personality and 
leadership: A qualitative and quantitative review. Journal of Applied 
Psychology, 87(4), 765 -780.  

Kacmar, K. M., Andrews, M. C., Harris, K. J., & Tepper, B. J. (2013). Ethical 
leadership and subordinate outcomes: The mediating role of 
organisational politics and the moderating role of political skill. Journal 
of Business Ethics, 115(1), 33-44. 

Kacmar, K. M., Bachrach, D. G., Harris, K. J., & Zivnuska, S. (2011). Fostering 
good citizenship through ethical leadership: Exploring the moderating 
role of gender and organisational politics. Journal of Applied 
Psychology, 96(3), 633–642. 

© C
OPYRIG

HT U
PM



147 
 

Kahn, W. A. (1992). To be fully there: Psychological presence at work. 
Human Relations, 45(4), 321-349. 

Kalshoven, K. & Boon, C. T. (2012). Ethical leadership, employee well-being 
and helping: The moderating role of human resource management. 
Journal of Personnel Psychology, 11(1), 60–68. 

Kalshoven, K., Den Hartog, D. N., & De Hoogh, A. H. (2011). Ethical leadership 
at work questionnaire (ELW): Development and validation of a 
multidimensional measure. The Leadership Quarterly, 22(1), 51-69. 

Kang, D.S., Stewart, J., & Kim, H. (2011). The effects of perceived external 
prestige, ethical organisational climate, and leader-member exchange 
(LMX) quality on employees’ commitments and their subsequent 
attitudes. Personnel Review, 40(6), 761–784. 

Kaptein, M. (2019). The moral entrepreneur: A new component of ethical 
leadership. Journal of Business Ethics, 156(4), 1135-1150.  

Karatepe, O. M. & Olugbade, O. A. (2009). The effects of job and personal 
resources on hotel employees’ work engagement. International 
Journal of Hospitality Management, 28(4), 504-512. 

Karatepe, O. M. (2013). High-performance work practices and hotel employee 
performance: The mediation of work engagement. International 
Journal of Hospitality Management, 32(1), 132-140. 

Kaur, P. (2017). An exploratory investigation into human resource practices 
and employee retention outcome in the Malaysian ICT industry. 
Unpublished doctoral dissertation, Lincoln University, New Zealand. 

Kautzman, R. (2011). An examination of the relationship between emotional 
intelligence and leadership practices in a healthcare organisation. 
Unpublished doctoral dissertation, Grand Canyon University, USA. 

Kayser, K., Wind, L., & Ashok Shankar, R. (2008). Disaster relief within a 
collectivistic context: Supporting resilience after the tsunami in South 
India. Journal of Social Service Research, 34(3), 87-98. 

Kerr, R., Garvin, J., Heaton, N., & Boyle, E. (2006). Emotional intelligence 
and leadership effectiveness. Leadership & Organisation 
Development Journal, 27(1), 265–279. 

Khoo, R. (2016). ICT Sector Displays Splendid Performance in 2016. 
Retrieved from www.bernama.com 

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. 

© C
OPYRIG

HT U
PM

http://www.bernama.com/


148 
 

Khuong, M. N. & Dung, D. T. T. (2015). The effect of ethical leadership and 
organisational justice on employee engagement: The mediating 
role of employee trust. International Journal of Trade, Economics 
and Finance, 6(4), 235-240. 

Kim, M. S., Hunter, J. E., Miyahara, A., Horvath, A.M., Bresnahan, M., & Yoon, 

H. J. (1996). Individual- vs. culture‐level dimensions of individualism 
and collectivism: Effects on preferred conversational styles. 
Communication Monographs, 63(1), 29-49. 

Kim, M.-S., Sharkey, W. F., & Singelis, T. M. (1994). The relationship between 
individuals’ self construals and perceived importance of interactive 
constraints. International Journal of Intercultural Relations, 18(1), 117-
140. 

Kim, S. & Wright, B. E. (2007). IT employee work exhaustion: Toward an 
integrated model of antecedents and consequences. Review of Public 
Personnel Administration, 27(2), 147–170. 

Kim, T.-Y., Lin, X., & Kim, S.-P. (2017). Person–organisation fit and 
friendship from coworkers: Effects on feeling self-verified and 
employee outcomes. Group & Organisation Management, 32(1), 1-
30.  

Kim, W. (2014). An examination of work engagement in selected major 
organisations in Korea: its role as a mediator between antecedents 
and consequences. Unpublished doctoral dissertation, Pennsylvania 
State University. USA. 

Kim, W. G. & Brymer, R. A. (2011). The effects of ethical leadership on 
manager job satisfaction, commitment, behavioural outcomes, and 
firm performance. International Journal of Hospitality Management, 
30(4), 1020-1026. 

Ko, C., Ma, J., Bartnik, R., Haney, M. H., & Kang, M. (2018). Ethical 
leadership: An integrative review and future research agenda. 
Ethics & Behaviour, 28(2), 104-132. 

Koh, C. B. & O’Higgins, E. (2018). Relationships between emotional 
intelligence, perceived and actual leadership effectiveness in the 
military context. Military Psychology, 30(1), 27-42. 

Kotze, M. & Nel, P. (2015). The influence of trait-emotional intelligence on 
authentic leadership. A Journal of Human Resource Management, 
13(1), 716-725. 

Krejcie, R. V. & Morgan, D. W. (1970). Determining sample size for research 
activities. Educational and Psychological Measurement, 30(3), 607-
610.  

© C
OPYRIG

HT U
PM



149 
 

Krishnakumar, S. & Rymph, D. (2012). Uncomfortable ethical decisions: The 
role of negative emotions and emotional intelligence in ethical 
decision-making. Journal of Managerial Issues, 24(3), 321-34. 

Kristof, A. L. (1996). Person-organisation fit: An integrative review of its 
conceptualisations, measurement, and implications. Personnel 
Psychology, 49(1), 1-49. 

Kristof-Brown, A. L. & Billsberry, J. (2013). Fit for future. In A.L. Kristof-Brown, 
& J. Billsberry, (Eds), Organisational fit: Key issues and new 
directions, pp.1-18. Malden, MA: John Wiley & Sons. 

Kristof‐Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). 
Consequences of individuals' fit at work: A meta-analysis of person–
job, person–organisation, person–group, and person–supervisor fit. 
Personnel Psychology, 58(2), 281-342. 

Kumar, V. & Pansari, A. (2015). Measuring the benefits of employee 
engagement. MIT Sloan Management Review, 56(4), 67-72. 

Kurz, A. S., Drescher, C. F., Chin, E. G., & Johnson, L. R. (2016). Measuring 
social desirability across language and sex: A comparison of 
Marlowe–Crowne Social Desirability Scale factor structures in English 
and Mandarin Chinese in Malaysia. Journal of Psychology, 5(1), 92–
100.  

Ladelsky, L. K. & Catana, G. A. (2013). Causes affecting voluntary turnover in 
IT sector. Review of some empirical studies. Marketing – From 
Information to Decision, 6(1), 102-113. 

Ladelsky, L. K. (2014). Voluntary turnover intention among IT employees in hi-
tech companies in Israel: Individual and organisational related causes. 
Studia Universitatis Babeș-Bolyai Oeconomica, 59(1), 56-72. 

Lam, C. & O’Higgins, E. (2013). Emotional intelligence and leadership styles 
in China. Asia Pacific Management Review, 18(4), 441-467. 

Langove, N. & Isha, A. (2017). Impact of rewards and recognition on Malaysian 
IT executives’ well-being and turnover intention: A conceptual 
framework. Global Business and Management Research: An 
International Journal, 9(1), 153-161. 

LaPuma, S. J. (2015). Exploring transformational leadership, employee well-
being, and the moderating influence of generational cohort. 
Unpublished doctoral dissertation, Northcentral University, USA.  

Lau, V. P. & Wong, Y. Y. (2009). Direct and multiplicative effects of ethical 
dispositions and ethical climates on personal justice norms: A virtue 
ethics perspective. Journal of Business Ethics, 90(2), 279–294. 

© C
OPYRIG

HT U
PM



150 
 

Law, K. S., Wong, C., & Song, L. (2004). The construct and criterion validity of 
emotional intelligence and its potential utility of management studies. 
The Journal of Applied Psychology, 89(3), 483-496. 

Lawton, A. & Páez, I. (2015). Developing a framework for ethical 
leadership. Journal of Business Ethics, 130(3), 639–649. 

Lee, D., Choi, Y., Youn, S., & Chun, J. (2017). Ethical leadership and employee 
moral voice: The mediating role of moral efficacy and the moderating 
role of leader-follower value congruence. Journal of Business Ethics, 
141(1), 47-57. 

Lee, M., Mayfield, C.O., Hinojosa, A.S., & Im, Y. (2018). A dyadic approach to 
examining the emotional intelligence–work outcome relationship: The 
mediating role of LMX. Organisation Management Journal, 15(1), 1-
16.  

Leigh, C. (2012). Examining the relationship between emotional intelligence 
and leadership styles of U.S. navy senior enlisted leaders. 
Unpublished Doctoral Dissertation, Capella University, USA. 

Leung, A. S. M. (2008). Matching ethical work climate to in-role and extra-role 
behaviours in a collectivist work setting. Journal of Business Ethics, 
79(1-2), 43–55. 

Li, C. (2013). Ethical leadership in firms: Antecedents and consequences. 
Unpublished doctoral dissertation, University of Alabama, USA. 

Li, C., Wu, K., Johnson, D. E., & Avey, J. (2017). Going against the grain works: 
An attributional perspective of perceived ethical leadership. Journal of 
Business Ethics, 141(1), 87-102. 

Li, F. & Vermillion, L. J. (2006). Asian collectivism and ethical decision making. 
Proceedings of the Academy for Studies in International Business, 
6(1), 11-15. 

Liao, Y., Liu, X.-Y., Kwan, H. K., & Li, J. (2014). Work–family effects of ethical 
leadership. Journal of Business Ethics, 128(3), 535-545. 

 
Lin, C. P. & Liu, M. L. (2017). Examining the effects of corporate social 

responsibility and ethical leadership on turnover intention. Personnel 
Review, 46(3), 526-550. 

Lin, K. W. & Huang, K. P. (2014). Moral judgment and ethical leadership in 
Chinese management: The role of Confucianism and collectivism. 
Qual Quant, 48(1), 37–47. 

Lin, X. W., Che, H. S., & Leung, K. (2009). The role of leader morality in the 
interaction effect of procedural justice and outcome favorability. 
Journal of Applied Social Psychology, 39(7), 1536-1561. 

© C
OPYRIG

HT U
PM

http://www.emeraldinsight.com/author/Lin%2C+Chieh-Peng
http://www.emeraldinsight.com/author/Liu%2C+Min-Ling


151 
 

LinkedIn. (2017). The Cost of Employee Turnover. Retrieved from 
https://www.linkedin.com 

Liu, Y., Prati, L. M., Perrewé, P. L., & Brymer, R. A. (2010). Individual 
differences in emotion regulation, emotional experiences at work, and 
work-related outcomes: A two-study investigation. Journal of Applied 
Social Psychology, 40(6), 1515–1538. 

Lo, J. (2015). The information technology workforce: A review and assessment 
of voluntary turnover research. Information Systems Frontiers, 17(2), 
387-411. 

Lopez, T. B., Babin, B. J., & Chung, C. (2009). Perceptions of ethical work 
climate and person–organisation fit among retail employees in Japan 
and the US: A cross-cultural scale validation. Journal of Business 
Research, 62(6), 594–600. 

Lu, A. C. C. & Gursoy, D. (2013), Impact of job burnout on satisfaction and 
turnover intentions: Do generational differences matter? Journal of 
Hospitality & Tourism Research, 2(1), 99-105.  

Lu, C. S. & Lin, C. C. (2014). The effects of ethical leadership and ethical 
climate on employee ethical behaviour in the international port 
context. Journal of Business Ethics, 124(2), 209-223. 

Lui, P. P. & Rollock, D. (2018). Greater than the sum of its parts: Development 
of a measure of collectivism among Asians. Cultural Diversity and 
Ethnic Minority Psychology, 24(2), 242-259. 

Magnusson, D. (1999). Holistic interactionism: A perspective for research on 
personality development. In L. Pervin & O. John (Eds.), Handbook of 
Personality, pp.219–247. New York: Guilford. 

Majeed, N., Jamshed, S., & Mustamil, N. (2018). Striving to restrain employee 
turnover intention through ethical leadership and pro-social rule 
breaking. International Online Journal of Educational Leadership, 2(1), 
39-53. 

Malaysian Employers Federation. (2012). The MEF salary and fringe 
benefits survey for executives 2012. Malaysian Employers 
Federation: Kuala Lumpur. 

Malik, M. E., Danish, R. Q., & Munir, Y. (2011). The impact of leader’s 
emotional quotient on organisational effectiveness: Evidence from 
industrial and banking sectors of Pakistan. International Journal of 
Business and Social Science, 2(18), 114-118. 

Marquez, A. (2017). The influence of emotional intelligence on the individual´s 
ability to receive performance feedback. Unpublished doctoral 
dissertation, University of Pennsylvania, USA. 

© C
OPYRIG

HT U
PM



152 
 

Martin, K. D. & Cullen, J. B. (2006). Continuities and extensions of ethical 
climate theory: A meta-analytic review. Journal of Business Ethics, 
69(2), 175-194. 

Mayer, D. M., Aquino, K., Greenbaum, R. L., & Kuenzi, M. (2012). Who 
displays ethical leadership, and why does it matter? An examination 
of antecedents and consequences of ethical leadership. Academy of 
Management Journal, 55(1), 151-171. 

Mayer, D. M., Kuenzi, M., Greenbaum, R., Bardes, M., & Salvador, R. B. 
(2009). How low does ethical leadership flow? Test of a trickle-down 
model. Organisational Behaviour and Human Decision Processes, 
108(1), 1-13. 

Mayer, D. M., Nurmohamed, S., Treviño, L. K., Shapiro, D. L., & Schminke, M. 
(2013). Encouraging employees to report unethical conduct internally: 
It takes a village. Organisational Behaviour and Human Decision 
Processes, 121(1), 89-103. 

Mayer, D.M., Kuenzi, M., & Greenbaum, R.L. (2010). Examining the link 
between ethical leadership and employee misconduct: The mediating 
role of ethical climate. Journal of Business Ethics, 95(1), 7-16. 

Mayer, J. D. & Salovey, P. (1997). What is emotional intelligence? In P. 
Salovey & D. Sluyter (Eds.), Emotional development and emotional 
intelligence: Educational implications, pp.3-31. New York, NY: Basic 
Books.  

Mayer, J. D., Caruso, D. R., & Salovey, P. (1999). Emotional intelligence meets 
traditional standards for an intelligence. Intelligence, 27(4), 267-298. 

Mayer, J. D., DiPaolo, M., & Salovey, P. (1990). Perceiving affective content 
in ambiguous visual stimuli: A component of emotional intelligence. 
Journal of Personality Assessment, 54(1), 772-781.  

McCleskey, J. (2014). Emotional intelligence and leadership. International 
Journal of Organisational Analysis, 22(1), 76-93. 

Mcknight, D.H., Phillips, B., & Hardgrave, B.C. (2009). Which reduces it 
turnover intention the most: Workplace characteristics or job 
characteristics? Information and Management, 46(3), 167-174. 

McManus, L. & Subramaniam, N. (2014). Organisational and professional 
commitment of early career accountants: Do mentoring and 
organisational ethical climate matter? Accounting & Finance, 54(4), 
1231–1261. 

 
© C

OPYRIG
HT U

PM



153 
 

McMillan, H., Gilley, A., Caldwell, J., Heames, J., & Gilley, J. W., (2015). 
Exploring the antecedents of perceived managerial ethicality: A multi-
dimensional / multi-level approach. Journal of Leadership, 
Accountability, and Ethics, 12(2), 50-66. 

MDec & Synovate. (2011). MSC Malaysia talent supply-demand study 2010 
- 2013. In M. D. Corporation (Ed.), MSC Malaysia HR networking 
session 2011. Kuala Lumpur: MSC Malaysia. 

Mellahi, K. & Harris, L. C. (2016). Response rates in business and 
management research: An overview of current practice and 
suggestions for future direction. British Journal of Management, 27(2), 
426–437.  

Memon, M.A., Salleh, R., Nordin, S.M., Cheah, J.H., Ting, H., & Chua, F. 
(2018). Person-organisation fit and turnover intention: The mediating 
role of work engagement. Journal of Management Development, 
37(3), 285-298. 

Meng, B. & Han, H. (2014). The effects of empowerment on employee 
psychological outcomes in upscale hotels. Journal of Hospitality 
Marketing & Management, 23(2), 218-237. 

Mertens, D. M. (2009). Transformative research and evaluation. New York: 
Guilford. 

Mesmer-Magnus, J., Viswesvaran, C., Deshpande, S., & Joseph, J. (2010). 
Emotional intelligence, individual ethicality, and perceptions that 
unethical behaviour facilitates success. Revista de Psicologia del 
Trabajoyde Las Organizaciones. 26(1), 35-45. 

Messer, M. G. (2017). Exploring employee engagement from a leader’s 
perspective in the financial industry. Unpublished doctoral 
dissertation, Capella University, USA. 

Mete, E.S., Sokmen, A. & Biyik, Y. (2016). The relationship between 
organisational commitment, organisational identification, person-
organisation fit and job satisfaction: a research on IT employees. 
International Review of Management and Business Research, 5(3), 
870-901. 

Miao, C., Humphrey, R.H., & Qian, S. (2018). Emotional intelligence and 
authentic leadership: A meta-analysis. Leadership & Organisation 
Development Journal, 39(5), 679-690. 

Mikolajczak, M. (2009). Going beyond the ability-trait debate: The three-level 
model of emotional intelligence. Journal of Applied Psychology, 5(2), 
25–31. 

© C
OPYRIG

HT U
PM



154 
 

Min, C. Y. (2016). ICT sector faces acute skills shortage: Study. Retrieved from 
www.straitstimes.com 

Ministry of Human Resources Malaysia (2013). Realising Decent Work for 
Decent Life. Malaysia: Ministry of Human Resources. 

Mithas, S. & Krishnan, M. S. (2008). Human capital and institutional effects in 
the compensation of Information Technology professionals in the 
United States. Management Science, 54(3), 415–428. 

Mo, S. & Shi, J. (2017). Linking ethical leadership to employees’ organisational 
citizenship behaviour: Testing the multilevel mediation role of 
organisational concern. Journal of Business Ethics, 141(1), 151-162. 

Mobley, W. H. (1977). Intermediate linkages in the relationship between job 
satisfaction and employee turnover. Journal of Applied Psychology, 
62(2), 237‒240. 

Modassir, A. & Singh, T. (2008). Relationship of emotional intelligence with 
transformational leadership and organisational citizenship behaviour. 
International Journal of Leadership Studies, 4(1), 3-21. 

Moore, H. L. (2012). Ethical climate, organisational commitment, and job 
satisfaction of full-time faculty members. Unpublished doctoral 
dissertation, East Tennessee State University, USA. 

Mordhah, N. (2015). The relationship between emotional intelligence and 
ethical behaviour: a case study of administrative employees at a Mid-
Atlantic university. Unpublished doctoral dissertation, Old Dominion 
University, USA. 

Mourmant, G., Gallivan, M. J., & Kalika, M. (2009). Another road to IT turnover: 
The entrepreneurial path. European Journal of Information Systems, 
18(5), 498–521. 

Mulki, J. P., Jaramillo, J. F., & Locander, W. B. (2009). Critical role of 
leadership on ethical climate and salesperson behaviours. Journal of 
Business Ethics, 86(2), 125–141. 

Mulki, J.P., Jaramillo, F., & Locander, W.B. (2008). Effect of ethical climate on 
turnover intention: Linking attitudinal- and stress theory. Journal of 
Business Ethics, 78(4), 559–574. 

Multimedia Development Corporation (MDeC). (2014). MSC Malaysia Annual 
Industry Report 2014. Retrieved from www.mdec.my 

Myers, K. & Sadaghiani, K. (2010). Millennials in the workplace: A 
communication perspective on Millennials’ organisational 
relationships and performance. Journal of Business & Psychology, 
25(2), 225-238.  

© C
OPYRIG

HT U
PM

http://www.straitstimes.com/
http://www.mdec.my/


155 
 

Nafukho, F. M. & Muyia, M. A. (2014). Emotional intelligence and its critical 
role in developing human resources. In N. E. Chalofsky, T. S. Rocco, 
& M. L. Morris (Eds.), Handbook of human resource development, 
pp.623-639. Hoboken, NJ: John Wiley & Sons. 

Nazahah, R., Nurwati, A., & Othman, Y. (2018). The extent of ethical 
leadership among youth: The case of a developing country. Malaysian 
Journal of Society and Space, 14(4), 54-63. 

Neal, S. (2018). Why technology leaders are failing: The high cost of low-
chance development. Global Leadership Forecast 2018. Retrieved 
from www.ddiworld.com 

Neubert, M. J., Carlson, D. S., Kacmar, K. M., Roberts, J. A., & Chonko, L. B. 
(2009). The virtuous influence of ethical leadership behaviour: 
Evidence from the field. Journal of Business Ethics, 90(2), 157-170. 

Neubert, M. J., Wu, C., & Roberts, J. A. (2013). The influence of ethical 
leadership and regulatory focus on employee outcomes. Business 
Ethics Quarterly, 23(2), 269-296. 

Neves, P. & Story, J. (2015). Ethical leadership and reputation: Combined 
indirect effects on organisational deviance. Journal of Business Ethics, 
127(1), 165-176. 

Newman, A., Kiazad, K., Miao, Q., & Cooper, B. (2014). Examining the 
cognitive and affective trust-based mechanisms underlying the 
relationship between ethical leadership and organisational citizenship: 
A case of head leading the heart? Journal of Business Ethics, 123(1), 
113-123. 

Newman, A., Round, H., Bhattacharya, S., & Roy, A. (2017). Ethical climates 
in organisations: A review and research agenda. Business Ethics 
Quarterly, 27(4), 475-512. 

Ng, W. P. (2014). National ICT Trends in the next 5-10 years. Multimedia 
Development Corporation (MDeC), Kuala Lumpur, Malaysia. 

Nolan, F. (2017). Employees’ perceptions of organisational effectiveness and 
ethical leadership within the hospitality industry. Unpublished doctoral 
dissertation, Capella University, USA. 

Noordin, F. & Hamali, J. (2009). Individualism-collectivism and organisational 
value types: A case of Malaysian managers. International Business & 
Economics Research Journal (IBER), 8(4), 312-315. 

Noordin, F. & Jusoff, L. (2010). Individualism‐collectivism and job satisfaction 
between Malaysia and Australia. International Journal of Educational 
Management, 24(2), 159-174. 

© C
OPYRIG

HT U
PM

http://www.emeraldinsight.com/author/Noordin%2C+Fauziah


156 
 

Numminen, O., Leino-Kilpi, H., Isoaho, H., & Meretoja, R. (2015). Ethical 
climate and nurse competence: Newly graduated nurses’ perceptions. 
Nursing Ethics, 22(8), 845–859. 

Nunnally, J.C. (1978). Psychometric theory. New York: McGraw-Hill. 

O’Fallon, M. J. & Butterfield, K. D. (2005). Review of the empirical ethical 
decision-making literature: 1996–2003. Journal of Business Ethics, 
59(4), 375–413. 

Ogunfowora, B. (2014). The impact of ethical leadership within the recruitment 
context: The roles of organisational reputation, applicant personality, 
and value congruence. Leadership Quarterly, 25(3), 528-543. 

Omar, S. & Noordin, F. (2013). Career adaptability and intention to leave 
among ICT professionals: an exploratory study. The Turkish Online 
Journal of Educational Technology, 12(4), 11-18.  

Omar, S. & Noordin, F. (2015). Work happiness and intention to leave of 
ICT professionals in Malaysia: An exploratory study. In R. Hashim 
& A. B. Abdul Majeed (Eds.), Proceedings of the Colloquium on 
Administrative Science and Technology, 69-77. 

Ostroff, C. & Schulte, M. (2012). Multiple perspectives of fit in organisations 
across levels of analysis. In C. Ostroff & T. A. Judge (Eds), 
Perspectives on organisational fit, pp.3-69. New York: Psychology 
Press. 

Ostroff, C. & Schulte, M. (2007). Multiple perspectives of fit in organisations 
across levels of analysis. In C. L. Ostroff & T. Judge (Eds.) 
Perspectives on organisational fit. New York: Erlbaum. 

Ostroff, C., Kinicki, A. J., & Tamkins, M. M. (2003). Organisational culture 
and climate. In W. C. Borman, D. R. Ilgen, & R. J. Klimoski (Eds.), 
Handbook of psychology: Industrial and organisational psychology , 
pp.565-593. Hoboken, NJ, US: John Wiley & Sons Inc. 

Owens, D. & Khazanchi, D. (2011). Best practices for retaining global IT talent. 
In Proceedings of the Annual Hawaii International Conference on 
System Sciences [5718962]. 

Oyserman, D. (1993). The lens of personhood: Viewing the self and others in 
a multicultural society. Journal of Personality and Social Psychology, 
65(5), 993-1009. 

Oyserman, D. & Lee, S. W. S. (2008). Does culture influence what and how 
we think? Effects of priming individualism and collectivism. 
Psychological Bulletin, 134(2), 311. 

© C
OPYRIG

HT U
PM



157 
 

Oyserman, D., Coon, H. M., & Kemmelmeier, M. (2002). Rethinking 
individualism and collectivism: Evaluation of theoretical assumptions 
and meta-analyses. Psychological Bulletin, 128(1), 3-72. 

Palanski, M., Avey, J. B., & Jiraporn, N. (2014). The effects of ethical 
leadership and abusive supervision on job search behaviours in the 
turnover process. Journal of Business Ethics, 121(1), 135-146. 

Parboteeah, K. P. & Kapp, E. (2008). Ethical climates and safety-enhancing 
behaviours: An empirical test. Journal of Business Ethics, 80(3), 515–
529. 

Paré, G. & Tremblay, M. (2007). The influence of high-involvement human 
resources practices, procedural justice, organisational commitment, 
and citizenship behaviours on information technology professionals’ 
turnover intentions. Group & Organisation Management, 32(3), 326–
357. 

Park, C. H., Kim, W. & Song, J. H. (2015). The impact of ethical leadership on 
employees’ in-role performance: The mediating effect of employees’ 
psychological ownership. Human Resource Development Quarterly, 
26(4), 385–408.   

Park, H. J. & Kang, S. W. (2014). The influence of the founder’s ethical legacy 
on organisational climate: Empirical evidence from South Korea. 
Social Behaviour and Personality, 42(2), 211-222. 

Park, J. & Gursoy, D. (2011). Generation effect on the relationship between 
work engagement, satisfaction, and turnover intention among US hotel 
employees. 16th Graduate Students’ Research Conference, Hilston 
University of Houston, Houston, Texas.  

Park, J. D. & Gursoy, D. (2012). Generational effects on work engagement 
among US hotel employees. International Journal of Hospitality 
Management, 31(4), 1195-1202. 

Parson, C. C. (2016). Value congruence and unethical decision-making: 
The dark side of person-organisation fit. Unpublished doctoral 
dissertation, The City University of New York, USA. 

Pastoriza, D., & Ariño, M. A. (2013). Does the ethical leadership of supervisors 
generate internal social capital? Journal of Business Ethics, 118(1), 1-
12. 

Pavese-Kaplan, E. P. (2013). The influence of perceived ethical culture and 
ethical leadership on job and organisational engagement. 
Unpublished doctoral dissertation, Seattle Pacific University, USA. 

 

© C
OPYRIG

HT U
PM



158 
 

Pekerti, A. & Arli, D. (2017). Do cultural and generational cohorts matter to 
ideologies and consumer ethics? A comparative study of Australians, 
Indonesians, and Indonesian migrants in Australia. Journal of 
Business Ethics, 143(2), 387-404. 

Peng, D. X. & Lai, F. (2012). Using partial least squares in operations 
management research: A practical guideline and summary of past 
research. Journal of Operations Management, 30(6), 467-480. 

Persatuan Industri Komputer dan Multimedia Malaysia (PIKOM) (2017). ICT 
Strategic Review 2016/2017. Retrieved from www.pikom.org.my 

Peterson, D. K. (2002). The relationship between unethical behaviour and the 
dimensions of the ethical climate questionnaire. Journal of Business 
Ethics, 41(4), 313-326. 

Petrides, K., Furnham, A., & Mavroveli, S. (2007). Trait emotional intelligence: 
Moving forward in the field of EI. In G. Matthews, M. Zeidner, & R. D. 
Roberts (Eds.), The science of emotional intelligence, pp.151-166. 
New York, NY: Oxford University Press. 

Petter, S., Straub, D., & Rai, A. (2007). Specifying formative constructs in 
information systems research. MIS Quarterly: Management 
Information Systems, 31(4), 623-656. 

Phillips, D. C. & Burbules, N. C. (2000). Postpositivism and educational 
research. Lanham, MD: Rowman & Littlefield. 

Piccolo, R. F., Greenbaum, R., Den Hartog, N. D., & Folger, R. (2010). The 
relationship between ethical leadership and core job characteristics. 
Journal of Organisational Behaviour, 31(2-3), 259-278. 

Plinio, A. J. (2009). Ethics and leadership. International Journal of Disclosure 
& Governance, 6(4), 277-283. 

Podsakoff, P.M., MacKenzie, S.B., & Podsakoff, N.P. (2012). Sources of 
method bias in social science research and recommendations on how 
to control it. Annual Review of Psychology, 63(1), 539-569. 

Podsakoff, P.M., MacKenzie, S.B., Lee, J.Y. & Podsakoff, N.P. (2003). 
Common method biases in behavioural research: A critical review of 
the literature and recommended remedies. Journal of Applied 
Psychology, 88(5), 879-903. 

Polychroniou, P. V. (2009). Relationship between emotional intelligence and 
transformational leadership of supervisors: The impact on team 
effectiveness. Team Performance Management, 15(7/8), 343-356. © C
OPYRIG

HT U
PM

http://www.pikom.org.my/


159 
 

Ponnu, C. H. & Tennakoon, G. (2009). The association between ethical 
leadership and employee outcomes – the Malaysian case. Electronic 
Journal of Business Ethics and Organisation Studies, 14(1), 21-32. 

Preacher, K. J. & Hayes, A. F. (2008). Asymptotic and resampling strategies 
for assessing and comparing indirect effects in multiple mediator 
models. Behaviour Research Methods, 40(3), 879-891. 

Pucic, J. (2015). Do as I say (and do): Ethical leadership through the eyes 
of lower ranks. Journal of Business Ethics, 129(3), 655–671. 

Qin, Q., Wen, B., Ling, Q., Zhou, S., & Tong, M. (2014). How and when the 
effect of ethical leadership occurs? A multilevel analysis in the 
Chinese hospitality industry. International Journal of Contemporary 
Hospitality Management, 26(6), 974-1001. 

Qin, X., Huang, M., Hu, Q., Schminke, M., & Ju, D. (2018). Ethical 
leadership, but toward whom? How moral identity congruence 
shapes the ethical treatment of employees. Human Relations, 
71(8), 1120-1149. 

Quantitative Software Management (QSM). (2019). Haste Makes Waste 
When You Over-Staff to Achieve Schedule Compression. Retrieved 
from www.qsm.com 

Ralston, D. A., Egri, C. P., Furrer, O., Kuo, M. H., Li, Y., Wangenheim, F., ... 
Weber, M. (2014). Societal-level versus individual-level predictions of 
ethical behaviour: A 48-society study of collectivism and 
individualism. Journal of Business Ethics, 122(2), 283-306. 

Ramayah, T., Cheah, J., Chuah, F., Ting, H., & Memon, M. A. (2018). Partial 
least squares structural equation modeling (PLS-SEM) using 
SmartPLS 3.0: An updated and practical guide to statistical analysis 

(2nd ed). Singapore: Pearson. 

Realo, A. & Beilmann, M. (2012). Individualism-collectivism and social capital 
at the individual level. TRAMES, 16(1), 205-217. 

Rehman, R. & Ajmal, W. (2012). Transformational leadership style as predictor 
of decision making styles: Moderating role of emotional intelligence. 
Pakistan Journal of Commerce & Social Sciences, 6(2), 257-268. 

Resick, C. J., Hanges, P. J., Dickson, M. W., & Mitchelson, J. K. (2006). A 
cross-cultural examination of the endorsement of ethical leadership. 
Journal of Business Ethics, 63(4), 345-359. 

Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. W., Kwan, H. K., & 
Peng, C. (2011). What ethical leadership means to me: Asian, 
American, and European perspectives. Journal of Business Ethics, 
101(3), 435-457. 

© C
OPYRIG

HT U
PM



160 
 

Reynolds, S. (2006). Moral awareness and ethical predispositions: 
Investigating the role of individual differences in the recognition of 
moral issues. Journal of Applied Psychology, 91(1), 233–243. 

Rhee, J., Zhao, X., Jun, I., & Kim, C. (2017). Effects of collectivism on Chinese 
organisational citizenship behaviour: Guanxi as moderator. Social 
Behaviour and Personality: An International Journal, 45(1), 1127-
1142.  

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: 
Antecedents and effects on job performance. The Academy of 
Management Journal, 53(3), 617-635. 

Richer, L. D. (2015). Understanding the relationship between emotional 
intelligence and team effectiveness in global, high-technology 
engineering teams. Unpublished doctoral dissertation, Boston 
University, USA. 

Rigas, P. P. (2009). A model of turnover intention among technically oriented 
information systems professionals. Information Resources 
Management Journal, 22(1), 1–23. 

Ringle, C. M., Sarstedt, M., & Straub, D. W. (2012). A critical look at the use of 
PLS-SEM in MIS quarterly. MIS Quarterly, 36(1), 3-14. 

Robertson, C. & Fadil, P. A. (1999). Ethical decision making in multinational 
organisations: A culture-based model. Journal of Business Ethics, 
19(4), 385–392. 

Roodt, G. (2004). Turnover intentions. Unpublished document. University of 
Johannesburg, South Africa. 

Rose, J. (2016). The effect of American and Nigerian culture on antecedents 
of ethical leadership. Unpublished doctoral dissertation, Regent 
University, USA. 

Rosete, D. & Ciarrochi, J. (2005). Emotional intelligence and its relationship to 
workplace performance outcomes of leadership effectiveness. 
Leadership & Organisation Development Journal, 26(5/6), 388-399. 

Rothwell, G. R. & Baldwin, J. N. (2007). Ethical climate agencies in the state 
of Georgia. Journal of Business Ethics, 70(4), 341–361. 

Rowley, J. (2014). Designing and using research questionnaires. Management 
Research Review, 37(3), 308-330. 

Rubin, R. S., Dierdorff, E. C., & Brown, M. E. (2010). Do ethical leaders get 
ahead? Business Ethics Quarterly, 20(2), 215-236. 

© C
OPYRIG

HT U
PM

http://www.emeraldinsight.com/author/Rowley%2C+Jenny


161 
 

Ruiz-Palomino, P. & Martínez-Cañas, R. (2014). Ethical culture, ethical intent, 
and organisational citizenship behaviour: The moderating and 
mediating role of person–organisation fit. Journal of Business Ethics, 
120(1), 95-108. 

Ruiz-Palomino, P., Martínez-Cañas, R., & Fontrodona, J. (2013). Ethical 
culture and employee outcomes: The mediating role of person-
organisation fit. Journal of Business Ethics, 116(1), 173-188. 

Ruiz-Palomino, P., Ruiz, C., & Martínez-Canas, R. (2011a). Improving the 
“leader–follower” relationship: Top manager or supervisor? The ethical 
leadership trickle-down effect on follower job response. Journal of 
Business Ethics, 99(4), 587-608. 

Ruiz-Palomino, P., Ruiz-Amaya, C., & Knörr, H. (2011b). Employee 
organisational citizenship behaviour: The direct and indirect impact of 
ethical leadership. Canadian Journal of Administrative Sciences, 
28(3), 244–258.  

Ruiz-Palomino, P., Sáez-Martínez, F. J., & Martínez-Cañas, R. (2013). 
Understanding pay satisfaction: Effects of supervisor ethical 
leadership on job motivating potential influence. Journal of Business 
Ethics, 118(1), 31-43. 

Saeed, I., Niazi, M. A. K., Shah, M., Niazi, S. K., Arif, M., & Gul, H. (2012). 
Mediating role of employee job satisfaction on the relationship of 
person-organisation-fit and OCB. International Journal of 
Contemporary Business Studies, 3(7), 31-39. 

Saks, A. M. (2006). Antecedents and consequences of employee 
engagement. Journal of Managerial Psychology, 21(7), 600–619. 

Saks, A. M. & Gruman, J. A. (2014). What do we really know about 
employee engagement? Human Resource Development Quarterly, 
25(2), 155-182. 

Salanova, M. & Schaufeli, W. B. (2008). A cross-national study of work 
engagement as a mediator between job resources and proactive 
behaviour. International Journal of Human Resource Management, 
19(1), 116-131. 

Salanova, M., Agut, S., & Piero, J. M. (2005). Linking organisational resources 
and work engagement to employee performance and customer loyalty: 
The mediation of service climate. Journal of Applied Psychology, 
90(6), 1217-1227. 

Saleh, N. S. & Murtaza, S. F. (2018). English language use in Malaysian 
government and private civil engineering workplaces. International 
Journal of Education & Literacy Studies, 6(3), 84-91. 

© C
OPYRIG

HT U
PM



162 
 

Salovey, P. & Mayer, J. D. (1990). Emotional intelligence. Imagination, 
Cognition and Personality, 9(3), 185-211. 

Sarstedt, M., Wilczynski, P., & Melewar, T. C. (2013). Measuring reputation in 
global markets — A comparison of reputation measures’ convergent 
and criterion validities. Journal of World Business, 48(3), 329-339. 

Schaffer, B. S. & Riordan, C. M. (2003). A review of cross-cultural 
methodologies for organisational research: A best-practices approach. 
Organisational Research Methods, 6(2), 169–215. 

Schaubroeck, J. M., Hannah, S. T., Avolio, B. J., Kozlowski, S. W., Lord, R. 
G., Trevino, L. K., & Peng, A. C. (2012). Embedding ethical 
leadership within and across organisation levels. Academy of 
Management Journal, 55(5), 1053-1078. 

Schaufeli, W. B. & Bakker, A. B. (2004). Job demands, job resources, and 

their relationship with burnout and engagement: A multi‐sample 
study. Journal of Organisational Behaviour, 25(3), 293-315. 

Schaufeli, W. B. (2013). What is engagement? In C. Truss, K. Alfes, R. 
Delbridge, A. Shantz & E. Soane (Eds.), Employee engagement in 
theory and practice, pp.3-37. London: Routledge. 

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement 
of work engagement with a short questionnaire: A cross-national 
study. Educational and Psychological Measurement, 66(4), 701-
716. 

Schaufeli, W. B., Bakker, A. B. & van Rhenen, W. (2009). How changes in 
job demands and resources predict burnout, work engagement, and 
sickness absenteeism. Journal of Organisational Behaviour, 30(7), 
893-917. 

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). 
The measurement of engagement and burnout: A two sample 
confirmatory factor analytic approach. Journal of Happiness 
Studies, 3(1), 71-92. 

Schaufeli, W. B., Taris, T. W., & Van Rhenen, W. (2008). Workaholism, 
burnout, and work engagement: Three of a kind or three different 
kinds of employee well‐being? Applied Psychology, 57(2), 173-203. 

Schneider, B., Ehrhart, M. G., & Macey, W. H. (2013). Organisational climate 
and culture. Annual Review of Psychology, 64(1), 361-388. 

Schwepker, C. H. (2013). Improving sales performance through commitment 
to superior customer value: The role of psychological ethical climate. 
Journal of Personal Selling & Sales Management, 33(4), 389–402. 

© C
OPYRIG

HT U
PM



163 
 

Schwepker, C. H. (2015). Influencing the salesforce through perceived ethical 
leadership: The role of salesforce socialization and person–
organisation fit on salesperson ethics and performance. Journal of 
Personal Selling & Sales Management, 35(4), 292-313. 

Sekaran, U. (2003). Research methods for business: A skill building 
approach (4th ed). New York: John Wiley & Sons, Inc. 

Sethi, A. & Gott, J. (2016). 2016 Global Services Location Index. Retrieved 
from https://www.atkearney.com 

Shacklock, A., Manning, M., & Hort, L. (2011). Ethical climate type, self-
efficacy, and capacity to deliver ethical outcomes in public sector 
human resource management. Journal of New Business Ideas and 
Trends, 9(2), 34–49. 

Shafer, W. E. (2015). Ethical climate, social responsibility, and earnings 
management. Journal of Business Ethics, 126(1), 43-60. 

Shafique, I., Kalyar, M., & Ahmad, B. (2018). The nexus of ethical leadership, 
job performance, and turnover intention: The mediating role of job 
satisfaction. Interdisciplinary Description of Complex Systems, 16(1), 
71-87. 

Shahnawaz, M. G. & Jafri, M. H. (2009). Job attitudes as predictor of employee 
turnover among stayers and leavers/hoppers. Journal of Management 
Research, 9(3), 159–166. 

Shao, R., Aquino, K., & Freeman, D. (2008). Beyond moral reasoning: A review 
of moral identity research and its implications for business ethics. 
Business Ethics Quarterly, 18(4), 513–540. 

Sharif, M. M. & Scandura, T. A. (2014). Do perceptions of ethical conduct 
matter during organisational change? Ethical leadership and 
employee involvement. Journal of Business Ethics, 124(2), 185-196. 

Shavelson, R. J., Hubner, J. J., & Stanton, G.C., (1976). Self-concept: 
Validation of construct interpretations. Review of Educational 
Research, 46(3), 407-411. 

Shimazu, A. & Schaufeli, W. B. (2009). Is workaholism good or bad for 
employee well-being? The distinctiveness of workaholism and work 
engagement among Japanese employees. Industrial Health, 47(5), 
495-502. 

Shin, Y. (2012). CEO ethical leadership, ethical climate, climate strength, and 
collective organisational citizenship behaviour. Journal of Business 
Ethics, 108(3), 299–312. 

© C
OPYRIG

HT U
PM



164 
 

Shin, Y., Sung, S. Y., Choi, J. N., & Kim, M. S. (2015). Top management ethical 
leadership and firm performance: Mediating role of ethical and 
procedural justice climate. Journal of Business Ethics, 129(1), 43-57. 

Shuck, B., Reio Jr, T. G. & Rocco, T. S. (2011). Employee engagement: An 
examination of antecedent and outcome variables. Human 
Resource Development International, 14(4), 427-445. 

Sibiya, M., Buitendach, J. H., Kanengoni, H., & Bobat, S. (2014).The prediction 
of turnover intention by means of employee engagement and 
demographic variables in a telecommunications organisation. Journal 
of Psychology in Africa, 24(2), 131–143. 

Simha, A. & Stachowicz-Stanusch, A. (2015). The effects of ethical climates 
on trust in supervisor and trust in organisation in a Polish context. 
Management Decision, 53(1), 24-39. 

Simha, A. & Cullen, J. B. (2011). Ethical climates and their effects on 
organisational outcomes: Implications from the past and prophecies 
for the future. Academy of Management Perspectives, 26(4), 20–34. 

Sinclair, R. C. & Mark, M. M. (1992). The influence of mood state on judgment 
and action: Effects on persuasion, categorization, social justice, 
person perception, and judgmental accuracy. In L.L. Martin & A. 
Tesser (Eds), The construction of social judgments, pp.165-193. 
Hilldale, NJ: Erlbaum. 

Singelis, T. M. & Brown, W. J. (1995). Culture, self, and collectivist 
communication linking culture to individual behaviour. Human 
Communication Research, 21(3), 354-389. 

Singelis, T. M., Triandis, H. C., Bhawuk, D. P., & Gelfand, M. J. (1995). 
Horizontal and vertical dimensions of individualism and collectivism: A 
theoretical and measurement refinement. Cross-Cultural Research, 
29(3), 240-275. 

Singh, J. & Mahmood, N. H. (2017). Emotional intelligence and expatriate job 
performance in the ICT sector: The mediating role of cultural 
adjustment. Global Business and Management Research: An 
International Journal, 9(1), 230-243. 

Sivanathan, N. & Fekken, G. (2002). Emotional intelligence, moral reasoning 
and transformational leadership. Leadership & Organisation 
Development Journal, 23(4), 198-204. 

Skubinn, R. & Herzog, L. (2016). Internalized moral identity in ethical 
leadership. Journal of Business Ethics, 120(3), 1-12. © C
OPYRIG

HT U
PM



165 
 

Slaski, M. & Cartwright, S. (2002). Health performance and emotional 
intelligence: An exploratory study of retail managers. Stress and 
Health, 18(2), 63-68.  

Smith, H. J., Thompson, R. L., & Iacovou, C. L. (2009). The impact of 
organisational climate on reporting behaviours in information systems 
projects. Journal of Business Ethics, 90(4), 577–591. 

Smith, T. & Nichols, T. (2015). Understanding the Millennial generation. 
Journal of Business Diversity, 15(1), 39-47. 

Spiegel, O., Abbassi, P., Zylka, M. P., Schlagwein, D., Fischbach, K., & 
Schoder, D. (2016). Business model development, founders' social 
capital and the success of early stage internet start-ups: A mixed-
method study. Information Systems Journal, 26(5), 421–449. 

Srivastava, S. (2016). Work deviant behaviour-employee engagement: An 
empirical investigation of the role of ethical leadership of Indian middle 
level managers. Drishtikon: A Management Journal, 7(2), 53-66. 

Stanescu, D. & Cicei, C. (2012). Leadership styles and emotional intelligence 
of Romanian public managers: Evidences from an exploratory pilot 
study. Revista De Cercetare Si Interventie Socialia, 38(1), 107-121. 

Steele, S. A. (2016). An evaluation of emotional intelligence and person-
organisation fit. Unpublished doctoral dissertation, University of the 
Rockies, USA. 

Steinbauer, R., Renn, R. W., Taylor, R. R., & Njoroge, P. K. (2014). Ethical 
leadership and followers’ moral judgment: The role of followers’ 
perceived accountability and self-leadership. Journal of Business 
Ethics, 120(3), 381-392. 

Stouten, J., Baillien, E., Van den Broeck, A., Camps, J., De Witte, H., & 
Euwema, M. (2010). Discouraging bullying: The role of ethical 
leadership and its effects on the work environment. Journal of 
Business Ethics, 95(1), 17-27. 

Stys, Y. & Brown, S. (2004). A review of the emotional intelligence: Literature 
and implications for corrections. Correctional Service of Canada, 
Research Report Branch, 1-76. 

Sweetman, D. & Luthans, F. (2010). The power of positive psychology: 
Psychological capital and work engagement. In A. B. Bakker & M. P. 
Leiter (Eds). Work engagement: A handbook of essential theory and 
research. New York, NY: Psychology Press. 

Sy, T., Tram, S., & O’Hara, L. A. (2006). Relation of employee and manager 
emotional intelligence to job satisfaction and performance. Journal of 
Vocational Behaviour, 68(3), 461-473. 

© C
OPYRIG

HT U
PM

http://researchprofiles.herts.ac.uk/portal/en/publications/health-performance-and-emotional-intelligence(b590ec5e-106c-42d4-a2c5-951e92d16dcd).html
http://researchprofiles.herts.ac.uk/portal/en/publications/health-performance-and-emotional-intelligence(b590ec5e-106c-42d4-a2c5-951e92d16dcd).html
http://researchprofiles.herts.ac.uk/portal/en/journals/stress-and-health(09bc20e1-5c7b-45db-9337-2ad26c4ade7e).html
http://researchprofiles.herts.ac.uk/portal/en/journals/stress-and-health(09bc20e1-5c7b-45db-9337-2ad26c4ade7e).html


166 
 

Szolnoki, G. & Hoffman, D. (2013). Online, face-to-face and telephone surveys 
- Comparing different sampling methods in wine consumer research. 
Wine Economics and Policy, 2(2), 57-66. 

Tajfel, H. (Ed.). (1982). Social identity and intergroup relations: European 
studies in social psychology. Cambridge: Cambridge University Press. 

Tang, G., Cai, Z., Liu, Z., Zhu, H., Yang, X., & Li, J. (2015). The importance of 
ethical leadership in employees’ value congruence and turnover. 
Cornell Hospitality Quarterly, 56(4), 397–410. 

Tanner, C., Brugger, A., van Schie, S., & Lebherz, C. (2010). Actions speak 
louder than words. Journal of Psychology, 218(4), 225-233. 

Taras, V., Kirkman, B. L., & Steel, P. (2010). Examining the impact of culture’s 
consequences: A three-decade, multilevel, meta-analytic review of 
Hofstede’s cultural value dimensions. Journal of Applied Psychology, 
95(5), 405-439. 

Taras, V., Sarala, R., Muchinsky, P., Kemmelmeier, M. Singelis, T. M., . . . 
Sinclair, H. C. (2014). Opposite ends of the same stick? Multi-method 
test of the dimensionality of individualism and collectivism. Journal of 
Cross-Cultural Psychology, 45(2), 213–245. 

Tashakkori, A. & Teddlie, C. (2009). Foundations of mixed methods research: 
integrating quantitative and qualitative approaches in the social and 
behavioural sciences. Thousand Oaks, CA: Sage Publications. 

Taylor, S. G. & Pattie, M. W. (2014). When does ethical leadership affect 
workplace incivility? The moderating role of follower personality. 
Business Ethics Quarterly, 24(4), 595-616. 

TechRepublic. (2018). Tech companies have highest turnover rate. Retrieved 
from www.techrepublic.com 

Teng, C. I., Huang, K. W., & Tsai, I. L. (2007). Effects of personality on service 
quality in business transactions. Service Industries Journal, 27(7-8), 
849-863. 

Tengku Abdul Jalal, T.S. (2016). Workplace English: An analysis of 
communication needs. Paper presented at Proceedings of the 2016 
International Conference on Industrial Engineering and Operations 
Management, Michigan, USA. 

Tett, R. P. & Meyer, J. P. (1993). Job satisfaction, organisational commitment, 
turnover intention, and turnover: Path analyses based on meta-
analytical findings. Personnel Psychology, 46(2), 259-293. 

 

© C
OPYRIG

HT U
PM



167 
 

Thatcher, J. B., Liu, Y., Stepina, L. P., Goodman, J. M., & Treadway, D. C. 
(2006). IT worker turnover: An empirical examination of intrinsic 
motivation. Database for Advances in Information Systems, 37(2/3), 
133–146. 

The Conference Board. (2015). Global Leadership Forecast 2014/2015. 
Retrieved from www.conference-board.org 

The Institute for Human Rights and Business (IHRB). (2012). ICT Sector 
Discussion Paper for Public Comment. Retrieved from www.ihrb.org 

The Straits Times. (2016). ICT Sector Faces Acute Skills Shortage: Study. 
Retrieved from www.straitstimes.com 

Thomas, D. (2011). Examining the relationship between emotional intelligence 
and leadership effectiveness of navy human resource officers. 
Unpublished doctoral dissertation, Capella University, USA. 

Thomas, D. (2015). The moderating effects of power distance and collectivism 
on empowering leadership and psychological empowerment and self-
leadership in international development organisations. Unpublished 
doctoral dissertation, Regent University, USA. 

Ting, S. Y. (2012). Cultivating OCB through ethical leadership: Studying the 
influence of collectivism. Unpublished doctoral dissertation, Hong 
Kong Baptist University, Hong Kong. 

Ting, S. H., Marzuki, E., Chuah, K. M., Misieng, J., & Jerome, C. (2017). 
Employers’ view on the importance of English proficiency and 
communication skill for employability in Malaysia. Indonesian Journal 
of Applied Linguistics, 7(2), 315-327. 

Tinypulse. (2016). 2016 Tech Industry Report. Retrieved from Tinypulse.com 

Tonkin, T. H. (2013). Authentic versus transformational leadership: Assessing 
their effectiveness on organisational citizenship behaviour of followers. 
International Journal of Business & Public Administration, 10(1), 40-
61. 

Toor, S. & Ofori, G. (2009). Ethical leadership: Examining the relationships with 
full range leadership model, employee outcomes, and organisational 
culture. Journal of Business Ethics, 90(4), 533-547. 

Trevino, L. K., Brown, M., & Hartman, L. P. (2003). A qualitative investigation 
of perceived executive ethical leadership: Perceptions from inside and 
outside the executive suite. Human Relations, 56(1), 5-37. 

Triandis, H. C. (1994). Culture and social behaviour. New York: McGraw-Hill. 
© C

OPYRIG
HT U

PM

http://www.conference-board.org/
http://www.ihrb.org/


168 
 

Triandis, H. C. & Gelfand, M. J. (1998). Converging measurement of horizontal 
and vertical individualism and collectivism. Journal of Personality and 
Social Psychology, 74(1), 118-128. 

Triandis, H. C. & Gelfand, M. J. (2012). A theory of individualism and 
collectivism. In P. A. Van Lange, A. W. Kruglanski, & E. T. Higgins 
(Eds.), Handbook of theories of social psychology, pp.498-520. 
Thousand Oaks, CA: Sage. 

Triandis, H. C., Chan, D. K.S., Bhawuk, D. P. S., Iwao, S., & Sinha, J. B. P. 
(1995). Multimethod probes of allocentrism and idiocentrism. 
International Journal of Psychology, 30(4), 461-480. 

Triandis, H., Bontempo, R., Villareal, J., Asai, M., & Lucca, N. (1988). 
Individualism and collectivism: Cross-cultural perspectives on self-
ingroup relationship. Journal of Personality and Social Psychology, 
54(2), 323-338. 

Tsui, A. S., Nifadkar, S. S., & Ou, A. Y. (2007). Cross-national, crosscultural 
organisational behaviour research: Advances, gaps, and 
recommendations. Journal of Management, 33(3), 426–478. 

Tu, Y. & Lu, X. (2016). Do ethical leaders give followers the confidence to go 
the extra mile? The moderating role of intrinsic motivation. Journal of 
Business Ethics, 135(1), 129-144. 

Tumasjan, A., Strobel, M., & Welpe, I. (2011). Ethical leadership evaluations 
after moral transgression: social distance makes the difference. 
Journal of Business.Ethics, 99(4), 609–622. 

Turnipseed, D. L. (2018). Emotional intelligence and OCB: The moderating 
role of work locus of control. The Journal of Social Psychology, 158(3), 
322-336. 

Ugoani, J., Amu, C., & Kalu, E. (2015). Dimensions of emotional intelligence 
and transformational leadership: A correlation analysis. Independent 
Journal of Management & Production, 6(2), 563-584. 

Ulrich, C., O’Donnell, P., Taylor, C., Farrar, A., Danis, M., & Grady, C. (2007). 
Ethical climate, ethics stress, and the job satisfaction of nurses and 
social workers in the United States. Social Science and Medicine, 
65(1), 1708–1719. 

Valentine, S., Godkin, L., Fleischman, G. M., & Kidwell, R. (2011). Corporate 
ethical values, group creativity, job satisfaction and turnover intention: 
The impact of work context on work response. Journal of Business 
Ethics, 98(3), 353-372. © C
OPYRIG

HT U
PM



169 
 

Van der Merwe, W. (2008). Determining employees’ perceptions of non-
financial recognition initiatives. Unpublished Master‘s dissertation, 
University of Pretoria, Pretoria. 

van Gils, S., Van Quaquebeke, N., van Knippenberg, D., van Dijke, M., & De 
Cremer, D. (2015). Ethical leadership and follower organisational 
deviance: The moderating role of follower moral attentiveness. The 
Leadership Quarterly, 26(2), 190-203. 

van Knippenberg, D. & van Schie, E. C. M. (2000). Foci and correlates of 
organisational identification. Journal of Occupational & Organisational 
Psychology, 73(2), 137–147. 

van Knippenberg, D., van Dick, R., & Tavares, S. (2007). Social identity and 
social exchange: Identification, organisational and supervisor support, 
and withdrawal from the job. Journal of Applied Social Psychology, 
37(3), 457–477. 

VanSandt, C. V., Shepard, J. M., & Zappe, S. M. (2006). An examination of the 
relationship between ethical work climate and moral awareness. 
Journal of Business Ethics, 68(4), 409–432. 

Verbeke, W., Ouwerkerk, C., & Peelen, E. (1996). Exploring the contextual and 
individual factors on ethical decision making of salespeople. Journal 
of Business Ethics, 15(11), 1175-1187. 

Verschoor, C. C. (2013). Ethical behaviour differs among generations. 
Strategic Finance, August 2013, 11-14. 

Victor, B. & Cullen, J.B. (1987).  A theory and measure of ethical climate in 
organisations. In Frederick, W.C. (eds.), Research in corporate social 
performance and policy, pp.51–71. Greenwich: Jai Press. 

Victor, B. & Cullen, J.B. (1988). The organisational bases of ethical work 
climate. Administrative Science Quarterly, 33(1), 101–125. 

viGlobal. (2018). Tech industry battles highest attrition rate in the world – and 
it’s costly. Retrieved from www.viglobal.com 

Vitell, S. J., Nwachukwu, S. L., & Barnes, J. H. (1993). The effects of culture 
on ethical decision-making: An application of Hofstede’s typology. 
Journal of Business Ethics, 12(10), 753-760. 

Walter, F., Cole, M.S., & Humphrey, R.H. (2011). Emotional intelligence: Sine 
qua non of leadership or folderol? Academy of Management 
Perspectives, 25(1), 45–59. 

 
© C

OPYRIG
HT U

PM



170 
 

Walumbwa, F. O. & Schaubroeck, J. (2009). Leader personality traits and 
employee voice behaviour: Mediating roles of ethical leadership and 
work group psychological safety. Journal of Applied Psychology, 
94(5), 1275-1286. 

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, 
S. J. (2008). Authentic leadership: Development and validation of a 
theory-based measure. Journal of Management, 34(1), 89-126. 

Walumbwa, F.O., Mayer, D.M., Wang, P., Wang, H., Workman, K., & 
Christensen. A.L. (2011). Linking ethical leadership to employee 
performance: The roles of leader–member exchange, self-efficacy, 
and organisational identification. Organisational Behaviour and 
Human Decision Processes, 115(2), 204-213. 

Wan Sulaiman, W. S. & Mohd Noor, M. Z. (2015). Examining the psychometric 
properties of the Wong and Law Emotional Intelligences Scale 
(WLEIS). e-BANGI: Jurnal Sains Sosial dan Kemanusiaan, 12(3), 81-
90. 

Wang, G., Mao, L., Ma, Y., Yang, X., Cao, J.,…. & Liu X. (2012). Neural 
representations of close others in collectivistic brains. Social Cognitive 
Affective Neuroscience, 7(2), 222–229. 

Wang, H., Lu, G., & Liu, Y. (2017). Ethical leadership and loyalty to supervisor 
in China: the roles of interactional justice and collectivistic orientation. 
Journal of Business Ethics, 146(3), 529–543. 

Wang, X. & Young, M. N. (2014). Does collectivism affect environmental 
ethics? A multi-level study of top management teams from chemical 
firms in China. Journal of Business Ethics, 122(3), 387–394. 

Wang, Y. & Yang, C. (2016). How appealing are monetary rewards in the 
workplace? A study of ethical leadership, love of money, happiness, 
and turnover intention. Social Indicators Research, 129(3), 1277-1290. 

Wang, Y.-D. & Sung, W.-C. (2014). Predictors of organisational citizenship 
behaviour: Ethical leadership and workplace jealousy. Journal of 
Business Ethics, 135(1), 117-128. 

Watts, D. (2013). The relationship of ethical behaviour in the workplace to 
emotional intelligence and perceived leader integrity. Unpublished 
doctoral dissertation, Trevecca Nazarene University, USA. 

Webber, S. (2007). Ethical climate typology and questionnaire: A discussion of 
instrument modifications. The Journal of Academic Librarianship, 
33(5), 567-580. 

 

© C
OPYRIG

HT U
PM



171 
 

Weeks, W. A., Loe, T. W., Chonko, L. B., Martinez, C. R., & Wakefield, K. 
(2006). Cognitive moral development and the impact of perceived 
organisational ethical climate on the search for sales force excellence: 
A cross-cultural study. Journal of Personal Selling & Sales 
Management, 26(2), 205–217. 

Wefald, A. J., Reichard, R. J., & Serrano, S. J. (2011). Fitting engagement into 
a nomologial network: The relationship of engagement to leadership 
and personality. Journal of Leadership & Organisational Studies, 
18(4), 522-537. 

Wegner, P. M. (2011). The relationship between employee engagement 
and employee retention in an acute healthcare hospital . 
Unpublished doctoral dissertation, Walden University, USA. 

Wei, Y. C. (2012). Person-organisation fit and organisational citizenship 
behaviour: Time perspective. Journal of Management & Organisation, 
18(6), 833-844. 

Werbel, J. D. & DeMarie, S. M. (2005). Aligning strategic human resource 
management and person-environment fit. Human Resource 
Management Review, 15(4), 247-262. 

Werner, K. (2013). An examination of the relationship between emotional 
intelligence and servant leadership practices of elementary public 
school principals in Washington State. Unpublished doctoral 
dissertation, Grand Canyon University, USA. 

Westerman, J. & Cyr, L. (2004). An integrative analysis of person-organisation 
fit theories. International Journal of Selection and Assessment, 12(3), 
252-261. 

Westlund, S. & Hannon, J. (2008). Retaining talent: Assessing job satisfaction 
facets most significantly related to software developer turnover 
intentions. Journal of Information Technology Management 19(4), 1-
15. 

Wimbush, J. C. & Shepard, J. M. (1994). Toward an understanding of ethical 
climate: Its relationship to ethical behaviour and supervisory influence. 
Journal of Business Ethics, 13(8), 637–647. 

Wimbush, J. C., Shepard, J., & Markham, S. (1997). An empirical examination 
of the relationship between ethical climate and ethical behaviour from 
multiple levels of analyses. Journal of Business Ethics, 16(1), 1705–
1716. 

Wolff, S.B., Pescosolido, A.T., & Druskat, V.U. (2002). Emotional intelligence 
as the basis of leadership emergence in self-managing teams. The 
Leadership Quarterly, 13(5), 505-522. 

© C
OPYRIG

HT U
PM



172 
 

Wong, C. S. & Law, K. S. (2002). The effects of leader and follower emotional 
intelligence on performance and attitude: An explanatory study. The 
Leadership Quarterly, 13(3), 243-274. 

Wong, C.S., Law, K.S., & Wong, P.M. (2004). Development and validation of 
a forced choice emotional intelligence for Chinese respondents in 
Hong Kong. Asia Pacific Journal of Management, 21(4), 535-559. 

Xanthopoulou, D., Heuven, E., Demerouti, E., Bakker, A. B., & Schaufeli, W. 
B. (2008). Working in the sky: A diary study on work engagement 
among flight attendants. Journal of Occupational Health Psychology, 
13(1), 345–356. 

Xu, A. J., Loi, R., & Ngo, H.-y. (2014). Ethical leadership behaviour and 
employee justice perceptions: The mediating role of trust in 
organisation. Journal of Business Ethics, 134(3), 1-12. 

 Xu, X., Yu, F., & Shi, J. (2011). Ethical leadership and leaders’ 
personalities. Social Behaviour and Personality, 39(3), 361-368.  

Yahaya, A. & Ramli, J. (2009). The relationship between self-concept and 
communication skills towards academic achievement among 
secondary school students in Johor Bahru. International Journal of 
Psychological Studies, 1(2), 25-26. 

Yamaguchi, S. & Sugimori, S. (1992). Universality of personality – Correlates 
of persons’ collectivism. International Journal of Psychology, 27(1), 
324-324. 

Yang, C. (2014). Does ethical leadership lead to happy workers? A study on 
the impact of ethical leadership, subjective well-being, and life 
happiness in the Chinese culture. Journal of Business Ethics, 123(3), 
513-525. 

Yi, H. T., Dubinsky A. J., & Lim, C. U. (2012). Determinants of telemarketer 
misselling in life insurance services. Journal of Services Marketing, 
26(6), 403–418. 

Yi, Y., Nataraajan, R., & Gong, T. (2011). Customer participation and 
citizenship behavioural influences on employee performance, 
satisfaction, commitment, and turnover intention. Journal of Business 
Research, 64(1), 87-95. 

Yukl, G. (2012). Leadership in organisations (8th ed). Upper Saddle River, NJ: 
Prentice Hall. 

Yukl, G., Mahsud, R., Hassan, S., & Prussia, G. E. (2013). An improved 
measure of ethical leadership. Journal of Leadership & Organisational 
Studies, 20(1), 38-48. 

© C
OPYRIG

HT U
PM



173 
 

Zawawi, D. (2007). Quantitative versus qualitative methods in social sciences: 
Bridging the gap. Integration & Dissemination, 1(1), 3-4. 

Zaza, I. & Armstrong, D. J. (2016). Turnover intention among information 
technology professionals: A meta-analytical perspective. Thirty 
Seventh International Conference on Information Systems, Dublin 
2016. 

Zheng, D., Witt, L., Waite, E., David, E. M., van Driel, M., McDonald, D. P., . . 
. Crepeau, L. J. (2015). Effects of ethical leadership on emotional 
exhaustion in high moral intensity situations. The Leadership 
Quarterly, 26(5), 732-748. 

Zhu, W., Avolio, B. J., & Walumbwa, F. O. (2009). Moderating role of follower 
characteristics with transformational leadership and follower work 
engagement. Group & Organisational Management, 11(1), 590-619. 

Zhu, W., He, H., Treviño, L. K., Chao, M. M., & Wang, W. (2015). Ethical 
leadership and follower voice and performance: The role of follower 
identifications and entity morality beliefs. The Leadership Quarterly, 
26(5), 702-718. 

Zhu, W., May, D. R. & Avolio, B. J. (2004). The impact of ethical leadership 
behaviour on employee outcomes: The roles of psychological 
empowerment and authenticity. Journal of Leadership & 
Organisational Studies, 11(1), 16-26. 

Zhu, W., Zheng, X., He, H., Wang, G., & Zhang, X. (2017). Ethical leadership 
with both “moral person” and “moral manager” aspects: Scale 
development and cross‐cultural validation. Journal of Business Ethics, 
1-19. Advance online publication, DOI:  10.1007/s10551-017-3740-y  

Zimmerman, R. D. & Darnold, T. C. (2009). The impact of job performance 
on employee turnover intentions and the voluntary turnover 
process: A meta-analysis and path model. Personnel Review, 
38(2), 142-158. 

Zoghbi-Manrique-de-Lara, P. & Suárez-Acosta, M. (2014). Employees’ 
reactions to peers’ unfair treatment by supervisors: The role of ethical 
leadership. Journal of Business Ethics, 122(4), 537-549.  

Zylka, M. P. & Fischbach, K. (2017). Turning the spotlight on the consequences 
of individual IT turnover: A literature review and research agenda. The 
Data Base for Advances in Information Systems, 48(2), 52-78. 

  © C
OPYRIG

HT U
PM




