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ABSTRACT

Employees’ turnover intention is one of the challenges faced by many
organisations including small medium enterprises (SMEs) in Malaysia. Thus,
demand for an effective leadership style is crucial as it can increase employees’
interest to stay longer in organisations. The relationship between leadership styles
and employees’ turnover intention has been widely studied. There are various
leadership styles such as transformational, transactional, autocratic and charismatic
leaderships. While the concept of leadership has been extensively studied, the role of
servant leadership in reducing employees’ turnover intention has not been fully
understood. Servant leadership focuses on their followers’ needs in establishing good
relationship with followers. In addition, it is associated with characteristics such as
standing back, empowerment, ethical, humility, listening and forgiving. This study
examined the relationship between servant leadership (independent variables) and
employees’ turnover intention (dependant variable). In addition, this study
investigated the effect of human resource (HR) practices as the mediating variable
since this relationship has received scarce attention in research. HR practices such as
training and development, rewards and pay system, performance management, and
occupational safety and health management were the focal points of this research.
The objectives in this research were to identify the level of servant leadership in
SMEs; to investigate which is the most frequently used HR practices; to determine
inter-relationships between servant leadership, HR practices and turnover intention;
and to examine the role of HR practices as a mediator. Using questionnaires, data
were collected from 227 local SMEs' employees in manufacturing sector. The
questionnaires were distributed by hand, mails, emails and Google Forms. SPSS
version 24 was used to analyze the normality test and demographic factors of the
respondents, whereas AMOS version 24 was used for Confirmatory Factor Analysis
(CFA) and testing the relationship between variables in the Structural Equation
Modeling (SEM). The results showed that the level of servant leadership is moderate
and performance management is most frequently used HR practices among SMEs.
Apart from that, it was found that there is a significant positive relationship between
servant leadership and HR practices, in which good servant leadership and HR
practices are found to be significant in reducing employees’ turnover intention. It is
discovered that only two dimensions of servant leadership which are listening and
ethical behavior showed a significant mediation effect on turnover intention. In short,
these findings provided useful insights for practitioners of SMEs in reducing
employees’ turnover. It is recommended that leaders not only have to listen to the
needs of their employees but to take care of their welfare such as training
opportunities and pay rates.
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ABSTRAK

Niat pusing ganti para pekerja merupakan salah satu cabaran yang dihadapi
oleh pelbagai organisasi termasuk perusahaan kecil dan sederhana (SME) di
Malaysia. Oleh itu, permintaan untuk gaya kepimpinan yang efektif sangat penting
bagi menarik minat para pekerja untuk terus berkhidmat dalam organisasi. Hubung
kait antara gaya kepimpinan dan niat pusing ganti para pekerja telah dikaji secara
meluas. Terdapat banyak jenis gaya kepimpinan seperti kepimpinan transformasi,
transaksi, autokratik dan karismatik. Walaupun konsep kepimpinan telah dikaji
secara mendalam, peranan kepimpinan hamba (servant leadership) bagi
mengurangkan niat pusing para pekerja belum difahami sepenuhnya. Kepimpinan
hamba memberi fokus kepada keperluan pengikut dalam mewujudkan hubungan
yang baik dengan pengikut. Tambahan lagi, ia dikaitkan dengan ciri-ciri seperti
melangkah ke belakang, pemerkasaan, beretika, merendah diri, mendengar dan
memaafkan. Kajian ini meneliti hubungan antara Kepimpinan Hamba (pemboleh
ubah bebas) dan niat pusing ganti para pekerja (pemboleh ubah bersandar). Selain itu,
kajian ini juga mengkaji kesan amalan sumber manusia sebagai pemboleh ubah
perantaraan kerana hubungan ini tidak begitu diberi perhatian dalam kajian. Amalan
HR seperti latihan dan perkembangan, sistem ganjaran dan bayaran, pengurusan
prestasi, serta pengurusan keselamatan dan kesihatan pekerjaan merupakan titik
fokus kajian ini. Objektif kajian ini ialah mengenal pasti tahap kepimpinan hamba di
SME; mengkaji amalan HR yang paling kerap digunakan; menyelidik hubungan
antara kepimpinan hamba, amalan HR dan niat pusing ganti; dan menyelidik peranan
amalan HR sebagai perantara. Dengan menggunakan borang soal selidik, data telah
dikumpul daripada 227 pekerja SME tempatan dalam sektor pembuatan. Borang soal
selidik telah diedarkan secara terus, melalui surat, email dan borang Google. SPSS
versi 24 telah digunakan untuk menganalisis ujian kenormalan dan faktor demografi
para responden, manakala AMOS versi 24 telah digunakan untuk Analisis Faktor
Konfirmatori (CFA), dan menguji hubungan antara pemboleh ubah dalam
Permodelan Persamaan Berstruktur (SEM). Keputusan menunjukkan tahap
kepimpinan hamba adalah sederhana dan pengurusan prestasi merupakan amalan HR
yang paling kerap digunakan di SME. Selain itu, didapati bahawa adanya hubungan
positif yang signifikan antara kepimpinan hamba dan amalan HR, dan kepimpinan
hamba dan amalan HR yang baik didapati secara signifikan menurunkan kadar niat
pusing ganti para pekerja. Didapati juga hanya dua dimensi kepimpinan hamba iaitu
mendengar dan perlakuan beretika menunjukkan kesan perantaraan yang signifikan
terhadap niat pusing ganti. Jelasnya, dapatan kajian ini memberikan pemahaman
bermanfaat kepada pengamal SME untuk mengurangkan pusing ganti para pekerja
mereka. Adalah dicadangkan agar pemimpin bukan sahaja perlu mendengar
keperluan pekerja mereka tetapi juga menjaga kebajikan mereka seperti peluang
latihan dan kadar bayaran gaji.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Leadership is a concept that has been widely researched and debated in past
and recent years (Krekeler, 2010).Leadership approaches, theories, and skills have
evolved from placing little concern on employees in the past to forging long-term
relationships with them in the present. Despite being well-researched, discussion on
one of the relationship-based leaderships — servant leadership in small medium
enterprises (SMEs) especially in Malaysia is still lacking. SMEs are an important
pillar to the development of Malaysia's economy. Employees are encouraged to be

well-trained and be innovative (Arham et al., 2017).

Since employees are essential organizational assets, their turnover is a
significant problem for organizations. Consequences secondary to employees’
turnover include the loss of the resigning employees’ knowledge, expertise, and
experience; the cost of training for new employees; and disruptions in production
effectiveness during the training of the new employees (Harris et al., 2008). The
turnover and retention of employees remain a costly challenge for SMEs as it
includes recruitment, induction of new workers, and loss in production (DeNisi &

Griffin, 2008; Rubiah, 2012). Thus, organizations are concerned with retaining their



skilled employees. Given the transformation of the Malaysian economy into a
knowledge-based economy (Khalique et al., 2011), the mitigation of employee's

turnover intention in SMEs has become fundamental (Sin Tan et al., 2010).

Despite the copious literature on the impact of effective leaders on employees’
turnover intention, little discussion has focused on servant leadership in SMEs.
Servant leaders focus on employees' needs, which is crucial in today’s organizations.
Therefore, within this framework, this research examined the role of servant
leadership on the employees’ turnover intention as mediated by human resource
practices in SMEs. These encompass not only monetary aspects such as competitive
remunerations, but also non-monetary ones such as sufficient training and
development, performance management, and occupational safety and health. This
chapter presents the background of the research and problem statement. It also
focuses on the research objectives, research questions, theoretical foundation and

conceptual framework of the study.

1.2 Background of the Research

Leaders differ from managers in that the former are willing to change, but the
latter prefer to maintain the status quo (Ricketts, 2009). Over the past century,
dramatic changes have been observed in leadership styles in practice (Orr & Sack,
2009). Since the last decade, leadership focus has become more relationship-based
towards employees (Boyum, 2012). The concept of leadership is important to an
organization, and the lack of any crucial element of it could lead to challenges such
as diminished organizational effectiveness, especially in this new era (Raja &
Palanichamy, 2012). Gallato et al. (2012) and Arham et al. (2013) have opined that
effective SMEs' leadership is important to enhancing their organizations' potential
whereas ineffective leadership may lead to organizational failure. Therefore, an

effective leadership is emphasized by SMEs wherein the leaders are the ones who



motivate employees and bring innovation to organizations (Choo, 2007; Arham et al.,
2013).

All organizations including SMEs require efficient leaders to lead people to
the right direction to achieve the organizations' goals (Aziz et al., 2013). Over the
decades, various leadership styles have been proposed: transformational,
transactional (Burns, 1978), charismatic (Weber, 1920), autocratic and democratic
(Lewin, 1939). The different leadership styles are accompanied by different types of
characteristics, between which comparisons have been made (Stone et al., 2004;
Parolini et al., 2009; Schneider & George, 2011). In fact, different leaders influence
their followers differently; for instance, autocratic leaders use coercion,
transformational leaders use their charisma and servant leaders influence employees

by service.

As stated by Behar (2007), people are more important than profits. This
aligns with the concept of servant leadership. In servant leadership, the focus is on
serving others and helping followers to grow both professionally and personally
(Ebener & O'Connell, 2010). Avolio et al. (2004), Sendjaya et al. (2008) and
Gardner et al. (2011) clarified that servant leadership is similar to authentic
leadership where authentic leaders not only have a deep awareness of their own and
others' perspectives and of the context in which they operate, but also are positive in
their outlook. However, servant leadership is spiritual in orientation, and this is
lacking in authentic leadership. Servant leaders also contrast with autocratic leaders,
who tend to control their subordinates, reward and centralize authority in what is also
known as boss-centered leadership (Beaver, 2007). Recent evidence has shown that
leaders in this century have started to empower their employees to perform
effectively in organizations (Schneider & George, 2011). Indeed, servant leaders not
only empower their subordinates, but also possess other characteristics such as being
supportive of their followers, exhibiting ethical behavior, humility, being willing to

listen, and empathy.

Patterson (2003) listed empowerment as one of the characteristics of servant
leadership in her model. Empowerment means that the leaders share power with their

followers, and give them chances to make decisions and thereby gain experience.



Support for followers is also one of the main criteria of servant leadership in that it
helps followers to be successful and trains them to become leaders in the future
(Reed et al., 2011). According to Arham (2014a), since the attainment of
organizational success must necessarily derive support from employees, actions need
to be taken by leaders: to encourage employees to grow and develop; exhibit
emotional support to them; provide them with direction; recognise both individual

needs and team requirements; and develop their skills and capabilities.

Wong (2003) has found that servant leaders own a characteristic absent in
self-seeking leadership styles (such as autocratic leadership), namely ethical behavior.
In today’s society, being ethical is important for leaders to foster long-term
relationships with their followers and customers, considering that ethical behavior
builds mutual trust between two parties. Furthermore, ethical behavior augments
productivity and employees' job satisfaction (Wong, 2003). Apart from that,
Patterson (2003) indicated that both humility and being open to advice are essential
today. Furthermore, leaders nowadays should be cognizant of their employees’

needs; thus, the willingness to listen and empathy are likewise crucial for them.

Studies on the styles of leadership in Malaysian SMEs focus on
transformational leadership styles. According to Aziz et al. (2013) and Voon et al.
(2011), transformational leadership are effective in organizational performance and
employees’ job satisfaction, compared to transactional leadership and passive-
avoidant leadership. Arham et al. (2013) posited that many leaders in Malaysian
SMEs practice transformational leadership than transactional leadership.
Furthermore, these leaders are able to gain mutual trust from employees, giving them
chances in problem solving highlighting that such leaders display empowerment
more in transformational leadership. There are difference and similarities between
transformational leadership and servant leadership (Smith et al., 2004). Servant
leadership is more concerned with emotional welfare of their employees than
transformational leadership (Humphreys, 2005). Parolini et al. (2009) have argued
that transformational leaders focus on the needs of the organization whereas servant
leaders focus on the needs of the individual. According to Schneider and George

(2011), both transformational and servant leadership styles practice empowerment,



and research has shown that both have impact on employees' turnover intention.
Thus, the differences and similarities continue to be of interest for studies on the

effect of servant leadership in SMEs Malaysia.

As aforementioned, every organisation needs sound and effective leadership.
Acknowledging the important links between leadership and organisational
performance, many organisations concentrate on developing effective leaders in
their organisations (Arham, 2014b). Many researchers have linked leadership styles
to aspects related to management, including cross-cultural management (Pellegrini et
al., 2010), motivation and job satisfaction (Hulpia & Devos, 2009; Farris, 2010;
Bhatti et al., 2012), commitment (Shastri et al., 2010), and turnover intention (Firth
et al., 2004; Maier, 2011; Caffey, 2012). Choo (2007) agreed that effective leaders
attract and retain employees. Although studies have been conducted regarding the
causes of employee’s turnover intention, many organizations still face retention
problems (Mobley, 1977; Whitmore, 1979; Sheridan & Abelson, 1983). Leaders in
organizations have vital roles to play as they will affect the employees' turnover
intention. According to Maier (2011), in the hospitality industry, the leader’s
knowledge in retaining employees is important for augmenting customer services.
The relationship has also been studied between leadership styles and turnover
intention in different areas such as the retail market (Firth et al., 2004),

communication-related industry (Chen et al., 2008), and education (Engelhart, 2012).

Turnover (the departure from an organization) is common in the industrial
milieu (Philip and Philip, 2002). According to Ahlrichs (2000), turnover will be
detrimentally costly for an organization because it includes visible and invisible costs.
These costs include those of recruiting, training, socialization and disruption. Apart
from that, turnover may jeopardize an organization in other manners (Philip and
Philip, 2002). The frequent changing of staff due to high turnover rate will decrease
the quality of service or product and affect organizational performance. Given the
extent of the negative impacts of turnover, many managers place attention on
employee retention (Mitchell et al., 2001). In this regard, many organizations have
their own strategies to retain employees, such as providing training to employees in

order to deepen their commitment to the organizations (Sieben, 2007), and



implementing salary strategies and job enrichment to militate against employees’

turnover intention (Luna-Arocas & Camps, 2007).

Employee turnover is still a perennial problem for organizations that can lead
to company loss (Rubiah, 2012). In Malaysia, a turnover report that involved 71
companies and 28028 employees revealed the employees’ average monthly turnover
rates in the manufacturing sector: 2.21% in 2010, 1.92% in 2011, 1.94% in 2012,
1.69% in 2013, and 1.72% in 2014 (Malaysian Employers Federation, 2015). Table
1.1 outlines the average monthly turnover rate in Malaysia in the Malaysian

Employers Federation's survey.

Table 1.1: Average Monthly Turnover Rate (Manufacturing Sector)

Year Percentage (%)
2010 2.21
2011 1.92
2012 1.94
2013 1.69
2014 1.72

Source: (Malaysian Employers Federation, 2015)

In this regard, many studies have found that human resource (HR) practices
play a significant role in reducing turnover intention. Employees are one of the
important assets of an organization (Gilley et al., 2002; Brewster, 2004).
Accordingly, managing human capital is crucial to organizations in order to have
competitive advantages (Wright & Kehoe, 2008); it follows that well-developed HR
practices must be implemented to ensure that employees are well taken care of
(Osman et al., 2011). The HR management department is usually in place to deal
with employee issues including turnover (Allen et al., 2003). HR practices include
many fields, but can in general be separated into three dimensions: motivation-
enhancing practices, empowerment-enhancing practices and  skill-enhancing
practices (Wright & Kehoe, 2008). Research suggested that various HR practices
could be used for retention in Malaysia SMEs, include training and development,

recognition, achievement, work and responsibility, company policy, supervision,



working conditions, interpersonal relations, job security and compensation (Zin et al.,
2012).

Training can help employees to narrow the gaps between current capabilities
in their works, and help them in their future work position (Noe, 2010). Providing
training is important to increase the percentage of skilled local employees in
Malaysia from 31% to 35% by 2020 as planned in the Eleventh Malaysia Plan (2016-
2020) (Lee, 2017). Although training bring benefits such as profitability, productivity
and competitive advantages to Malaysian SMEs, many reasons impede the
implementation of training such as the lack of time, high costs in training, and
underestimation of benefits from training (Yahya et al., 2012). However, a recent
study on SMEs in the Malaysian manufacturing sector agreed that training is
important to their employees including top management to increase their
commitment and motivation in job, especially when facing new technology (Rose et
al., 2017).

In addition to training, performance appraisals and reward systems have been
rated low by employees, reflecting that these HR practices are still not adequate to
meet the requirement of the employees in SMEs and hard for SMEs to gain
competitive advantages (Hassan, 2010). In contrast, Cafferkey et al. (2013) have
ascertained that HR practitioners in Malaysian SMEs rank the extent of practice of
reward systems and provision of formal training as high in their organizations. Apart
from welfare, occupational safety and health (OSH) deserve attention too but the
lack of concern about it by Malaysia SMEs may arise from the rare occurrence of
accidents in these organizations due to their limited workforce. It has been shown
that there is still much room for improvement concerning the implementation of
OSH in Malaysian SMEs (Surienty, 2012).

The focus amongst researchers in the past on only big organizations has of
late started to give way to the new recognition of SMEs as important contributors to
the country’s development (Marlow, 2006; Franklin, 2010), as may be evidenced by
SMEs’ contribution to as much as 31% of Gross Domestic Product (GDP) of
Malaysia. In view of their role, the Malaysian government has employed the New

Economic Model and Tenth Malaysia Plan to develop SMEs and foster their



competitiveness in this new era. The government has also aided SMEs to grow
through various channels such as establishing the National Human Resources Centre
(NHRC) and Human Resources Development Fund (HRDF). NHRC has also
attempted to provide training on leadership development for SME leaders (National
SME Development Council, 2011).

Optimal HR practices help to retain employees in SMEs (Yahya et al., 2012).
Mobley et al. (1979) provided a complex framework for the reasons behind
employees’ turnover behavior, including personal characteristics, job satisfaction, job
characteristics  (i.e. remuneration, promotion, supervision style, formal
communication), occupational grouping and external environment. Thus, this is in
line with issues mentioned in this section, which are leadership and HR practices.
Employees who are less satisfied with their leaders and HR practices are more likely
to quit their jobs.

Today, Malaysian economy has transformed to a knowledge-based economy.
Thus, Malaysian SMEs need to change their mindset to transform themselves to
accelerate the growth of SMEs. To ensure continued SME growth and contribution to
Malaysia’s economy, over the next few years Malaysia has to encourage the private
sector to adapt to changes, have a pool of skilled employees who can be absorbed in
the market and be competitive (The World Bank, 2016). This emphasize again the
importance to retain skilled employees in SMEs.

In conclusion, employee turnover is a challenge for many leaders and
organizations including SMEs. An effective leadership is able to grapple with the
problem of employees’ turnover intention. Furthermore, SME leaders should ensure
the establishment of effective HR practices to retain employees. Thus, it is useful to
investigate the role of servant leadership on HR practices and its effect on turnover

intention among SMEs' employees in the manufacturing sector.



1.3 Problem Statement

There are many types of leadership; and an effective leader is one who is able
to continually and progressively lead and direct his subordinates to the agreed
destination defined by the whole group (Bhatti et al., 2012). An effective leadership
style will lead the organization to success. According to Schwantes (2015), an
estimation of 30% of the top 35 organizations on the Fortune list 2014 practiced
servant leadership. Conversely, a poor leadership style will lead to problems.
Jobstreet (2015) reported a survey on job satisfaction that involved 631 employees,
71% of whom opined that poor leadership was a major factor that would lead to job
dissatisfaction. A survey has evidently indicated that employees prefer servant
leadership followed by transformational leadership (Ahmad & Fontaine, 2011).
However, a paucity of the knowledge on servant leadership persists, especially in
SMEs in Malaysia. Most of the research on SMEs leadership in Malaysia focuses on
transformational and transactional leaderships (Arham et al., 2013; Aziz et al., 2013;
Arham, 2014a). In other words, recent findings have shown that there is still no clear

understanding of servant leadership behaviors among SME leaders in Malaysia.

Furthermore, according to Hasnah et al. (2010), one of the challenges faced
by Malaysian SMEs is the lack of expertise in management. The knowledge about
leadership among SMEs' leaders is still insufficient (Sam et al., 2012). In terms of
research, there have been only limited studies on leadership in SMEs, such as
investigations on the importance of leadership styles of the owners of manufacturing
companies in organization innovation (Jones & Crompton, 2009), the impact of
servant leadership in SMEs (Franklin, 2010) and the determination of the optimal of
leadership style that could enhance organizational outcomes in SMEs (Just, 2011).
Given the history of Western colonization of Malaysia, the management styles and
practices among Malaysian companies are westernized, especially in those that report
directly to their foreign partners. However, Malaysian leaders are still are not
expected to be self-serving such as placing their own interest ahead of the group
because their behaviors are still governed by their key cultural and religious values

(Lo & Ramayah, 2011). Employees nowadays seek greater authority and more
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support from leaders; understanding this phenomenon will help to reduce employees’
turnover intention (Harris et al., 2008). However, the prevalence of servant
leadership among SME leaders to retain employees is still unknown. Thus, the first
research question is to investigate the prevalence of servant leadership as practiced

by leaders of the manufacturing sector.

It is noteworthy that HR practices have changed over time to deal with
globalization and to compete in the labor market by treating employees as a valuable
inventory (Vani, 2011) or talent and by giving them decision-making power
(Boudreau & Ramstad, 2004). In Malaysia, a survey by MEF has shown that
organizations are moving towards performance-based reward systems and that the
Malaysian government also provide various training opportunities for Malaysians to
enhance their skill and knowledge (Osman et al., 2011). However, studies on HR
practices in SMEs are limited in Malaysia. Not all SME have their own HR
department, and some of them even outsource their HR matters to a third party
(Osman et al., 2011). It is even worse when leaders hardly pay attention to HR
matters. Many researchers have confirmed that the implementation of sound HR
management may increase employees’ commitment to the organization and militate
against their turnover intention (Batt & Valcour, 2003; Sieben, 2007; Rondeau et al.,
2009; Altarawneh & Al-Kilani, 2010; Gardner et al., 2011; Kwon & Rupp, 2013).
Against this backdrop, however, SMEs have been found to be less concerned about
HR practices than multinational companies (Osman et al., 2011). Studies on the
influence of HR practices (i.e. performance management) in SMEs in the

manufacturing sector in Malaysia are still limited and inconclusive.

Effective HR practices will be able to increase not only employees’
knowledge, skills, and abilities (KSASs) to help organizations to meet their targets,
but also their productivity, competitive advantages, and retention (Wheeler et al.,
2012). According to Juhdi et al. (2013), Malaysian employees agreed that the
rewards-and-pay systems are one of the factors that decrease their turnover intention,
because rewards may increase the employees’ motivation and commitment to their
job. Teh (2015) reported that many Malaysian employees prefer Singapore, given the
difference in remunerations: a fresh graduate employed in Singapore earns a monthly

salary three times more than a counterpart employed in Malaysia. Tang (2015)
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reported that many organizations in Johor have encountered difficulty in recruiting
employees because of the prospective employees’ preference of Singapore. However,
interestingly, a survey from Jobstreet, an online recruitment organization, indicated
that the main reason that an employee leaves is an offer of higher pay, but the
employee will stay if he loves his current job (Jobstreet, 2013). Apart from
remunerations, other factors such as performance management, effective training
programs, and a safety workplace are criteria that lead to employee retention (Batt &
Valcour, 2003; Rondeau et al., 2009; Altarawneh & Al-Kilani, 2010).

According to The Associated Chinese Chamber of Commerce and Industry of
Malaysia (2012), SMEs face difficulties in employing workers. In active industries,
this problem is the most serious in the hotel industry with a shortage of 79%,
followed by the agriculture, farming, timber, fishery and the gardening industry with
76% and by the manufacturing industry with 72%. Most of the industries lack skilled
workers (30%) and general workers (30%). The industries that need skilled workers
are mostly construction (59%) and manufacturing (42%). In elucidating the average
yearly turnover rate of executives, Lisa (2012) found that a turnover rate of 18.84%
was observed for manufacturing companies have and one of 20.88% for non-
manufacturing companies. The author also stated that every employee has a different
perspective on work: while some seek more authority, others prefer better
remuneration. Anvari et al. (2014) showed that Malaysians are retained for less than
three years in an organization, but the variety of HR practices contributes to
retaining knowledgeable workers. Thus, possessing the knowledge of HR practices
in SMEs may help in understanding the phenomena underlying the employees’

turnover intention.

Good leadership behaviors can lead to a good organizational climate even
with poor HR policies, but good HR policies with undesirable leadership behavior
could lead to an unsatisfactory organizational climate (Purcell & Hutchinson, 2007).
Evans (2016) agreed that leaders play the crucial role in enacting effective HR
practices, and Garcia-Carbonell et al. (2016) stated that one of the ways for them to
do so is through effective communication with employees. Patterson et al. (2003)
and Liden et al. (2008) indicated that servant leadership is concerned with employees’

welfare and is unconditional. Furthermore, they care about their employees without
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bias (Andersen, 2009). Servant leaders provide opportunities for employees in
learning and growth for enhancing their capabilities (Reed et al., 2011). Servant
leaders also become role models to employees and their caring will encourage safety
in workplace (Clarke, 2013). In this regard, it is meaningful to examine the roles of

servant leadership in influencing HR practices in SMEs in the manufacturing sector.

Much literature has been published on the relationship between leadership
and turnover intention. Servant leadership that empowers their employees will
increase their employee willingness to stay (Caffey, 2012). Support from servant
leaders are essential for not only helping employees during work but also decreasing
their turnover intention (Hunter et al., 2013; Kang et al., 2015). Furthermore,
effective communication, trust, empathy and willingness to serve are likewise
important to decrease turnover intention (Joo, 2010; Duffield et al., 2011). A
Malaysian study has revealed that employees have higher commitment to their job if
leaders practice servant leadership. It also showed that characteristics of servant
leadership which are support and empathy are critical to employees’ commitment
(Goh & Zhen-Jie, 2014).

Despite the abundance of literature on leadership and on turnover intention,
uncertainties have remained on the presence of a relationship between leadership and
employees’ turnover intention and that between HR practices and turnover intention.
(Purcell & Hutchinson, 2007; Rondeau et al., 2009; Brown et al., 2010; Cottini et al.,
2011; Mueller, 2012; Guan et al., 2015; Dello Russo et al., 2016; Verbeke et al.,
2016), few studies have been conducted to examine the relationship between the
three variables simultaneously (Kuvaas & Dysvik, 2010; Tymon Jr et al., 2011).
Thus, ascertaining whether HR practices mediate the leadership-turnover intention
relationship could add new understanding of the direct and indirect relationships
between servant leadership and turnover intention in the context of SMEs in

Malaysia.
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14 Research Questions

1) Do the leaders of SMEs in the manufacturing sector practice a high level of

servant leadership?

2) What HR practices are frequently used in SMEs manufacturing sector?

3) Is there any relationship between servant leadership style and turnover intention in
such SMEs?

4) Is there any relationship between servant leadership style and HR practices in such
SMEs?

5) Is there any relationship between HR practices and turnover intention in such
SMEs?

6) Do HR practices mediate the relationship between servant leadership style and

employees’ turnover intention of such SMEs?

1.5  Research Objectives

1) To identify the level of servant leadership practice in the manufacturing sector

among leaders of SMEs.

2) To identify the HR practices that are frequently used in SMEs manufacturing

sector.

3) To examine the relationship between servant leadership style and employee’s

turnover intention in such SMEs.
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4) To examine the relationship between servant leadership style and HR practices in
such SMEs.

5) To examine the relationship between HR practices and turnover intention in such
SMEs.

6) To examine whether HR practices mediate the relationship between servant

leadership style and employees’ turnover intention in SMEs manufacturing sector.

1.6 Scope of the Research

This research concerns respondents who are full-time skilled employees in
Johor, the southernmost state in Malaysia that is geographically the closest to
Singapore. The respondents are employed by employers under contracts of service
(Perkeso, 2013). It is also noteworthy that this research has included only the

respondents of the Malaysian nationality and involved no foreigner employees.

Secondly, the scope is limited to only SMEs. Such enterprises in the
manufacturing sector in Malaysia include enterprises with sales turnover not
exceeding RM50 million or full-time employees not exceeding 200 (National SME
Development Council, 2013). The sector encompasses manufacturers of all kinds of
merchandises, for example, metal-product manufacturers, food-and-beverage

manufacturers, paper-and-printing manufacturers, et cetera.

The independent variable is servant leadership, which is not discussed much
in Malaysia. Characteristics of servant leadership are abound, of which six are
chosen based on previous studies, given their importance to servant leadership and
relevance to HR practices and turnover intention. The six characteristics thus chosen
for elucidation in this study are: standing back, empowerment, ethics, humility,

listening and forgiving. Perceptions of servant leader characteristics in positional
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leaders as well as those who may have leadership influence in their work unit were
measured. The six chosen characteristics focus on serving employees' need,
developing employees, becoming a role model to employees to follow, listening and
receiving what employees say and be empathy which are important for a leader
nowadays. The dependent variable for this research is employees’ turnover intention.
In this study, turnover intentions refer to skilled employees' desire to leave their
organization in the near future. There is only one mediator in this study i.e. HR
practices, whose criteria that are tested in this research include training and
development, rewards and pay system, performance management, and occupational

safety and health.

Lastly, as regards the data collection method, this research used the
quantitative method to collect data. A questionnaire was developed based on

previous studies.

1.7  Significance of the Research

This research contributes to the body of knowledge in several ways. This
research explores the impact of servant leadership on HR practices and employees’
turnover intention among skilled workers of SMEs in the manufacturing sector in
Johor. From an academic perspective, the results of this research could provide
insights into the relationship between servant leaders, HR practices and employees’
turnover intention. This, in turn, will determine whether this concept generated in a

western context might be applicable to Malaysia.

In addition, previous studies have focused at the impacts of leaders' support
on employees’ turnover intention with HR practices as the mediator (Kuvaas &
Dysvik, 2010; Tymon et al., 2010; Tymon Jr et al., 2011; Kuvaas et al., 2014).
However, as the context of the research is on employees’ turnover intention, this

study used HR practices as mediator which the characteristics of HR practices have
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not been studied previously that focus on relationship between servant leadership and

turnover intention.

Furthermore, it is hoped that the findings of this study can shed light on the
reasons underlying employees’ turnover intention. Leaders in SMEs can improve
their understanding on such reasons by paying attention to the HR practices and

their needs.

Given the lack of a universally accepted combination of characteristics for
servant leadership, this research contributes to the existing body of knowledge with
its new set of characteristics of servant leadership, especially for enhancing HR
practices and militating against employees’ turnover intention. Thus, this knowledge
will also be useful and important for companies to identify the best characteristics for
effective leaders. This will enable leaders to be cognizant of the importance of
characteristics of servant leadership in helping organizations become more effective

and retaining knowledgeable workers.

1.8 Conceptual and Operational Definitions

1.8.1 Servant Leadership

Many scholars have believed that leaders play the role of influencing people
or a team in order to meet their targets (Vijayaraghavan, 2007; Gibson et al., 2009;
Robbins & Coulter, 2009; Hughes et al.,, 2012). The past few decades have
witnessed many types of leadership styles employed by leaders, one of which is
servant leadership that has first been proposed by Greenleaf (1977). The heart of
servant leadership is based on serving others by identifying the followers' needs.
However, due to the lack of specific clarifications of the characteristics of servant
leadership, a diverse range of characteristics and measures have been proposed
(Laub, 1999; Dennis, 2004; Sendjaya et al., 2008). However, in this study, the
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dimensions used to measure servant leadership are standing back, empowerment,

being ethical, humility, listening and forgiving of leaders.

1.8.2 Human Resource Practices

Human capital is an important asset to organizations (Ahmad & Schroeder,
2003) as it is able to help organizations grow by using their skills, knowledge and
experiences (Snell & Dean Jr, 1992). Thus, the effectiveness of HR practices
becomes an important factor in organizational performance (Belout & Gauvreau,
2004). Various HR practices have been suggested by scholars to improve firm
performance. The HR practices chosen in this study are: occupational safety and
health management, training and development, rewards and pay systems, and
performance management of SMEs in the manufacturing sector in Johor.
Occupational safety and health management refers to the provision of proper safety
practices such as mandating safety training and establishing health and safety
committees. Training and development involve the systematic improvement of
employees' knowledge, skills and attitudes beneficial to their current job tasks
(Gilley et al., 2002; Aguinis & Kraiger, 2009; Blanchard & Thacker, 2010).
Rewards and pay systems concern a fair system for remuneration whereas
performance management helps leaders and employees to jointly improve work

performance.

1.8.3 Turnover Intention

Turnover refers to the departure of an employee from an organization
(Mobley et al., 1979); the intention for turnover refers to the desire in employees to
leave their companies in the near future (Sheridan & Abelson, 1983) and has been
found to be related to turnover behavior (Sheridan & Abelson, 1983; Khatri et al.,
2001; Lambert et al., 2001; Coomber & Louise Barriball, 2007). Generally, SMEs
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need to be concerned with the avoidable turnovers because these turnovers are
subjected to control by the organization. Furthermore, there will be serious
consequences to the organization if a knowledgeable worker leaves. In this study,
respondents were asked to answer questions related to their intention to leave their

current organizations (SMEs in the manufacturing sector in Johor).

1.8.4 Small Medium Enterprises

The definitions of small medium enterprises (SMEs) differ by countries. In
Malaysia, an SME is defined based on the annual sales turnover and the number of
full-time employees in an organization. In 2014, the new definition for an SME in
Malaysia comprises of the following (National SME Development Council, 2013).

e Manufacturing: Not exceeding RM50 million sales turnover or not exceeding

200 full-time employees.

e Services and other sectors: Not exceeding RM20 million sales turnover or not
exceeding 75 full-time employees.

In this study, SMEs refer to SMEs in the manufacturing sector in Malaysia

with not exceeding 200 full time employees.

1.8.5 Skilled Employees

Generally, an employee can be defined as a person employed by an employer
under a contract of service or apprenticeship contract (Perkeso, 2013). Skill is
defined as knowledge that employees proficiently apply in appropriate situations to
perform a job (Sleezer et al., 2014). The joint term of “skilled employees” is,
however, defined variously by scholars. Hansson (1996) believed that employees'
skill is mostly related to their education level, on-the-job training and working
experience. Barrett et al. (2000) defined skilled employees as those who have at least
finished their high school education. However, Rothwell (2015) opined that it would

be unfair to base the definition of skilled employees entirely on the education level
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because having low education level does not necessarily equate to their being
unskilled. Thus, the author defined skilled employees as those who have a high level
of knowledge in a technical domain with or without a high level of education such as
a bachelor’s degree (Rothwell, 2015). Specifically, local skilled employees in this
study refers to Malaysian employees having attained at least PMR or an equivalent
education level with more than one year of working experiences in same field.
Employees working less than one year were not included as respondents.
Furthermore, for respondents who had achieved PMR or SPM (or equivalent level)
only, they must have professional certificates or technical certifications in the related
field. Based on the list of skilled occupations (InterNations, 2015), the occupations
included in this study are engineers, technicians, mechanics, carpenters, accounting-
related occupations, HR-related occupations, marketing and sales, purchasing-

related occupations and designers.

1.9 Summary

The focus of this study is threefold: to develop an understanding of the
relationship between servant leadership and employee retention that are mediated by
HR practices; to identify the extent and prevalence servant leadership; and to
investigate the HR practices commonly performed in SMEs. This research can assist
leaders to develop an understanding of the criteria influencing employee retention,
especially to compete with bigger organizations to retain knowledgeable employees.

This chapter has discussed the background of the research variables and
SMEs, followed by the problems faced by them in Malaysia. Subsequently, the
objectives, research questions, significance and the scopes were also described in this
chapter. Lastly, the conceptual and operational definitions of this study were stated.

The following chapter concerns the literature review.



REFERENCES

Abbott, M., & McKinney, J. (2013). Understanding and Applying Research Design.
New Jersey: John Wiley & Sons.

Abdullah, M. A., Shuib, M., Muhammad, Z., Khalid, H. N., Nor, N. M., & Jauhar, J.
(2007). Employee Organisational Commitment In Smes: Evidence From The
Manufacturing Sector In Malaysia. International Review of Business
Research Papers, 3(2), 12-26.

Aghazadeh, S.-M. (2003). The future of human resource management. Work Study,
52(4), 201-207.

Aguinis, H., & Kraiger, K. (2009). Benefits of Training and Development for
Individuals and Teams, Organizations, and Society. Annual Review of
Psychology, 60, 451-471.

Agyepong, S. A., Fugar, F. D., & Tuuli, M. M. (2010). The applicability of the
Harvard and Warwick models in the development of human resource
management policies of large construction companies in Ghana.

Ahlrichs, N. S. (2000). Competing For Talent : Key Recruitment And Retention
Strategies For Becoming An Employer Of Choice. CA: Davies-Black
Publishing.

Ahmad Fadhly, A. (2014). The Relationship Between Leadership Behaviour,
Entrepreneurial Orientation And Organisational Performance In Malaysian
Small And Medium Enterprises. (Phd), RMIT University, Australia.

Ahmad, K. (2001). Corporate leadership and workforce motivation in Malaysia.
International Journal of Commerce and Management, 11(1), 82-101.

Ahmad, K., & Fontaine, R. (2011). Islamic Leadership at the International Islamic
University Malaysia. International Journal of Economics, Management and
Accounting, 19(2), 121.

Ahmad, R., Ahmad, R., Scott, N., Scott, N., Abdul-Rahman, R., & Abdul-Rahman, R.

(2016). Why minimum wage order implementation is a challenge to human



213

resource managers in Langkawi hotels. International Journal of Culture,
Tourism and Hospitality Research, 10(2), 191-204.

Ahmad, S., & Schroeder, R. G. (2003). The impact of human resource management
practices on operational performance: recognizing country and industry
differences. Journal of Operations Management, 21(1), 19-43.

Ahmed, N. O. A. (2016). Human Resource Management Practices and Corporate
Entrepreneurship: The Mediating Role of Organizational Commitment.
International Business Management, 10(9), 1632-1638.

Allen, D. G., Shore, L. M., & Griffeth, R. W. (2003). The role of perceived
organizational support and supportive human resource practices in the
turnover process. Journal of management, 29(1), 99-118.

Altarawneh, 1., & Al-Kilani, M. H. (2010). Human Resource Management And
Turnover Intentions In The Jordanian Hotel Sector. Research & Practice in
Human Resource Management, 18(1).

Amin, M., Khairuzzaman Wan Ismail, W., Zaleha Abdul Rasid, S., & Daverson
Andrew Selemani, R. (2014). The impact of human resource management
practices on performance: Evidence from a Public University. The TQM
Journal, 26(2), 125-142.

Amirah, N. A., Asma, W. |, Muda, M. S., & Amin, W. A. A. W. M. (2013). Safety
culture in combating occupational safety and health problems in the
Malaysian manufacturing sectors. Asian Social Science, 9(3), 182.

Andersen, J. A. (2009). When a servant-leader comes knocking.... Leadership &
Organization Development Journal, 30(1), 4-15.

Anderson, M. H., & Sun, P. Y. (2015). Reviewing Leadership Styles: Overlaps and
the Need for a New ‘Full-Range’Theory. International Journal of
Management Reviews.

Andras, C. (2016). Long history of corruption in China. GbTimes.

Anvari, R., Mansor, N. N. A., Rahman, S. A. P. A., Rahman, R. H. A., & Idrus, M. I.
S. (2014). The Impact of Learning and Development Initiatives on the
Retention of Engineers in Malaysian Firms. Procedia-Social and Behavioral
Sciences, 129, 172-177.

AON Hewitt Report 2011. (2011). Talent Challenges and Compensation Budgets

Malaysia.



214

Arham, A. F. (2014a). Leadership and performance: The case of Malaysian SMEs in
the services sector. International Journal of Asian Social Science, 4(3), 343-
355.

Arham, A. F. (2014b). The Relationship between Leadership Behaviour,
Entrepreneurial Orientation and Organisational Performance in Malaysian
Small and Medium Enterprises. Royal Melbourne Institute of Technology.

Arham, A. F., Boucher, C., & Muenjohn, N. (2013). Leadership and entrepreneurial
success: A study of SMEs in Malaysia. World, 3(5), 117-130.

Arham, A. F., Sulaiman, N., Kamarudin, F. H., & Muenjohn, N. (2017).
Understanding the Links between Transformational Leadership and
Entrepreneurial Orientation in Malaysian SMEs The Palgrave Handbook of
Leadership in Transforming Asia (pp. 541-558): Springer.

Ariss, S. S. (2003). Employee involvement to improve safety in the workplace: An
ethical imperative. American Journal of Business, 18(2), 9-16. doi:
http://dx.doi.org/10.1108/19355181200300007

Armstrong, M., & Baron, A. (2000). Performance management. Human Resource
Management, 69-84.

Arnold, J., Schalk, R., Bosley, S., & Van Overbeek, S. (2002). Graduates'
Experiences of Work in Small Organizations in the UK and the Netherlands
Better than Expected. International Small Business Journal, 20(4), 477-497.

Arocena, P., & Nunez, I. (2010). An Empirical Analysis of The Effectiveness of
Occupational Health and Safety Management Systems in SMEs.
International  Small  Business  Journal, 28(4), 398-419. doi:
10.1177/0266242610363521

Aswathappa, K. (2008). Human Resource Management (6 ed.). India: Tata McGraw-
Hill.

Avolio, B. J., Gardner, W. L., Walumbwa, F. O., Luthans, F., & May, D. R. (2004).
Unlocking the mask: A look at the process by which authentic leaders impact
follower attitudes and behaviors. The Leadership Quarterly, 15(6), 801-823.

Aycan, Z., et al. (2000). Impact of culture on human resource management practices:
A 10-country comparison. Applied Psychology, 49(1), 192-221.

Aziz, R. A., Abdullah, M. H., Tajudin, A., & Mahmood, R. (2013). The effect of

leadership styles on the business performance of SMEs in Malaysia.



215

Azizi, Y., & Nalini, M. (2005). Loitering Factors And Parenting Relation Among
Adolescent Secondary School Students In The Four States Paper presented at
the Seminar Antarabangsa CESA, UKM.

Baldomir, J., & Hood, J. P. (2016). Servant Leadership as a Framework for
Organizational Change. International Leadership Journal, 27.

Bandura, A. (1978). The self system in reciprocal determinism. American
psychologist, 33(4), 344-358.

Bandura, A. (1986). Social foundations of thought and action: Englewood Cliffs, NJ
Prentice Hall.

Banfield, P., & Kay, R. (2008). Introduction to Human Resource Management. New
York: Oxford.

Barbeau, E., Roelofs, C., Youngstrom, R., Sorensen, G., Stoddard, A., &
LaMontagne, A. D. (2004). Assessment of occupational safety and health
programs in small businesses. American journal of industrial medicine, 45(4),
371-379.

Barbuto, J. E., & Wheeler, D. W. (2006). Scale development and construct
clarification of servant leadership. Group & Organization Management,
31(3), 300-326.

Barrett, A., FitzGerald, J., & Nolan, B. (2000). Earnings Inequality, Returns to
Education and Immigration into Ireland In D. P. Series (Ed.).

Barrick, M. R., & Zimmerman, R. D. (2005). Reducing voluntary, avoidable
turnover through selection. Journal of applied psychology, 90(1), 159.
Bartram, T. (2005). Small Firms, Big lIdeas: The adoption of Human Resource
Management in Australian Small Firms. Asia Pacific Journal of Human

Resources, 43(1), 137-154. doi: 10.1177/1038411105050311

Basri, H. H., Rashid, I. M. A., Abashah, A. B., & Samah, I. H. A. (2017). THE
ROLES OF TRANSFORMATIONAL LEADERSHIP STYLE FOR
MAINTAINING EMPLOYEE IN TEAM PERFORMANCE; EMPIRICAL
STUDY IN MALAYSIAPHARMACY INDUSTRY. International Journal
of Information, Business and Management, 9(2), 37.

Bass, B. M. (1997). Does the transactional-transformational leadership paradigm
transcend organizational and national boundaries? American psychologist,
52(2), 130.



216

Bass, B. M. (1999). Two decades of research and development in transformational
leadership. European Journal of Work and Organizational Psychology, 8(1),
9-32.

Batt, R., & Valcour, P. M. (2003). Human Resources Practices as Predictors of
Work-Family Outcomes and Employee Turnover. Industrial Relations: A
Journal of Economy and Society, 42(2), 189-220.

Beardwell, J., & Claydon, T. (2007). Human Resource Management: A
Contemporary Approach (5 ed.). Great Britain: Pearson Education Limited.

Beaver, T. L. (2007). Servant Leadership in Religious Congregations: The Effect on
Donations. (Doctor Philosophy.), Indiana Wesleyan University, Indiana.

Beer, M., Boselie, P., & Brewster, C. (2015). Back to the future: Implications for the
field of HRM of the multistakeholder perspective proposed 30 years ago.
Human Resource Management, 54(3), 427-438.

Behar, H. (2007). It's not about the coffee: Leadership principles from a life at
Starbucks: Penguin.

Belout, A., & Gauvreau, C. (2004). Factors influencing project success: the impact of
human resource management. International journal of project management,
22(1), 1-11.

Bennington, L., & Habir, A. D. (2003). Human resource management in Indonesia.
Human Resource Management Review, 13(3), 373-392.

Bhattacharyya, D. K. (2006). Human Resource Planning (2nd ed.). New Delhi:
Anurag Jain.

Bhattacherjee, A. (2012). Social Science Research: Principles, Methods and
Practices (2 ed.). USA: Creative Commons Attribution.

Bhatti, N., Murta Maitlo, G., Shaikh, N., Hashmi, M. A., & Shaikh, F. (2012). The
Impact of Autocratic and Democratic Leadership Style on Job Satisfaction.
International Business Research, 5(2).

Blanchard, P. N., & Thacker, J. W. (2010). Effective Training: Systems, Strategies,
and Practices (4th ed.). New Jersey: Printice Hall.

Bobbio, A., Van Dierendonck, D., & Manganelli, A. M. (2012). Servant leadership
in Italy and its relation to organizational variables. Leadership, 8(3), 229-243.
doi: http://dx.doi.org/10.1177/1742715012441176

Bolima, D. C. (2015). The Relationship Between Caring Leadership, Nursing Job

Satisfaction, and Turnover Intentions: Grand Canyon University.



217

Boone, L. W., & Makhani, S. (2013). Five Necessary Attitudes of a Servant Leader.
Review of Business, 83-96.

Boselie, P. (2014). Strategic Human Resource Management: A Balanced Approach
(2nd ed.). UK: McGraw Hill Education.

Boyum, V. S. (2012). A Model of Servant Leadership in Higher Education. (Doctor
of Philosophy), University of Minnesota, United States.

Brewster, C. (2004). European perspectives on human resource management. Human
Resource Management Review, 14(4), 365-382.

Brown, M., Hyatt, D., & Benson, J. (2010). Consequences of the performance
appraisal experience. Personnel Review, 39(3), 375-396.

Bryan, J. (2006). Training and performance in small firms. International Small
Business Journal, 24(6), 635-660.

Bryman, A. (1989). Research Methods and Organization Studies. New York: Taylor
and Francis Group.

Bull, D. A. (2010). Situational Leadership Style And Employee Turnover Intent: A
Critical Examination Of Healthcare Organizations. (Doctor of Philosophy),
Capella University, US.

Cafferkey, K., Harney, B., & Teck, P. (2013). Human Capital in Malaysian SMEs:
HR practices, uniqueness and value. Effective human resources management
in small and medium enterprises: Global perspectives, 28-43.

Caffey, R. D. (2012). The Relationship Between Servant Leadership of Principals
and Beginning Teacher Job Satisfaction and Intent To Stay. (Doctor of
Education), University of Missouri-Columbia.

Caldwell, C., Dixon, R. D., Floyd, L. A., Chaudoin, J., Post, J.,, & Cheokas, G.
(2012). Transformative leadership: Achieving unparalleled excellence.
Journal of Business Ethics, 109(2), 175-187.

Castelli, P. A. (2013). The Impact of Empathy on Leadership Effectiveness among
Business Leaders in the United States and Malaysia.

Cerit, Y. (2009). The effects of servant leadership behaviours of school principals on
teachers’ job satisfaction. Educational Management Administration &
Leadership, 37(5), 600-623.

CG Davidson, M., McPhail, R., & Barry, S. (2011). Hospitality HRM: past, present
and the future. International Journal of Contemporary Hospitality
Management, 23(4), 498-516.



218

Chelliah, S., Sulaiman, M., & Yusoff, Y. M. (2010). Internationalization and
performance: Small and medium enterprises (SMEs) in Malaysia.
International Journal of Business and Management, 5(6), 27.

Chen, C. P., Hsieh, C. W., & Lee, C. Y. (2008, April 6-10). The Study Of
Relationship  Among  Supervisor  Transformational Leadership,
Organizational Citizenship Behavior And Turnover Intention In R&D
Personnel Of Communication Related Industry. Paper presented at the 17th
International Conference on Management of Technology, Dubai.

Chen, M., Lyu, Y., Li, Y., Zhou, X., & Li, W. (2017). The impact of high-
commitment HR practices on hotel employees’ proactive customer service
performance. Cornell Hospitality Quarterly, 58(1), 94-107.

Cheng, B. S., Chou, L. F., Wu, T. Y., Huang, M. P., & Farh, J. L. (2004).
Paternalistic leadership and subordinate responses: Establishing a leadership
model in Chinese organizations. Asian Journal of Social Psychology, 7(1),
89-117.

Chew, Y. T. (2005). Achieving organisational prosperity through employee
motivation and retention: A comparative study of strategic HRM practices in
Malaysian institutions. Research and Practice in Human Resource
Management, 13(2), 87-104.

Chih, Y.-Y., Kiazad, K., Zhou, L., Capezio, A., Li, M., & D. Restubog, S. L. (2016).
Investigating Employee Turnover in the Construction Industry: A
Psychological Contract Perspective. Journal of Construction Engineering and
Management, 142(6), 04016006.

Chiniara, M., & Bentein, K. (2016). Linking servant leadership to individual
performance: Differentiating the mediating role of autonomy, competence
and relatedness need satisfaction. The Leadership Quarterly, 27(1), 124-141.

Cho, Y. J., & Lewis, G. B. (2012). Turnover intention and turnover behavior
implications for retaining federal employees. Review of Public Personnel
Administration, 32(1), 4-23.

Choi, S. (2007). Democratic leadership: the lessons of exemplary models for
democratic governance. International Journal of Leadership Studies, 2(3),
243-262.



219

Choo, H. G. (2007). Leadership and the workforce in Singapore: evaluations by the
Singapore Human Resources Institute. Research and Practice in Human
Resource Management, 800, 21.

Chowhan, J., Pries, F., & Mann, S. (2017). Persistent innovation and the role of
human resource management practices, work organization, and strategy.
Journal of Management & Organization, 23(3), 456-471.

Chua, Y. P. (2013). Mastering Research Statistics. Malaysia: McGraw-Hill
Education.

Clarke, S. (2013). Safety leadership: A meta-analytic review of transformational and
transactional leadership styles as antecedents of safety behaviours. Journal of
Occupational and Organizational Psychology, 86(1), 22-49.

Cobb, A. T., & Frey, F. M. (1996). The Effects of Leader Fairness and Pay
Outcomes on Superior/Subordinate Relationsl. Journal of Applied Social
Psychology, 26(16), 1401-1426.

Conger, J. A., Kanungo, R. N., Menon, S. T., & Mathur, P. (1997). Measuring
Charisma: Dimensionality and Validity of the Conger-Kanungo Scale of
Charismatic Leadership. Canadian Journal of Administrative Sciences, 14(3),
290-302.

Connelly, L. M. (2008). Pilot studies. Medsurg Nursing, 17(6), 411-413.

Coomber, B., & Louise Barriball, K. (2007). Impact of job satisfaction components
on intent to leave and turnover for hospital-based nurses: a review of the
research literature. International journal of nursing studies, 44(2), 297-314.

Cottini, E., Kato, T., & Westergaard-Nielsen, N. (2011). Adverse workplace
conditions, high-involvement work practices and labor turnover: Evidence
from Danish linked employer—employee data. Labour Economics, 18(6), 872-
880. doi: http://dx.doi.org/10.1016/j.labeco.2011.07.003

Cowden, T., Cummings, G., & Profetto-Mcgrath, J. (2011). Leadership practices and
staff nurses’ intent to stay: a Systematic review. Journal of Nursing
Management, 19(4), 461-477. doi: http://dx.doi.org/10.1111/].1365-
2834.2011.01209.x

Cunningham, W. A., Preacher, K. J., & Banaji, M. R. (2001). Implicit attitude
measures: Consistency, stability, and convergent validity. Psychological
science, 12(2), 163-170.



220

Cyril Eze, U., Guan Gan Goh, G., Yih Goh, C., & Ling Tan, T. (2013). Perspectives
of SMEs on knowledge sharing. Vine, 43(2), 210-236.

Daft, R. L. (2005). The Leadership Experience (3rd ed.). Toronto: Thompson South
Western.

Day, D. V., & Antonakis, J. (2012). The Nature of Leadership (2nd ed.). United
States: Sage Publications.

De Cremer, D. (2006). Affective and motivational consequences of leader self-
sacrifice: The moderating effect of autocratic leadership. The Leadership
Quarterly, 17(1), 79-93. doi: http://dx.doi.org/10.1016/j.leaqua.2005.10.005

De Kok, J. (2002). The impact of firm-provided training on production testing for
firm-size effects. International Small Business Journal, 20(3), 271-295.

Delery, J., & Gupta, N. (2016). Human resource management practices and
organizational effectiveness: internal fit matters. Journal of Organizational
Effectiveness: People and Performance, 3(2), 139-163.

Dello Russo, S., Miraglia, M., & Borgogni, L. (2016). Reducing Organizational
Politics in Performance Appraisal: The Role of Coaching Leaders for
Age-Diverse Employees. Human Resource Management.

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
Organizational Psychology, 18(2), 199-230. doi:
http://dx.doi.org/10.1080/13594320802362688

DeNisi, A. S., & Griffin, R. W. (2008). Human Resource Management (3 ed.). New
York: Houghton Mifflin Company.

Dennis, R. S. (2004). Servant Leadership Theory: Development of the Servant
Leadership Assessment Instrument. (Doctor of Philosophy), Regent
University, United States.

Dennis, R. S., & Bocarnea, M. (2005). Development of the servant leadership
assessment instrument. Leadership & Organization Development Journal,
26(8), 600-615. doi: http://dx.doi.org/10.1108/01437730510633692

Deros, B. M., Ismail, A. R., & Yusof, M. Y. M. (2012). Conformity to Occupational
Safety and Health Regulations in Small and Medium Enterprises. Journal of

Occupational Safety and Health, 9, 1-6.



221

Dessler, G. (2003). A Framework for Human Resource Management (3 ed.). New
Jersey: Pearson.

Duck, S., & Mcmahan, D. T. (2009). The Basics of Communication: A Relational
Perspective. Canada: SAGE.

Duffield, C. M., Roche, M. A,, Blay, N., & Stasa, H. (2011). Nursing unit managers,
staff retention and the work environment. Journal of clinical nursing, 20(1-2),
23-33. doi: http://dx.doi.org/10.1111/j.1365-2702.2010.03478.x

Dusterhoff, C., Cunningham, J. B., & MacGregor, J. N. (2014). The effects of
performance rating, leader—member exchange, perceived utility, and
organizational justice on performance appraisal satisfaction: Applying a
moral judgment perspective. Journal of Business Ethics, 119(2), 265-273.

Ebener, D. R., & O'Connell, D. J. (2010). How might servant leadership work?
Nonprofit Management and Leadership, 20(3), 315-335. doi:
http://dx.doi.org/10.1002/nml.256

Economic Planning Unit. (2015). Eleventh Malaysia Plan 2016-2020: Anchoring
Growth On People. Malaysia: Prime Minister's Department.

Eden, D. (2016). The Impacts of Minimum Wage Implementation in Malaysia: An
Update.

Eid, J., Mearns, K., Larsson, G., Laberg, J. C., & Johnsen, B. H. (2012). Leadership,
psychological capital and safety research: Conceptual issues and future
research questions. Safety Science, 50(1), 55-61.

Elangovan, A. R. (2001). Causal ordering of stress, satisfaction and commitment, and
intention to quit: a structural equations analysis. Leadership & Organization
Development Journal, 22(4), 159-165.

Elci, M., Sener, 1., 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 Behavioral
Sciences, 58(0), 289-297. doi:
http://dx.doi.org/10.1016/j.sbspro.2012.09.1003

Elicker, J. D., Levy, P. E., & Hall, R. J. (2006). The role of leader-member exchange
in the performance appraisal process. Journal of management, 32(4), 531-551.

Elnaga, A., & Imran, A. (2013). The effect of training on employee performance.
European Journal of Business and Management, 5(4), 137-147.



222

Engelhart, E. F. (2012). The Relationship of Servant Leadership on Teacher
Satisfaction and Teacher Retention. (Doctor of Education), Lindenwood
University, US.

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

Esen, H., Hatipoglu, T., & Boyaci, A. 1. (2016). A Fuzzy Approach for Performance
Appraisal: The Evaluation of a Purchasing Specialist Computational
Intelligence (pp. 235-250): Springer.

Evans, S. (2016). HRM and front line managers: the influence of role stress. The
International Journal of Human Resource Management, 1-21.

Farris, J. D. (2010). Servant Leadership In Alabama’s Regional Public Universities:
The President’s Role In Fostering Job Satisfaction. (Doctor of Education in
Educational Leadership, Policy and Law), Alabama State University, US.

Fernandez, S., & Moldogaziev, T. (2013). Using Employee Empowerment to
Encourage Innovative Behavior in the Public Sector. Journal of Public
Administration ~ Research and  Theory, 23(1), 155-187. doi:
http://dx.doi.org/10.1093/jopart/mus008

Firth, L., Mellor, D. J., Moore, K. A., & Loquet, C. (2004). How can managers
reduce employee intention to quit? Journal of managerial psychology, 19(2),
170-187.

Focht, A. (2011). Identifying primary characteristics of servant leadership: A Delphi
study. (Doctor of Education), Regent University, US.

Focht, A., & Ponton, M. (2015). Identifying Primary Characteristics Of Servant
Leadership: Delphi Study. A SEVEN-SCALE INSTRUMENT TO MEASURE
THE ROMANS 12 1 MOTIVATIONAL GIFTS AND A PROPOSITION THAT
THE ROMANS 12 GIFT PROFILES MIGHT APPLY TO PERSON-JOB FIT
ANALYSIS, 9(1), 44.

Fombrun, C. J., Tichy, N. M., & Devanna, M. A. (1984). Strategic human resource
management: Wiley.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with
unobservable variables and measurement error. Journal of marketing
research, 39-50.



223

Franklin, S. D. (2010). The Influence of Spirituality on Servant Leadership Among
Small Business Entrepreneurs. (Doctor of Philosophy), Walden University,
United States.

Furlong, N. E., Lovelace, E. A., & Lovelace, K. L. (2000). Research Methods and
Statistics: An Integrated Approach. United States of America: Thomson.

Gallato, C. G., Rashid, S., Suryasaputra, R., Warokka, A., Reamillo, K. A. G., & bin
Abdullah, H. H. (2012). Fostering niches among SMEs in Malaysia through
organizational commitment, leadership, organizational culture and job
satisfaction. Journal of Innovation Management in Small & Medium
Enterprises, 2012, 1.

Gamage, A. (2014). Employee turnover in manufacturing SMEs in Japan: an analysis
of the link with HRM practices. Sabaragamuwa University Journal, 13(1).

Garcia-Carbonell, N., Martin-Alcézar, F., & Sanchez-Gardey, G. (2016). The views
of Spanish HR managers on the role of internal communication in translating
HR strategies into HRM systems. European Management Journal, 34(3),
269-281.

Gardner, T. M., Wright, P. M., & Moynihan, L. M. (2011). The Impact Of
Motivation, Empowerment, And Skill-Enhancing Practices On Aggregate
Voluntary Turnover: The Mediating Effect Of Collective Affective
Commitment. Personnel psychology, 64(2), 315-350.

Garger, J. (2007). Developing Authentic Leadership In Organizations: Some Insights
And Observations. Development And Learning In Organizations, 22(1), 14-
16.

Gentry, W. A., Weber, T. J., & Sadri, G. (2007). Empathy in the workplace: A tool
for effective leadership. Paper presented at the Annual Conference of the
Society of Industrial Organizational Psychology, New York, NY, April.

Gerhart, B., & Fang, M. (2014). Pay for (individual) performance: Issues, claims,
evidence and the role of sorting effects. Human Resource Management
Review, 24(1), 41-52.

Gibson, J. L. I, J.L., Donnelly, J. H., & Konopaske, R. (2009). Organizations:
Behaviour, Structure, Processes (13 ed.). New York: McGraw-Hill/lrwin.

Gilley, J. W., Eggland, S. A., & Gilley, A. M. (2002). Principles of human resource
development: Basic Books.



224

Goh, S.-K., & Zhen-Jie, L. B. (2014). The influence of servant leadership towards
organizational commitment: The mediating role of trust in leaders.
International Journal of Business and Management, 9(1), 17.

Gould-Williams, J. S., Ziderman, A., & Vogel, R. (2016). Managers’ motives for
investing in HR practices and their implications for public service motivation:
a theoretical perspective. International Journal of Manpower, 37(5).

Gray, D. E. (2004). Doing Research in the Real World. London: SAGE Publications.

Graziano, A. M., & Raulin, M. L. (2004). Research Methods: A Process of Inquiry
(5th ed.). USA: Pearson.

Green, F., Felstead, A., Mayhew, K., & Pack, A. (2000). The Impact ofTraining on
Labour Mobility: Individual and Firm-level Evidence from Britain. British
Journal of Industrial Relations, 38(2), 261-275.

Greenleaf, R. K. (1977). Servant leadership. Mahwah, NJ: Paulist Press.

Greenleaf, R. K., Beazley, H., Beggs, J., & Spears, L. C. (2003). The servant-leader
within: A transformative path: Paulist Pr.

Grigore, A.-M. (2008). The Impact of Human Resources Practices upon Small
Companies Performances. 2, 83-92.

Grisaffe, D. B., VanMeter, R., & Chonko, L. B. (2016). Serving first for the benefit
of others: preliminary evidence for a hierarchical conceptualization of servant
leadership. Journal of Personal Selling & Sales Management, 36(1), 40-58.

Guan, Y., Zhou, W., Ye, L., Jiang, P., & Zhou, Y. (2015). Perceived organizational
career management and career adaptability as predictors of success and
turnover intention among Chinese employees. Journal of Vocational
Behavior, 88, 230-237.

Guest, D. E. (1997). Human Resource Management And Performance: A Review
And Research Agenda. The International Journal of Human Resource
Management, 8(3), 263-276. doi: 10.1080/095851997341630

Guest, D. E. (2011). Human resource management and performance: still searching
for some answers. Human Resource Management Journal, 21(1), 3-13.

Gupta, N., & Shaw, J. D. (2014). Employee compensation: The neglected area of
HRM research. Human Resource Management Review, 24(1), 1-4.

Gupta, S. (2007). Research Methodology and Statistical Techniques. New Delhi:
Deep and Deep Publication.



225

Han, G., & Jekel, M. (2011). The mediating role of job satisfaction between leader-
member exchange and turnover intentions. Journal of Nursing Management,
19, 41-49. doi: http://dx.doi.org/10.1111/j.1365-2834.2010.01184.x

Hanifah, H., Halim, H. A., Ahmad, N. H., & Vafaei-Zadeh, A. (2017). Innovation
Culture as a Mediator Between Specific Human Capital and Innovation
Performance Among Bumiputera SMEs in Malaysia Handbook of Research
on Small and Medium Enterprises in Developing Countries (pp. 261-279):
IGI Global.

Hansson, P. (1996). Trade, technology and changes in employment of skilled labour
in Swedish manufacturing: FIEF.

Harris, K. J., Wheeler, A. R., & Kacmar, K. M. (2009). Leader-member exchange
and empowerment: Direct and interactive effects on job satisfaction, turnover
intentions, and performance. The Leadership Quarterly, 20(3), 371-382. doi:
http://dx.doi.org/10.1016/j.leaqua.2009.03.006

Harris, L. (2001). Rewarding employee performance: line managers' values, beliefs
and perspectives. International Journal of Human Resource Management,
12(7), 1182-1192.

Harris, R. B., Harris, K. J., & Harvey, P. (2008). An examination of the impact of
supervisor on the relationship between job strains and turnover intention for
computer workers. Journal of Applied Social Psychology, 38(8), 2108-2131.
doi: http://dx.doi.org/10.1111/j.1559-1816.2008.00383.x

Hasnah, H., Ishak, I., Sofri, Y., Siti Nabiha, A. K., & Yuvaraj., G. (2010). Case of
Successful Malaysian Small and Medium Enterprises (SMEs): Does Business
Advisory Services Help? : Malaysian Accountancy Research and Education
Foundation (MAREF).

Hassan, A. (2010). Linking quality assurance to human resource management: A
study of SMEs in Malaysia. International Journal of Quality & Reliability
Management, 27(6), 641-657.

Hechanova-Alampay, R., & Beehr, T. A. (2001). Empowerment, span of control, and
safety performance in work teams after workforce reduction. Journal of
Occupational Health Psychology, 6(4), 275.

Hertzog, M. A. (2008). Considerations in determining sample size for pilot studies.
Research in nursing & health, 31(2), 180-191.



226

Hesselbein, F. (2003). The art of listening. Leader to Leader, 2003(29), 4-6. doi:
10.1002/1t1.30

Hewitt, A. (2015). AON Hewitt Salary Report 2015.

Hill, R. (1998). What sample size is “enough” in internet survey research.
Interpersonal Computing and Technology: An electronic journal for the 21st
century, 6(3-4), 1-12.

Himmelstein, D. U., Ariely, D., & Woolhandler, S. (2014). Pay-for-performance:
Toxic to quality? Insights from behavioral economics. International Journal
of Health Services, 44(2), 203-214.

Hirschy, M. J. (2011). Servant Leadership in China: An Exploration of Servant
Leadership, Humane Orientation, and Confucian Doctrine of Jen. (Doctor of
Philosophy in Organizational Leadership), Regent University, US.

Hom, P. W., Mitchell, T. R., Lee, T. W., & Griffeth, R. W. (2012). Reviewing
employee turnover: focusing on proximal withdrawal states and an expanded
criterion. Psychological bulletin, 138(5), 831.

Hsieh, K.-C., & Chen, Y.-C. (2011). Development and significance of paternalistic
leadership behavior scale. Asian Social Science, 7(2), 45.

Hughes, R. L., Ginnett, R. C., & Curphy, G. J. (2012). Leadership: Enhancing The

Lessons of Experience (7 ed.). New York: McGraw-Hill.

Hulpia, H., & Devos, G. (2009). Exploring the link between distributed leadership
and job satisfaction of school leaders. Educational Studies, 35(2), 153-171.

Humborstad, S. I. W., & Perry, C. (2011). Employee empowerment, job satisfaction
and organizational commitment: An in-depth empirical investigation. Chinese
Management Studies, 5(3), 325-344.

Humphreys, J. H. (2005). Contextual implications for transformational and servant
leadership: A historical investigation. Management Decision, 43(10), 1410-
1431.

Hunter, E. M., Neubert, M. J., Perry, S. J., Witt, L., Penney, L. M., & Weinberger, E.
(2013). Servant leaders inspire servant followers: Antecedents and outcomes
for employees and the organization. The Leadership Quarterly, 24(2), 316-
331.

Hussin, Z. H., Jusoff, K., Ju, S. Y., & Kong, L. K. (2008). Accidents in the Food-
Manufacturing Small and Medium Sized Malaysian Industries. Asian Social
Science, 4(8), P27.



227

Hyman, L., Lamb, J., & Bulmer, M. (2006). The use of pre-existing survey questions:
Implications for data quality. Paper presented at the Proceedings of the
European Conference on Quality in Survey Statistics.

Idris, F., & Mohd Ali, K. A. (2008). The impacts of leadership style and best
practices on company performances: Empirical evidence from business firms
in Malaysia. Total Quality Management, 19(1-2), 165-173.

lhuah, P. W. (2014). A review of soft and hard approaches of human resource
management and the success of real estate development in Nigeria. Journal of
Business Management and Economic Development (JBMED), 1(1), 16-23.

Innocenti, L., Sammarra, A., & Profili, S. (2017). From Control to Commitment
Work Systems: The Role of HRM in the Post-Bureaucratic Transition
Evolution of the Post-Bureaucratic Organization (pp. 274-296): IGI Global.

InterNations.  (2015). Australian  Skilled Occupation List 2015. from
http://www.nwivisas.com/nwi-blog/australia/australian-skilled-occupation-
list-2015-%E2%80%93-2016-published/

Islam, M. Z., & Siengthai, S. (2010). Human resource management practices and
firm performance improvement in Dhaka Export Processing Zone (DEPZ).
Research and Practice in Human Resource Management, 18(1), 60-77.

Jackofsky, E. F., & Slocum, J. W. (1987). A causal analysis of the impact of job
performance on the voluntary turnover process. Journal of Organizational
Behavior, 8(3), 263-270.

Jackson, S. L. (2011). Research Methods: A Modular Approach (2 ed.). USA: Linda
Schreiber-Ganster.

Jansson, H., & Drew, A. (2016). Why Has the Chinese Leadership Style Prevailed
over Millenia? Towards an Evolutionary Theory of Leadership Marketing
Challenges in a Turbulent Business Environment (pp. 149-150): Springer.

Jaramillo, F., Bande, B., & Varela, J. (2015). Servant leadership and ethics: a dyadic
examination of supervisor behaviors and salesperson perceptions. Journal of
Personal Selling & Sales Management, 35(2), 108-124.

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 & Sales Management, 29(4), 351-365.



228

Jayasingam, S., & Cheng, M. Y. (2009). Leadership style and perception of
effectiveness: Enlightening Malaysian managers. Asian Social Science, 5(2),
54.

Jennex, M. E. (2007). Knowledge Management in Modern Organization. USA: Idea
Group Publishing.

Jitwasinkul, B., Hadikusumo, B. H. W., & Memon, A. Q. (2016). A Bayesian Belief
Network model of organizational factors for improving safe work behaviors
in Thai construction industry. Safety Science, 82, 264-273. doi:
http://dx.doi.org/10.1016/j.ssci.2015.09.027

Jobstreet. (2013, 17 October 2013 ). Employees Prefer A Job They Love Over
Higher Pay. from http://www.jobstreet.com.ph/career-resources/employees-
prefer-job-love-higher-pay#.VoEae7crLIU

Jobstreet. (2015, 8 May 2015). More Malaysians Dissatisfied at Work. Retrieved 28
December 2015, from http://www.jobstreet.com.my/career-
resources/malaysians-dissatisfied-work/#.\VoD-fbcrL1U

Jones, D. (2012). Servant leadership’s impact on profit, employee satisfaction, and
empowerment within the framework of a participative culture in business.
Business Studies Journal, 4(1), 35-49.

Jones, J. (2004). Training and Development, and Business Growth: A Study of
Australian Manufacturing Small—Medium Sized Enterprises. Asia Pacific
Journal of Human Resources, 42(1), 96-121.

Jones, O., & Crompton, H. (2009). Enterprise logic and small firms: a model of
authentic entrepreneurial leadership. Journal of Strategy and Management,
2(4), 329-351.

Joo, B. K. (2010). Organizational Commitment for Knowledge Workers: The Roles
of Perceived Organizational Learning Culture, Leader—Member Exchange
Quality, and Turnover Intention. Human Resource Development Quarterly,
21(1), 69-85. doi: http://dx.doi.org/10.1002/hrdg.20031

Jorge Correia de Sousa, M., & van Dierendonck, D. (2014). Servant leadership and
engagement in a merge process under high uncertainty. Journal of
Organizational Change Management, 27(6), 877-899.

Joseph, W. W. (2009). Business Ethics: A Stakeholders and Issues Management
Approach (5th ed.). USA: South-Western Cengage Learning.



229

Juhdi, N., Pawan, F., & Hansaram, R. M. K. (2013). HR Practices and Turnover
intention: The mediating roles of organizational commitment and
organizational engagement in a selected region in Malaysia. The
International Journal of Human Resource Management, 24(15), 3002-3019.

Jung, Y. H., & Mills, T. H. (2012). A Survey of Construction Managerial Leadership
Styles. Paper presented at the 48th ASC Annual International Conference,
United Kingdom.

Just, R. A. (2011). The Differences In Leadership Styles Among Generation Cohorts
Of Small Business Leaders And Their Relationship To Organizational
Outcomes. (Doctor of Philosophy), Capella University, US.

Kaewpijit, J., Utsahajit, W., Kusumavalee, S., Tikaewsri, N., & Busayapha, P. (2014).
102 Happy Workplaces In Thailand. Thailand: Thai Health Promotion
Foundation.

Kaliannan, M., Abraham, M., & Ponnusamy, V. (2016). Effective talent management
in Malaysian SMES: A proposed framework. The Journal of Developing
Areas, 50(5), 393-401.

Kang, H. J., Gatling, A., & Kim, J. (2015). The impact of supervisory support on
organizational commitment, career satisfaction, and turnover intention for
hospitality frontline employees. Journal of Human Resources in Hospitality
& Tourism, 14(1), 68-89.

Karin Andreassi, J., Lawter, L., Brockerhoff, M., & J. Rutigliano, P. (2014). Cultural
impact of human resource practices on job satisfaction: a global study across
48 countries. Cross cultural management, 21(1), 55-77.

Keliher, M., & Wu, H. (2015). How to Discipline 90 Million People, The Atlantic.
Retrieved from http://www.theatlantic.com/international/archive/2015/04/xi-
jinping-china-corruption-political-culture/389787/

Khalique, M., Isa, A. H. M., Shaari, J. A. N., & Ageel, A. (2011). Challenges faced
by the small and medium enterprises (SMEs) in Malaysia: an intellectual
capital perspective. International Journal of Current Research, 3(6), 398-401.

Khan, A. S., & Rasheed, F. (2015). Human resource management practices and
project success, a moderating role of Islamic Work Ethics in Pakistani
project-based organizations. International journal of project management,
33(2), 435-445.



230

Khatri, N., Fern, C. T., & Budhwar, P. (2001). Explaining employee turnover in an
Asian context. Human Resource Management Journal, 11(1), 54-74.

Kidd, J. M., & Smewing, C. (2001). The role of the supervisor in career and
organizational commitment. European Journal of Work and Organizational
Psychology, 10(1), 25-40. doi: 10.1080/13594320042000016

Kirkpatrick, S. A. L., E.A. (1996). Direct and Indirect Effects of Three Core
Charismatic Leadership Components on Performance and Attitudes. Journal
of applied psychology, 81(1), 36-51.

Klenke, K. (2007). Authentic Leadership: A Self, Leader, and Spiritual Identity
Perspective International Journal of Leadership Studies, 3(1), 68-97.

Kondrasuk, J. N. (2011). So what would an ideal performance appraisal look like?
The Journal of Applied Business and Economics, 12(1), 57.

Kool, M., & van Dierendonck, D. (2012). Servant leadership and commitment to
change, the mediating role of justice and optimism. Journal of
Organizational Change Management, 25(3), 422-433.

Kotey, B., & Slade, P. (2005). Formal human resource management practices in
small growing firms. Journal of small business management, 43(1), 16-40.

Kotrlik, J. W. K. J. W., & Higgins, C. C. H. C. C. (2001). Organizational Research:
Determining Appropriate Sample Size in Survey Research Appropriate
Sample Size in Survey Research. Information Technology, Learning, and
Performance Journal, 19(1), 43.

Krebs, K. D. (2005). Can Servant Leaders Be Safety Indicators? Development and
Test of A Model Linking Servant Leadership To Occupational Safety. (Doctor
of Psychology), DePaul University, Chicago.

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research
activities. Educational and psychological measurement, 30(3), 607-610.
Krekeler, L. A. (2010). The relationship between servant leadership behavior and
individual personality style in New York Annual Conference United

Methodist pastors.

Krishnan, V. R. (2012). Transformational leadership and personal outcomes:
empowerment as mediator. Leadership & Organization Development Journal,
33(6), 550-563.

Kuvaas, B., & Dysvik, A. (2010). Exploring Alternative Relationships between

Perceived Investment in Employee Development, Perceived Supervisor



231

Support and Employee Outcomes. Human Resource Management Journal,
20(2), 138-156. doi: 10.1111/j.1748-8583.2009.00120.x

Kuvaas, B., Dysvik, A., & Buch, R. (2014). Antecedents and employee outcomes of
line managers' perceptions of enabling HR practices. Journal of Management
Studies, 51(6), 845-868.

Kwon, K., & Rupp, D. E. (2013). High-performer turnover and firm performance:
The moderating role of human capital investment and firm reputation.
Journal of Organizational Behavior, 34(1), 129-150.

La Heij, W., Hooglander, A., Kerling, R., & Van Der Velden, E. (1996). Nonverbal
context effects in forward and backward word translation: Evidence for
concept mediation. Journal of Memory and Language, 35(5), 648-665.

Laforet, S. (2013). Organizational innovation outcomes in SMEs: Effects of age, size,
and sector. Journal of World Business, 48(4), 490-502.

Lambert, E. G., Lynne Hogan, N., & Barton, S. M. (2001). The impact of job
satisfaction on turnover intent: a test of a structural measurement model using
a national sample of workers. The Social Science Journal, 38(2), 233-250.

Lande, M., Shrivastava, R., & Seth, D. (2016). Critical success factors for Lean Six
Sigma in SMEs (small and medium enterprises). The TQM Journal, 28(4),
613-635.

Larkin, 1., Pierce, L., & Gino, F. (2012). The psychological costs of
pay-for-performance: Implications for the strategic compensation of
employees. Strategic Management Journal, 33(10), 1194-1214.

Laub, J. A. (1999). Assessing the servant organization: Development of the Servant
Organizational Leadership Assessment (SOLA) instrument. (Doctor of
Education), Florida Atlantic University, Florida.

Lee, J. (2017, 29 March 2017). Right Training Can Boost Smes, The Star Online.
Retrieved from http://www.thestar.com.my/news/nation/2017/03/29/right-
training-can-boost-smes-expanded-act-will-allow-more-small-companies-to-
take-part-says-hrdf/

Leech, N. L., Barrett, K. C., & Morgan, G. A. (2005). SPSS for Intermediate
Statistics: Use and Interpretation (2 ed.). London: Lawrence Erlbaum

Associates.



232

Lepak, D. P., & Snell, S. A. (2002). Examining the human resource architecture: The
relationships among human capital, employment, and human resource
configurations. Journal of management, 28(4), 517-543.

Lester, G. V., Virick, M., & Clapp-Smith, R. (2016). Harnessing Global Mindset to
Positively Impact Advances in Global Leadership through International
Human Resource Management Practices Advances in Global Leadership (pp.
325-349): Emerald Group Publishing Limited.

Li, J., Liang, C. Z., & Zhang, Z. Z. (2016). The Effect Of Humble Leader Behavior,
Leader Expertise, And Organizational Identification On Employee Turnover
Intention. Journal of Applied Business Research (JABR), 32(4), 1145-1156.

Liden, R. C., Wayne, S. J., Zhao, H., & Henderson, D. (2008). Servant leadership:
Development of a multidimensional measure and multi-level assessment. The
Leadership Quarterly, 19(2), 161-177.

Lloyd, K. J., Boer, D., Keller, J. W., & Voelpel, S. (2015). Is my boss really listening
to me? The impact of perceived supervisor listening on emotional exhaustion,
turnover intention, and organizational citizenship behavior. Journal of
Business Ethics, 130(3), 509-524.

Lloyd, K. J., Boer, D., & Voelpel, S. C. (2015). From Listening to Leading Toward
an Understanding of Supervisor Listening Within the Framework of Leader-
Member Exchange Theory. International Journal of Business
Communication, 2329488415572778.

Lo, A. (2016, 6 May 2016). Minimum Wage, Maximum Delay, The Star. Retrieved
from  http://www.thestar.com.my/metro/views/2016/05/06/minimum-wage-
maximum-delay-the-long-overdue-legislation-is-better-late-than-never/

Lo, M.-C., & Ramayah, T. (2011). Mentoring and job satisfaction in Malaysian
SMEs. Journal of Management Development, 30(4), 427-440.

Luna-Arocas, R., & Camps, J. (2007). A model of high performance work practices
and turnover intentions. Personnel Review, 37(1), 26-46.

Ma, S., Silva, M. G., Callan, V. J., & Trigo, V. (2016). Control and commitment HR
practices, job satisfaction and turnover intentions: a comparison between
local and multinational firms in China. The International Journal of Human
Resource Management, 27(9), 974-990.



233

Maier, T. A. (2011). Hospitality leadership implications: multigenerational
perceptions of dissatisfaction and intent to leave. Journal of Human
Resources in Hospitality & Tourism, 10(4), 354-371.

Malaysian Employers Federation. (2015). MEF Analysis of Collective Agreements
& Awards on Terms and Conditions of Employment 2014. Malaysia:
Malaysian Employers Federation.

Maneesriwongul, W., & Dixon, J. K. (2004). Instrument translation process: a
methods review. Journal of advanced nursing, 48(2), 175-186.

Manners, A. T. (2008). Influence of transformational, autocratic, democratic, and
laissez-faire leadership principles on the effectiveness of religious leaders.
University of Phoenix.

Marlow, S. (2006). Human Resource Management In Smaller Firms: A
Contradiction in Terms? Human Resource Management Review, 16, 467-477.

Martin, J. (2010). Key Concepts in Human Resource Management. London: Sage.

Martin, M. J. (2011). Influence of Human Resource Practices on Employee Intention
to Quit. (Doctor of Philosophy), Virginia Polytechnic Institute and State
University, Blacksburg, VA.

Mastrangelo, A., Eddy, E. R., & Lorenzet, S. J. (2004). The Importance of Personal
and Professional Leadership. Leadership & Organization Development
Journal, 25(5), 435-451.

Mayer, D. M., Bardes, M., & Piccolo, R. F. (2008). Do Servant Leaders Help Satisfy
Follower Needs? An Organizational Justice Perspective. European Journal of
Work and Organizational Psychology, 17(2), 180-197.

Mayes, B. T., Finney, T. G., Johnson, T. W., Shen, J., & Yi, L. (2017). The effect of
human resource practices on perceived organizational support in the People’s
Republic of China. The International Journal of Human Resource
Management, 28(9), 1261-1290.

McCaughey, D., DelliFraine, J. L., McGhan, G., & Bruning, N. S. (2013). The
negative effects of workplace injury and illness on workplace safety climate
perceptions and health care worker outcomes. Safety Science, 51(1), 138-147.

McCormick, D. F. (2010). A Mixed Methods Study Of Leader Values While Applying
Servant Leadership In A Construction-Related Company. (Doctor Of

Business Administration), University Of Phoenix, US.



234

McDermott, A. M., Conway, E., Rousseau, D. M., & Flood, P. C. (2013). Promoting
effective psychological contracts through leadership: The missing link
between HR strategy and performance. Human Resource Management, 52(2),
289-310.

Ministry of International Trade and Industry. (2005). The Third Industrial Master
Plan (IMP3). Malaysia.

Mirza, M. Z., & Isha, A. S. N. B. (2017). An Approach towards Safety Leadership
Framework in Manufacturing Sector of Malaysia. Global Business and
Management Research, 9(1s), 613.

Mittal, R., & Dorfman, P. W. (2012). Servant leadership across cultures. Journal of
World Business, 47(4), 555-570. doi:
http://dx.doi.org/10.1016/j.jwb.2012.01.009

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

Mobley, W. H. (1982). Employee turnover : causes, consequences, and control.
Mass: Addison-Wesley.

Mobley, W. H., Griffeth, R. W., Hand, H. H., & Meglino, B. M. (1979). Review and
conceptual analysis of the employee turnover process. Psychological bulletin,
86(3), 493. doi: http://dx.doi.org/10.1037/0033-2909.86.3.493

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation of
precursors of hospital employee turnover. Journal of applied psychology,
63(4), 408. doi: http://dx.doi.org/10.1037/0021-9010.63.4.408

Moore, G. (2005). Humanizing business: A modern virtue ethics approach. Business
Ethics Quarterly, 15(02), 237-255.

Mor, et al. (2001). Antecedents to Retention and Turnover among Child Welfare,
Social Work, and Other Human Service Employees: What Can We Learn
from Past Research? A Review and Metanalysis. Social Service Review,
75(4), 625-661. doi: 10.1086/323166

Mueller, R. A. (2012). Leadership in the U.S. Army: A qualitative exploratory case
study of the effects toxic leadership has on the morale and welfare of soldiers.
(Ph.D. 3499918), Capella University, United States -- Minnesota. Retrieved
from https://vpn.utm.my/docview/962410776%?accountid=41678 ProQuest

Dissertations & Theses Full Text database.



235

Muhammad, M. Z., Char, A. K., bin Yasoa, M. R., & Hassan, Z. (2010). Small and
medium enterprises (SMEs) competing in the global business environment: A
case of Malaysia. International Business Research, 3(1), 66.

Mujtaba, B. G., Williamson, P., Cavico, F. J., & McClelland, B. (2013). Managing
the link between bribery and wealth based on corruption perception index
(CPI) and gross national product (GNP) per capita. Journal of Management
Policy and Practice, 14(3), 100.

Munap, R., Badrillah, M. I. M., & Rahman, B. A. (2013). Organizational rewards
system and employees’ satisfaction at Telekom Malaysia Berhad. Journal of
Educational and Social Research, 3(3), 281.

National SME Development Council. (2011). SME Annual Report 2010/11.
Malaysia: National SME Development Council.

National SME Development Council. (2013a). Guideline For New SME Definition.
In N. S. D. Council (Ed.). Malaysia.

National SME Development Council. (2013b). SME Annual Report 2012/3.
Malaysia.

National SME Development Council. (2015). SME Annual Report 2014/5. Malaysia.

National SME Development Council. (2016). SME Annual Report 2015/16.
Malaysia.

Newman, A., Thanacoody, R., & Hui, W. (2011). The impact of employee
perceptions of training on organizational commitment and turnover intentions:
a study of multinationals in the Chinese service sector. The International
Journal of Human Resource Management, 22(8), 1765-1787.

Ngah, R., & lbrahim, A. R. (2009). The relationship of intellectual capital,
innovation and organizational performance: A preliminary study in
Malaysian SMEs. International Journal of Management Innovation Systems,
1(1), 1.

Noe, R. A. (2010). Employee training and development: McGraw-Hill/lrwin.

Nolan, C. T., & Garavan, T. N. (2016). Human resource development in SMEs: a
systematic review of the literature. International Journal of Management
Reviews, 18(1), 85-107.

Nor, N. M., Zainuddin, A., & Kamaluddin, N. (2017). The Management of SMEs’
Human Capital from the Perspective of SECI Model: A Case Study in the



236

Multimedia Super Corridor (MSC) Status Companies in Malaysia. Gading
Journal for the Social Sciences, 12(01), 41-63.

Nsiah, J., & Walker, K. (2013). Dimensions of Servant-Leadership The Servant (pp.
135-153): Springer.

Okoye, P. U., & Okolie, K. C. (2017). Assessment of Human Environment
Interactions on Health and Safety Behaviour of Construction Workers.
International Journal of Neuroscience and Behavioral Science, 5(2), 27-43.

Orr, J. E., & Sack, K. (2009). Setting the Stage for Success: Building the Leadership
Skills that Matter. In K. F. International (Ed.).

Osman, I., Ho, T. C., & Carmen Galang, M. (2011). The relationship between human
resource practices and firm performance: an empirical assessment of firms in
Malaysia. Business Strategy Series, 12(1), 41-48.

Othman, Z., & Othman, N. (2015). A literatural review on work discrimination
among women employees. Asian Social Science, 11(4), 26.

Ou, A. Y., Waldman, D. A., & Peterson, S. J. (2015). Do humble CEOs matter? An
examination of CEO humility and firm outcomes. Journal of management,
0149206315604187.

Pajo, K., Coetzer, A., & Guenole, N. (2010). Formal Development Opportunities and
Withdrawal Behaviors by Employees in Small and Medium-Sized Enterprises.
Journal of small business management, 48(3), 281-301. doi: 10.1111/j.1540-
627X.2010.00295.x

Pape, P. B. (2011). Building Momentum: Leadership Style And Team Effectiveness
For New Leaders In Transition. Capella University.

Parolini, J., Patterson, K., & Winston, B. (2009). Distinguishing between
transformational and servant leadership. Leadership & Organization
Development Journal, 30(3), 274-291.

Patterson, K. A. (2003). Servant Leadership: A Theoretical Model. (Doctor of
Philosophy), Regent University, US.

Patterson, K. A., Redmer, T. A. O., & Stone, A. G. (2003). Transformational
Leaders to Servant Leaders versus Level 4 Leaders to Level 5 Leaders—The
Move from Good to Great. Paper presented at the CBFA Annual Conference.

Pellegrini, E. K., & Scandura, T. A. (2008). Paternalistic Leadership: A Review and
Agenda for Future Research. Journal of management, 34(3), 566-593.



237

Pellegrini, E. K., Scandura, T. A., & Jayaraman, V. (2010). Cross-cultural
generalizability of paternalistic leadership: An expansion of leader-member
exchange theory. Group & Organization Management, 35(4), 391-420.

Perez, M. (2008). Turnover Intent. (Diploma), University of Zurich, Brttisellen.

Perkeso. (2013). Socso Protection Schemes. Retrieved 23 September, 2016, from
http://www.perkeso.gov.my/en/social-security-protection/benefits-under-the-
schemes/employment-injury-scheme/itemlist/category/123-socso-protection-
scheme.htmi

Pousa, C., & Mathieu, A. (2016). Differential Effects of Supervisory Coaching and
Leader Member Exchange on Salesperson’s Behavior and Performance
Marketing Challenges in a Turbulent Business Environment (pp. 59-63):
Springer.

Price, A. (2004). Human Resource Management In a Business Context (2th ed.).
London: Thomson.

Purcell, J., & Hutchinson, S. (2007). Front-line managers as agents in the
HRM-performance causal chain: theory, analysis and evidence. Human
Resource Management Journal, 17(1), 3-20.

Rahim, R. A., Nik Mahmood, N. H., & Masrom, M. (2016). Enhancing Malaysian’s
SMEs Performance: Leadership and Innovation. Advanced Science Letters,
22(5-6), 1530-1534.

Rahman, R. H. A. (2012). Malaysian firms’ role in retaining engineers. The
Economic and Labour Relations Review, 23(4), 57-78.

Rai, S. (2017). Path Model Analysis of Perceived Organizational Support, Job
Satisfaction and Turnover Intention: Study on Indian Generation Y
Employees Advances in Human Factors, Business Management, Training
and Education (pp. 405-417): Springer.

Raja, A. S., & Palanichamy, P. (2012). Effective Leadership Styles And
Organisational Effectiveness - A Cross Examination With Chief Executives
And Executives Of Public Sector Enterprises. Saaransh RKG Journal of
Management, 3(2), 19-25.

Ramli, A., & Desa, N. M. (2014). The Relationship Between Servant Leadership and
Organizational Commitment: The Malaysian Perspectives. International
Journal of Management and Sustainability, 3(2), 111.



238

Rana, M. H., & Malik, M. S. (2017). Impact of HR practices on organizational
performance: moderating role of Islamic principles. International Journal of
Islamic and Middle Eastern Finance and Management, 10(2).

Ratnawat, R., & Jha, P. (2013). A Commentary on Effectiveness of Performance
Management. International Journal of Scientific and Engineering Research,
4(3).

Rauch, K. E. (2007). Servant leadership and team effectiveness: A study of industrial
manufacturing correlation: Indiana Wesleyan University.

Reed, L., Vidaver-Cohen, D., & Colwell, S. (2011). A New Scale to Measure
Executive Servant Leadership: Development, Analysis, and Implications for
Research. Journal of Business Ethics, 101(3), 415-434. doi:
http://dx.doi.org/10.1007/s10551-010-0729-1

Rennaker, M. A. (2008). Listening and persuasion: Examining the communicative
patterns of servant leadership. (Doctor of Philosophy), Regent University,
us.

Ricketts, K. G. (2009). Leadership vs. Managemen: University of Kentucky: College
of Agriculture.

Robbins, S. P., & Coulter, M. (2009). Management (10 ed.). US Pearson Prentice
Hall.

Robbins, S. P., & DeCenzo, D. A. (2009). Supervision Today (6 ed.). US: Prentice

Hall.

Robert Walters. (2016). Salary Report.

Rondeau, K. V., Williams, E. S., & Wagar, T. H. (2009). Developing Human Capital:
What Is The Impact on Nurse Turnover? Journal of Nursing Management, 17,
739-748.

Rose, A., Ab Rashid, M., Mohamed, N. N., & Ahmad, H. (2017). Similarities of lean
manufacturing approaches implementation in SMEs towards the success:
Case study in the automotive component industry. Paper presented at the
MATEC Web of Conferences.

Rothwell, J. T. (2015). Defining Skilled Technical Work. from
https://ssrn.com/abstract=2709141

Rouzies, D., Onyemah, V., & lacobucci, D. (2017). A multi-cultural study of

salespeople’'s behavior in individual pay-for-performance compensation



239

systems: when managers are more equal and less fair than others. Journal of
Personal Selling & Sales Management, 1-15.

Rowley, C., & Abdul-Rahman, S. (2007). The management of human resources in
Malaysia: Locally-owned companies and multinational companies.
Management revue, 427-453.

Rubiah, A. R. (2012). A Study On Turnover Intention Trend In Commercial Banks In
Penang, Malaysia. (Master Degree), University Sains Malaysia, Malaysia.

Russell, E. J. (2017). The Responder’s Servant Listener In Command of Guardians:
Executive Servant Leadership for the Community of Responders (pp. 39-45):
Springer.

Russell, R. F. (2001). The Role of Values in Servant Leadership. Leadership &
Organization Development Journal, 22(2), 76-84.

Russell, R. F., & Stone, A. G. (2002). A review of servant leadership attributes:
Developing a practical model. Leadership & Organization Development
Journal, 23(3), 145-157.

Saari, M. (2013). Promoting gender equality without a gender perspective: Problem
representations of equal pay in Finland. Gender, Work & Organization, 20(1),
36-55.

Saini, D. S., & Budhwar, P. S. (2008). Managing the human resource in Indian SMEs:
The role of indigenous realities. Journal of World Business, 43(4), 417-434.
doi: http://dx.doi.org/10.1016/j.jwb.2008.03.004

Saleh, A. S., & Ndubisi, N. O. (2006). An evaluation of SME development in
Malaysia. International Review of Business Research Papers, 2(1), 1-14.

Salleh, M., Amin, A., Muda, S., & Halim, M. A. S. A. (2013). Fairness of
performance appraisal and organizational commitment. Asian Social Science,
9(2), 121.

Sam, M., Fazli, M., Tahir, M. N. H., & Abu Bakar, K. (2012). Owner-managers of
SMEs in it sector: leadership and company performance.

Sam, W., Anita, A., Hayati, K., Haslinda, A., & Lim, C. (2017). Prevalence of
Hearing Loss and Hearing Impairment among Small and Medium Enterprise
Workers in Selangor, Malaysia. Sains Malaysiana, 46(2), 267-274.

Sanderson, P. A. (2003). The Relationship Between Empowerment And Turnover
Intentions In A Structured Environment: An Assessment of The Navy’s

Medical Service Corps. (Doctor of Philosophy), Regent University.



240

Sarkus, D. J. (1996). Servant-leadership in safety: Advancing the cause and practice.
Professional Safety, 41(6), 26.

Saunders, M., Lewis, P., & Thornhill, A. (2009). Research methods for business
students (5 ed.). England: Pearson.

Schneider, S. K., & George, W. M. (2011). Servant leadership versus
transformational leadership in voluntary service organizations. Leadership &
Organization Development Journal, 32(1), 60-77.

Schwantes, M. (2015). People Management: Making A Case For Servant Leadership.
The Stepping Stone.

Schwepker, C. H., & Schultz, R. J. (2015). Influence of the ethical servant leader and
ethical climate on customer value enhancing sales performance. Journal of
Personal Selling & Sales Management, 35(2), 93-107.

Seah, A. (2013, 4 November 2013). Salaries To Rise Amid Higher Turnover In 2014.
Retrieved 15/3, 2014, from
http://www.humanresourcesonline.net/news/42838

Sekaran, U., & Bougie, R. (2010). Research Methods For Business: A Skill-Building
Approach (5 ed.). United Kingdom: John Wiley & Sons Ltd.

Sendjaya, S. (2003). Development and Validation of Servant Leadership Behavior
Scale. Servant Leadership Research Roundtable.

Sendjaya, S., & Pekerti, A. (2010). Servant leadership as antecedent of trust in
organizations. Leadership & Organization Development Journal, 31(7), 643-
663.

Sendjaya, S., Sarros, J. C., & Santora, J. C. (2008). Defining and Measuring Servant
Leadership Behaviour in Organizations. Journal of Management Studies,
45(2), 402-424. doi: 10.1111/j.1467-6486.2007.00761.x

Shah Rollah, A. W. (2011). The Effect if Moderated Mediation to the Relationship of
Transformational Leadership on Safety Performance in Malaysia Heavy
Industry Companies. (Doctor of Philosophy), Universiti Teknologi Malaysia,
Malaysia.

Shastri, R., Mishra, K. S., & Sinha, A. (2010). Charismatic leadership and
organizational commitment: An Indian perspective. Afr. J. Bus. Manage,
4(10), 1946-1953.



241

Sheehan, M. (2013). Human resource management and performance: Evidence from
small and medium-sized firms. International Small Business Journal,
0266242612465454.

Sheridan, J. E., & Abelson, M. A. (1983). Cusp catastrophe model of employee
turnover. Academy of Management Journal, 26(3), 418-436.

Sidik, M. H., Hamid, M. R. A., & Ibrahim, A. (2017). Descriptive analysis of staff
satisfaction and turnover intention in a Malaysian University. Paper
presented at the AIP Conference Proceedings.

Sieben, 1. (2007). Does Training Trigger Turnover - or Not? : The Impact of Formal
Training on Graduates' Job Search Behaviour. Work, Employment & Society,
21(3), 397-416.

Sikalieh, D., Linge, T. K., & Asiimwe, J. B. (2016). The Relationship between
Transformational Leadership Style and SMEs Growth in the Top 100 SMEs
in Kenya.

Simard, M., & Marchand, A. (1993). The Behaviour of First-Line Supervisors in
Accident Prevention and Effectiveness in Occupational Safety. Safety Science,
17, 169-185.

Sin Tan, K., Choy Chong, S., Lin, B., & Cyril Eze, U. (2010). Internet-based ICT
adoption among SMEs: Demographic versus benefits, barriers, and adoption
intention. Journal of enterprise information management, 23(1), 27-55.

Sleezer, C. M., Russ-Eft, D. F., & Gupta, K. (2014). A Practical Guide to Needs
Assessment (3rd ed.). San Francisco: Wiley.

Smith, B. N., Montagno, R. V., & Kuzmenko, T. N. (2004). Transformational and
servant leadership: Content and contextual comparisons. Journal of
Leadership & Organizational Studies, 10(4), 80-91.

Snell, S. A., & Dean Jr, J. W. (1992). Integrated manufacturing and human resource
management: A human capital perspective. Academy of Management Journal,
467-504.

Spears, L. (1996). Reflections on Robert K. Greenleaf and servant-leadership.
Leadership & Organization Development Journal, 17(7), 33-35.

Spears, L. C. (2004). Practicing servant-leadership. Leader to Leader, 2004(34), 7-11.
doi: 10.1002/1t1.94

Stanton, N. (2009). Mastering Communication (Vol. 5th). UK: Palgrave Macmillan.



242

Stillion Southard, B. r. F., & Wolvin, A. D. (2009). Jimmy Carter: A case study in
listening leadership. The Intl. Journal of Listening, 23(2), 141-152.

Stone, A. G., Russell, R. F., & Patterson, K. (2004). Transformational versus servant
leadership: A difference in leader focus. Leadership & Organization
Development Journal, 25(4), 349-361.

Storey, J. (1988). Developments in the management of human resources.
Management Research News, 11(1/2), 27-27.

Subramaniam, C., et al. (2016). Safety management practices and safety compliance
in small medium enterprises: Mediating role of safety participation. Asia-
Pacific journal of business administration, 8(3), 226-244.

Sullivan-Taylor, B., & Branicki, L. (2011). Creating resilient SMEs: why one size
might not fit all. International Journal of Production Research, 49(18), 5565-
5579.

Sun, J. M., & Wang, B. Y. (2009). Servant Leadership In China: Conceptualization
And Measurement Advances in Global Leadership (Vol. 5, pp. 321-344):
Emerald Group Publishing Limited.

Surienty, L. (2012). Management practices and OSH implementation in SMEs in
Malaysia. School of Management, USM Minden, Pulau Pinang.

Surienty, L., Hong, K. T., & Hung, D. K. M. (2011). Occupational Safety and Health
(OSH) in SMEs in Malaysia: A Preliminary Investigation. Journal of Global
Entrepreneurship, 1(1), 65-75.

Tan, T. H., & Waheed, A. (2011). Herzberg's motivation-hygiene theory and job
satisfaction in the Malaysian retail sector: The mediating effect of love of
money.

Tan, W. (2005). Practical Research Methods. Singapore: Pearson.

Tang, H. S. (2015, 3rd November). All Go To Earn Singapore Dollar, Johor Bahru
Minimum Salary RM1200 Also Hard To Recruit, Nanyang Siang Pau.
Retrieved from
http://www.enanyang.my/news/20151103/%E9%83%BD%E5%88%B0%E9
%82%BB%E5%9B%BD%E8%B5%9A%E6%96%B0%E5%B8%81br-
%E6%96%B0%ES%B1%B1%E6%9C%80%E4%BD%8E%E8%96%AA120
0%E4%B9%9F%E9%9A%BEY%E8%AF%B7%E4%BA%BA/

Taylor, S. (2008). People Resourcing (4 ed.). London: Chartered Institute of

Personnel & Development.



243

Taylor, T., Martin, B. N., Hutchinson, S., & Jinks, M. (2007). Examination of
Leadership Practices of Principals Identified as Servant Leaders.
International Journal of Leadership in Education: Theory and Practice,
10(4), 401-419.

Teh, W. S. (2015, 29 June). Working In Singapore Vs Malaysia: Is The Grass
Always Greener On The Other Side? Malaysian Digest.

The Associated Chinese Chamber of Commerce and Industry of Malaysia. (2012).
Report Of ACCCIM 2012 SMEs Survey.

The World Bank. (2016). “Small is the New Big” — Malaysian SMEs Help Energize,
Drive Economy [Press release]. Retrieved from
http://www.worldbank.org/en/news/feature/2016/07/05/small-is-the-new-big-
--malaysian-smes-help-energize-drive-economy

Thurston Jr, P. W., & McNall, L. (2010). Justice perceptions of performance
appraisal practices. Journal of managerial psychology, 25(3), 201-228.

Tricker, B., & Tricker, G. (2014). Business Ethics: A Stakeholder, Governance, and
Risk Approach. New York: Routledge.

Truss, C., Gratton, L., Hope-Hailey, V., McGovern, P., & Stiles, P. (1997). Soft and
Hard Models of Human Resource Management: A Reappraisal. Journal of
Management Studies, 34(1), 53-73.

Tureman, D. (2013). The Effectiveness of Servant Leadership in Bringing about
Change. Liberty University, US.

Tymon Jr, W. G., Stumpf, S. A., & Smith, R. R. (2011). Manager support predicts
turnover of professionals in India. Career Development International, 16(3),
293-312.

Tymon, W. G., Stumpf, S. A., & Doh, J. P. (2010). Exploring talent management in
India: The neglected role of intrinsic rewards. Journal of World Business,
45(2), 109-121.

Van de Vliert, E. (2006). Autocratic Leadership Around the Globe Do Climate and
Wealth Drive Leadership Culture? Journal of Cross-Cultural Psychology,
37(1), 42-59.

Van Dierendonck, D., & Nuijten, I. (2011). The servant leadership survey:
Development and validation of a multidimensional measure. Journal of
Business and Psychology, 26(3), 249-267. doi:
http://dx.doi.org/10.1007/s10869-010-9194-1



244

van Dierendonck, D., & Patterson, K. (2010). Servant leadership: Developments in
theory and research: Springer.

van Dierendonck, D., & Sousa, M. (2016). Finding meaning in highly uncertain
situations: Servant leadership during change Leadership lessons from
compelling contexts (pp. 403-424): Emerald Group Publishing Limited.

Van Schalkwyk, S., Du Toit, D. H., Bothma, A. S., & Rothmann, S. (2010). Job
insecurity, leadership empowerment behaviour, employee engagement and
intention to leave in a petrochemical laboratory. South African Journal of
Human Resource Management, 8(1), 1-7.

van Teijlingen, E., & Hundley, V. (2002). The importance of pilot studies. Nursing
Standard, 16(40), 33-36.

Van Winkle, B. J. (2013). The relationship of the servant leadership behaviors of
immediate supervisors and followers' perceptions of being empowered: In the
context of small business. University of La Verne.

Verbeke, W., Bagozzi, R. P., & Belschak, F. D. (2016). The role of status and
leadership style in sales contests: A natural field experiment. Journal of
Business Research.

Vijayaraghavan, G. (2007). High Performance Leadership. Mumbai Himalaya Pub.
House.

Voon, M. L., Lo, M. C., Ngui, K. S., & Ayob, N. B. (2011). The influence of
leadership styles on employees’ job satisfaction in public sector organizations
in Malaysia. International Journal of Business, Management and Social
Sciences, 2(1), 24-32.

Waddell, J. T. (2006). Servant leadership. Paper presented at the Proceedings of the
Servant Leadership Research Roundtable.

Wallace, D. P. (2007). Knowledge Management: History and Cross-Disciplinary
Themes. USA: Libraries Unlimited.

Wan, H. L. (2008). Current remuneration practices in the multinational companies in
Malaysia: A case study analysis. Research and Practice in Human Resource
Management, 16(1), 78-103.

Wan Hooi, L. (2008). The adoption of Japanese recruitment practices in Malaysia.
International Journal of Manpower, 29(4), 362-378.

Watrous, K. M., Huffman, A. H., & Pritchard, R. D. (2006). When coworkers and

managers quit: The effects of turnover and shared values on performance.



245

Journal of Business and Psychology, 21(1), 103-126. doi:
http://dx.doi.org/10.1007/s10869-005-9021-2

Watson, T. (2012). Salaries to Increase Marginally for Malaysians Despite Better
Business Outlook. Retrieved 31 May, 2013, from http://www.hr-
matters.info/news2012/SalaryTolncreaseMarginallyForMalaysians.htm

Welch, M. (2011). The evolution of the employee engagement concept:
communication implications. Corporate Communications: An International
Journal, 16(4), 328-346.

Wheeler, A. R., Halbesleben, J. R. B., & Harris, K. J. (2012). How job-level HRM
effectiveness influences employee intent to turnover and workarounds in
hospitals. Journal of Business Research, 65(4), 547-554. doi:
http://dx.doi.org/10.1016/j.jbusres.2011.02.020

Whitmore, G. (1979). An inverse Gaussian model for labour turnover. Journal of the
Royal Statistical Society. Series A (General), 468-478. doi:
http://dx.doi.org/10.2307/2982553

Whorton, K. P. (2014). Does Servant Leadership Positively Influence Employee
Engagement? : Grand Canyon University.

Wickramansinghe, N., & Sharma, S. K. (2005). Key factors that hinder SMEs in
succeeding in today's knowledge-based economy. International Journal of
Management and Enterprise Development, 2(2), 141-158.

Wiesner, R., & Innes, P. (2010). Bleak house or bright prospect?: HRM in Australian
SMEs over 1998-2008. Asia Pacific Journal of Human Resources, 48(2),
151-184.

William, H. S. (2011). Business Ethics (7th ed.). USA: Wadsworth.

William, J. S., & Mellissa, L. B. (2008). Communication: Making Connection. USA:
Pearson.

Winston, B. E. (2003). Extending Patterson’s servant leadership model: Explaining
how leaders and followers interact in a circular model. Unpublished
manuscript presented at Servant Leadership Research Roundtable, Regent
University, Virginia Beach, VA.

Winston, B. E., & Ryan, B. (2008). Servant leadership as a humane orientation:
Using the GLOBE study construct of humane orientation to show that servant
leadership is more global than western. International Journal of Leadership
Studies, 3(2), 212-222.



246

Wong, C., & Cummings, G. (2009). Authentic Leadership: A New Theory For
Nursing Or Back To Basics? Journal of Health Organization and
Management, 23(5), 522-538.

Wong, P. (2003). An opponent-process model of servant-leadership and a typology
of leadership styles. Paper based on presentation at the Servant-Leadership
Research Roundtable at Regent University, Virginia Beach, VA.

Wong, P. T., & Davey, D. (2007). Best practices in servant leadership. Servant
Leadership Research Roundtable, School of Global Leadership and
Entrepreneurship, Regent University.

Wong, P. T., & Page, D. (2003). Servant leadership: An opponent-process model and
the revised servant leadership profile. Paper presented at the Proceedings of
the Servant Leadership Research Roundtable.

Wong, Y.-t., Wong, Y.-W., & Wong, C.-s. (2015). An integrative model of turnover
intention: Antecedents and their effects on employee performance in Chinese
joint ventures. Journal of Chinese Human Resource Management, 6(1), 71-90.

Wright, P. M., & Kehoe, R. R. (2008). Human resource practices and organizational
commitment: A deeper examination. Asia Pacific Journal of Human
Resources, 46(1), 6-20.

Xue, Y., Bradley, J., & Liang, H. (2011). Team climate, empowering leadership, and
knowledge sharing. Journal of knowledge management, 15(2), 299-312.

Yahya, A. Z., Othman, M. S., & Shamsuri, A. L. S. (2012). The impact of training on
small and medium enterprises (SMEs) performance. Journal of Professional
Management, 2(1), 15-25.

Yang, B., Lee, X., & Li, W. (2017). The influence factors of job satisfaction and its
relationship with turnover intention: Taking early-career employees as an
example. Anales de Psicologia/Annals of Psychology, 33(3), 697-707.

Yao, X. (2000). An introduction to Confucianism: Cambridge University Press.

Yew Wong, K. (2005). Critical success factors for implementing knowledge
management in small and medium enterprises. Industrial Management &
Data Systems, 105(3), 261-279.

Yogesh, K. S. (2006). Fundamental of Research Methodology and Statistics. India:
New Age International (P) Ltd., Publishers.

Zainudin, H. A. (2012). Structural Equation Modeling Using AMOS Graphic.
Malaysia: Penerbit Press Universiti Teknologi MARA.



247

Zamperlin, F. U. (2012). The Role of Servant Leadership in Middle School Culture.
(Doctor of Education), Fordham University, New York.

Zhang, W. C. (2006). Di Zi Gui. China: Qingdao Chu Ban Sha.

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

Zin, S. M., Ahmad, N., Ngah, N. E. B., Ismail, R. B., Ibrahim, N. B., & Abdullah, I.
H. T. B. (2012). Motivation Model for Employee Retention: Applicability to
HRM Practices in Malaysian SME Sector. Canadian Social Science, 8(5), 8-
12.





