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Leadership expectation gap and
LMX quality: ethnic and nationality
dissimilarities as moderator

Anusuiya Subramaniam and Murali Sambasivan

Abstract

Purpose – Demographically similar individuals often believe they are similar, in spite of the differences in
values, beliefs and expectations. However, dissimilar dyads experience will encounter more interpersonal
difficulties due to misunderstandings, misperceptions and conflicts of interest. The purpose of this paper is to
investigate the impact of leadership expectation gap on LMX quality and the moderating role of ethnic and
nationality dissimilarity between manager and their superior on the relationship between leadership
expectation gap and LMX quality.
Design/methodology/approach – This study adopted a quantitative research design. A purposive sampling
survey of 137 lower-to middle-level managers working under the supervision of Malaysian and Japanese
superiors in Japanese multi-national corporations was conducted to test the hypotheses of this study.
Findings – The study found the following: leadership expectation gap has a significant and negative effect on
LMX quality; and ethnic dissimilarity and nationality dissimilarity moderates the relationship between
leadership expectation gap and LMX quality.
Practical implications – There is a need for a comprehensive training programme for both leaders and
followers, towards developing their interpersonal skills on how to work better and more effectively in the
workplace. Furthermore, prior to the start of the expatriate assignment, organisations can help expatriate
superiors to adapt themselves by providing pre-departure and cross-cultural training.
Originality/value – This paper addresses an important and not so well researched issue. It analyses the
moderation effect of ethnic and nationality dissimilarity between manager and their superior on the
relationship between leadership expectation gap on LMX quality in the Malaysian context.

Keywords Malaysia, Ethnic dissimilarity, Leadership expectation gap, LMX quality, Nationality dissimilarity

Paper type Research paper

1. Introduction

Leadership insight assists in generating impression configuration of the target individuals
( for instance, superior) based on the affective and cognitive reactions of the supervisee
(Mariappanadar, 2018). According to Epitropaki and Martin (2005), the cognitive processes of
leadership insights are comprised of classification, individualised impression creations and
fundamental acknowledgements of performance. Schema-driven classifications of supervisors
enacts an essential function in the attribution of meaning to a person’s individual’s deeds which
are described as leadership schemas (Weick, 1995; Shondrick and Lord, 2010).

Leadership schemas are employees’ perceptions regarding traits and behaviours associated
with an ideal leader; which are embedded in employees’ memory and are recalled when they
have to deal with leaders (Trichas et al., 2017). When they are recalled, the basic structures
generate expectations regarding characteristics and behaviours of a leader. Researchers
examining leadership schemas have identified the image people have regarding leaders
(Tsai et al., 2017). Precisely, ideal leaders are assumed to be competent, caring, honest,
understanding, outgoing, verbally skilled, determined, aggressive, decisive, dedicated,
educated, kind and well dressed (Carroll, 2015). These diverse approaches, describing
leadership schemas, characterise people’s beliefs concerning leaders at different levels of
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specificity (Flores, 2012). Nevertheless, what is common to all of them is the idea that people do
have a schema regarding leadership, which forms a standard for judging leaders. This schema is
also termed a person’s implicit leadership theory (ILT).

ILT indicates the attributes and behaviours that differentiate leaders from non-leaders,
good from bad leaders and effective from ineffective leaders (Nichols and Erakovich, 2013).
For instance, when individuals come across an assigned leader, they evaluate his/her
behaviours and observed or inferred qualities in relation to their expectations. The better the fit
between an individual’s perception and the leadership style of his leader, the more likely this
person will be seen as an effective leader (Guay, 2013; Offermann et al., 1994). The difference
between ILT and actual leader behaviour is known as leadership expectation gap. Densten
and Borrowman (2017) have identified that the follower is likely to be satisfied with the leader,
when a leader’s behaviour match the follower’s ILT. Thus, this reduces the leadership
expectation gap and the followers are likely to build up commitment to the organisation
the leader represents. In contrast, followers are likely to experience dissatisfaction if the
leader’s characteristic is against the followers’ expectations. Thus, this will undermine
commitment to the organisation (Densten and Borrowman, 2017). Using Offermann et al.’s
(1994) eight ILT dimensions, Epitropaki and Martin (2005) have examined the effect of
leadership expectation gap on leader–member exchange (LMX) quality. They have found
that leadership expectation gap is associated with LMX quality. They have also identified that
leadership expectation gap is found to have effects on organisational commitment, job
satisfaction and well-being through LMX quality. Nevertheless, studies pertaining to leadership
expectation gap are scarce.

One’s view of the role of leadership is shaped by the culture in which one lives (Tsai et al., 2017).
Culture is known as the general beliefs and shared values, which describes the “shoulds” and
“oughts” of life of certain ethnic communities (Gom et al., 2015). Research in psychology
and sociology argue that the impact of ethnicity and ethnic identification on human behaviour
should also be examined with respect to values, since values are the consequences of culture
and ethnicity (Meyer and Zane, 2013).

It has been identified that both cultural differences and similarities can explain behaviours
(Church et al., 2010). Based on the similarity–attraction paradigm, members of a
leader–follower dyad who share similar demographic characteristics are likely to have a more
positive relationship (Randolph-Seng et al., 2016). This is because individuals who are
demographically similar often believe they are similar, in spite of the differences in values, beliefs
and expectations (Duffy and Ferrier, 2003). However, dissimilar dyads will encounter more
interpersonal difficulties due to misunderstandings, misperceptions and conflicts of interest
(Riordan, 2000).

The question at this juncture is, “Does ethnic and nationality dissimilarities between leader and
follower moderate the relationship between leadership expectation gaps on LMX quality?”
There is considerable argument in the theoretical and empirical work on the impact of
leadership expectation gap, i.e. difference between the ILT held by followers and the actual
leader behaviour they experience (Epitropaki and Martin, 2005; Schyns and Wolfram, 2008) on
leader–member relationship.

The contributions of this research are threefold. First, examining the impact of leadership
expectation gap on LMX quality. Second and third, establishing the moderating role of ethnic and
nationality dissimilarity between manager and their superior on the relationship between
leadership expectation gap and LMX quality.

On the whole, the present study helps to fill in the gap by providing a real insight to examine the
moderation effects of ethnic dissimilarity and nationality dissimilarity between manager and their
superior on the relationship between leadership expectation gaps on LMX quality in the Malaysian
context. This is essential as organisations in Malaysia comprise of employees from different ethnic
groups (mainly the Malays, Chinese and Indians) with different values and norms. Cross-cultural
comparison does exist in this study as it identifies ethnic and nationality dissimilarities of
Malaysian managers’ working under the supervision of Japanese superiors and Malaysian
superiors in Japanese multi-national corporations (MNCs) in Malaysia.
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2. Theoretical background and hypotheses development

With regards to cognitive categorisation processes, ILT is the benchmark employees use to form
an impression of their manager (Densten and Borrowman, 2017; Epitropaki and Martin, 2005).
The cognitive structures that shape a person’s ILT are the basic ideas on the traits and abilities of
an ideal business leader. Moreover, several researchers (Kenney et al., 1996) have proposed the
leadership categorisation theory. The theory argues that organisational members develop
cognitive structures or prototypes for understanding and reacting to managerial behaviour in the
workplace. This prototype shapes an individual’s expectation of what constitutes the ideal leader.

The leader–member exchange (LMX) theory was first explained 32 years ago in the studies by
Dansereau et al. (1975), Graen and Cashman (1975) and Graen (1976). The LMX theory illustrates
the quality of relationships between leaders and followers. This theory describes the significance
and nature of specific leader–follower relationships and highlights the variations in the manner in
which a leader behaves towards each follower (Uhl-Bien et al., 2014).

According to LMX theory, leaders form differentiated relationships towards different followers.
Consequently, this results in a varying quality of dyadic relationships between the leader
and various followers. High-quality LMX dyads will experience a higher level of exchange in
leader–follower relationships and are characterised by mutual liking, trust, respect and reciprocal
influence (Schyns and Day, 2010). Followers in these dyads will be highly involved, more
communicative, receive more information, influence confidence and concern from the leaders
and this leads to high LMX relationships (Price and Van Vugt, 2014). This is because these
followers do extra things for the leader and the leader does the same for them.

On the contrary, low-quality LMX dyads will experience lower level of leader–follower relationships
and are characterised by formal rules of the employment contract (Buch et al., 2016). This is
because followers in this dyad perform their work only based on their job description and are not
as compatible with their leader (Gooty and Yammarino, 2013). Therefore, these followers are
subjected to higher levels of supervisory control and directives and consequently receive less
valued resources as they are disfavoured by their leader (Gatti et al., 2017). This, in turn, will result
in lower quality of leader–follower relationships.

According to Sy and Choi (2013), a feedback loop exists among the behaviours expected from a
leader and the behaviour that followers experience with the leader. Thus, employees use an
implicit–explicit matching process to develop an impression of the quality of the interactions they
have with their manager. When the actual behaviour of manager is aligned with the expectations
of employees, followers accept the leader’s influence attempts and develop higher quality
relationships with the leader (Humphrey et al., 2016). Therefore, it was posited that:

H1. Employees’ leadership expectation gap is negatively associated to LMX quality.

As mentioned previously, organisations in Malaysia have employees from different ethnic
groups – namely the Malays, Chinese and Indians, who differ in terms of their religious beliefs and
traditional values. Values are prioritised differently among cultures and may be expressed
differently from culture to culture (Corcoran and Roberts, 2015). The ethnic divisions in Malaysia
have tended to coincide with and are reinforced by linguistic, cultural, religious and economic
divisions (Rashid and Ho, 2003). It is well known that people carry their cultural baggage to the
workplace. The ethnic-based values tend to pervade the workplace.

Recognising ethnic differences is increasingly important in a more diverse employment world
(Weber et al., 2018). However, the consequences of being different from others in the group,
whether the supervisor or other group members, can often times be negative (Higa et al., 2014).
For instance, individuals in mixed-ethnicity dyads are more likely to face burnout, have less job
satisfaction, have fewer developmental opportunities and face less supervisor support compared
to individuals in similar-ethnicity dyads (Cunningham and Sagas, 2004).

Demographic similarity and dissimilarity among leader–followers have been found to have
significant effects on how leaders look upon their followers, how leaders distinguish their roles in
the organisation and how organisational members interact among each another (Randolph-Seng
et al., 2016). Social identity theory (Tajfel and Turner, 1986) provides a conceptual basis in
examining whether demographic similarity and dissimilarity are associated with reaction to
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negative feedback. According to social identity theory, organisational members categorise
themselves and others into several social categories, such as organisational membership,
religious affiliation, age, gender and education (Gonzalez and Denisi, 2009). With regards to the
similarity–attraction paradigm (Byrne, 1971), demographic similarity among organisational
members in terms of gender, education and nationality, has been associated with positive
organisational outcomes such as increase in the level of interpersonal attraction and liking among
leader–followers (Guillaume et al., 2017). On the contrary, demographic dissimilarity in
leader–followers is related to less effective communication and lower level of attraction between
leader and follower (Guillaume et al., 2017). Thus, it could be hypothesised that:

H2. Ethnic dissimilarity between leader and follower moderates the relationship between
Leadership expectation gap and LMX quality.

Business leaders around the world have been amazed at the capability of Japanese leaders to
motivate and successfully lead their followers to levels of extraordinary performance in terms of
both the quantity and quality of production, in the decades since the end of Second World War
(Md Yusof and Othman, 2016). According to Sulaiman et al. (1999), in Japanese organisations,
the leaders occupy an important place in the followers’ private and work life. They pointed out that
this influences the Japanese leader–follower relation, as it is intended towards developing
a long-lasting relationship. They have also argued that the leader is more involved in the followers’
off-the-job life and are accorded higher status. Thus, this generates commitment and
cooperation among leaders’ and followers’ (Sulaiman et al., 1999). However, the values, beliefs
and work culture may differ when the Japanese establish companies out of their country of origin.

Japanese cultural norms are intensely followed when expatriate leaders go overseas. This
approach demotivates local staffs due to cultural differences, which results in frequent instances
of misunderstanding (McNulty and Selmer, 2017). Thus, dissimilarities between leaders and their
followers in terms of nationality would have an impact between leadership expectation gap and
LMX quality. This suggests the following:

H3. Nationality dissimilarity between leader and follower moderates the relationship between
Leadership expectation gap and LMX quality.

A summary of all the hypotheses in this study is provided in the theoretical framework depicted
in Figure 1.

3. Methodology

3.1 Participants

Data were collected data from Malaysian managers, in the middle-level and lower level
management, which comprises of the three main ethnic groups (Malays, Chinese and Indians) in
Malaysia. The Malaysian managers’ sample consisted of those who work under the supervision of
Japanese and Malaysian superiors in Japanese MNCs, situated in Malaysia. The sample was
restricted to Japanese MNCs, as this study aims to identify the moderating effects of ethnic and
nationality dissimilarities among Japanese superior and Malaysian subordinates on the relationship
between leadership expectation gap and LMX quality. The sampling frame comprised of Japanese
MNCs in the WesleyNet.com (2013) webpage. The list contains the entire records of Japanese
MNCs, with a comprehensive industry and service coverage in Malaysia.

3.2 Procedure

The data reported in this paper were gathered through purposive sampling. For the purpose of this
study, a few Japanese MNCs were approached. Those that agreed to be participant of this study
were the ones selected. Overall, five Japanese MNCs participated in this study and questionnaires
were circulated through the Human Resource Manager of the respective companies.

The Human Resource Manager was then requested to get the questionnaires filled out by
lower- to middle-level managers working under the supervision of Malaysian and Japanese
superiors. Respondents were guaranteed of their confidentiality and were requested to return
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their completed questionnaires directly to the researcher through the given pre-addressed and
postage-paid envelopes. Of the 200 distributed questionnaires, 137 participants completed the
survey with usable responses, which yielded 68.5 per cent response rate.

3.3 Measurement

A questionnaire was designed in order to obtain the data for this study. ILT was assessed by
participants by using the 56 items developed for the GLOBE leadership project (House et al., 1996).
Respondents were asked to rate the importance of each items on a five-point Likert scale (1¼ “not
at all important” to 5¼ “very important”).

The seven-item version of the LMX (Graen and Uhl-Bien, 1995) was used to measure LMX. Items
were rated using the five-point Likert scale (1¼ “strongly disagree” to 5¼ “strongly agree”.
To measure the actual leader’s behaviour of the respondents’ immediate superior, the previously
used 56 GLOBE items was administered using a five-point Likert scale (1¼ “not at all true” to
5¼ “very true”). For each item, respondents were requested to indicate the degree to which the
item represents the behaviour they observe in their leader. It was ensured that the response to the
items measuring ILT did not affect the response to the items in actual leader’s behaviour section.
Thus, items measuring the actual leader’s behaviour were positioned at the back of the
questionnaire after the items on LMX quality. Leadership expectation gap was accessed through
calculating the squared difference between the score of items used in measuring ILT and actual
leader behaviour.

3.4 Profile of respondents

Out of the 137 respondents, 78 were males and 59 were females. This made up to 56.9 per cent
of female respondents and 43.1 per cent of male respondents. With regard to immediate
superiors’ gender, the majority of respondents’ superior were male, while 16.8 per cent had
female superiors.

Out of 137 respondents, 47.4 per cent were Malays, 29.9 per cent were Chinese, 21.9 per cent
were Indians and only 1 per cent of the sample fell under the “Others” group. In terms of
immediate superiors’ ethnic, 27.7 per cent were Malays, 23.4 per cent were Chinese,

Figure 1 Theoretical framework of this study

Leader–member
exchange
(LMX)
quality

H2, H3

Demographic
dissimilarities

• Ethnic
  background of
  leader–follower

• Nationality of
  leader–follower

Leadership
expectation gap

(ILT-Actual
leader behaviour)

H1

Indicates the hypothesized relationship between each variable
H: Indicates all the hypotheses cited in this study
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24.1 per cent were Indians and the remaining 24.8 per cent are Japanese. Majority (75.2 per cent)
of respondents’ immediate superiors’ were Malaysians while 24.8 per cent of the respondents’
immediate superiors’ were Japanese. Superior-subordinate ethnic group similarity indicates
whether or not the respondent’s ethnic group is the same with his or her superior. Majority of the
respondents (72.3 per cent) had different ethnic backgrounds from their superiors, whereas
27.7 per cent of the respondents came from the same ethnic group as their superiors.

As for the respondents’ academic qualifications, only 4.4 per cent had masters and professional
qualifications, while most of them had bachelor degrees as their highest qualification. As far as job
positionswere concerned,most of the respondentswere executives (43.8 per cent) followed by senior
executives (20.4 per cent), managers (19.7 per cent), supervisors (8.8 per cent), others (5.1 per cent)
and senior managers (2.2 per cent). Table I summarises the background of the respondents.

3.5 Analysis

Data were analysed by utilising the Statistical Package for Social Sciences (SPSS) version 20.0 for
Windows software. Descriptive statistics, which include frequencies and percentages, were
utilised to present the main characteristics of the sample. Simple regression analysis and

Table I Frequency and percentage distribution of respondents by demographic profiles

No. Profile Frequency (n¼ 137) (%)

1. Gender
Male 78 56.9
Female 59 43.1

2. Immediate superiors’ gender
Male 114 83.2
Female 23 16.8

3. Ethnicity
Malay 65 47.4
Chinese 41 29.9
Indian 30 21.9
Others 1 0.8

4. Immediate superiors’ ethnicity
Malay 38 27.7
Chinese 32 23.4
Indian 33 24.1
Japanese 34 24.8

5. Immediate superiors’ nationality
Malaysian 103 75.2
Japanese 34 24.8

6. Duration of subordinates’ relationship with the superior
Short duration (one year and less) 25 18.2
Long duration (More than one year) 112 81.8

7. Academic qualification
SPM/STPM 26 19.0
Diploma 36 26.2
Degree 63 46.0
Masters 6 4.4
Professional 6 4.4

8. Job position
Senior manager 3 2.2
Manager 27 19.7
Senior executive 28 20.4
Executive 60 43.8
Supervisor 12 8.8
Others 7 5.1

9. Superior-subordinate ethnic group similarity
Same 38 27.7
Different 99 72.3
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stepwise moderated regression analysis were used in the data analysis. In this study, the
Cronbach’s α ranged from a low of 0.910 to a high of 0.956. The Cronbach’s α coefficient for ILT
was 0.910, while the coefficient for actual leader behaviour and LMX quality were 0.956 and
0.911, respectively. These results suggest a fair level of internal consistency in the responses.

4. Results

4.1 Leadership expectation gap

By using simple regression analysis, the relationship between leadership expectation gap and
LMX quality was examined. Based on the data in Table II, leadership expectation gap has a
significant and negative effect on LMX quality ( β¼−0.20, po0.05). This reveals that, when
leadership expectation gap is smaller, the better the quality of relationship that managers develop
with their superiors. Moreover, this finding is consistent with the finding of Epitropaki and Martin’s
(2005) study. Therefore, it can be concluded that H1 is supported.

4.2 Moderating effect of demographic dissimilarities on LMX quality

As indicated by Baron and Kenny (1986), stepwise moderated regression analysis was
conducted to test whether the demographic dissimilarities (ethnic and nationality) act
as moderators between leadership expectation gap and LMX quality. Based on Tables II and III,
the R2 showed a significant increase after the interaction term was entered (ΔR2¼ 0.05,

Table II Stepwise moderated regression results on the moderating role of ethnic
dissimilarity between leadership expectation gap and LMX quality

Dependent variable
LMX quality

Model 1 (Standard β) Model 2 (Standard β)

Independent variable
Leadership expectation gap −0.2
Interaction term
Leadership expectation gap × Ethnic dissimilarity −0.79
R2 0.04 0.09
Adjusted R2 0.03 0.07
ΔR2 0.04 0.05
F-value 5.66* 6.35**

Notes: *po0.05; **po0.01

Table III Stepwise moderated regression results on the moderating role of nationality
dissimilarity between leadership expectation gap and LMX quality

Dependent variable:
LMX quality

Model 1 (Standard β) Model 2 (Standard β)

Independent variable
Leadership expectation gap −0.2
Interaction Term
Leadership expectation gap × Nationality dissimilarity 0.59
R2 0.04 0.08
Adjusted R2 0.03 0.06
ΔR2 0.04 0.04
F-value 5.66* 5.59**

Notes: *po0.05; **po0.01
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β¼−0.79, po0.01) and (ΔR2¼ 0.04, β¼ 0.59, po0.01) for both the moderating variables,
respectively. This result supports the predicted moderating effect of ethnic dissimilarity and
nationality dissimilarity on the relationship between leadership expectation gap and LMX
quality. This finding reveals that both H2 and H3 are supported.

5. Discussion

The study is mainly about examining the moderating effects of demographic dissimilarity between
the leadership expectation gap and LMX quality. In other words, this study investigated whether
the impact of leadership expectation gap on LMX quality would differ depending on the
demographic dissimilarity of leader–follower. Two aspects of demographic dissimilarities were
examined in this study, whereby demographic dissimilarities were defined as leader–follower
dissimilarity in ethnic background and dissimilarity in nationality.

As a whole, the most important contribution is that the impact of leadership expectation gap on
LMX quality was indeed dependent on the demographic dissimilarities (ethnic and nationality)
between manager and his or her superior. As indicated by prior researchers, leadership
expectation gap can pose problems when a manager and his or her superior are from different
cultures. This is due to different expectations of the role of superior. A superior with
demographically (ethnic and nationality) similar background as his subordinates is likely to be
perceived more favourably (e.g. closer to the ideal) than the one with a completely different
background (Sulaiman et al., 1999). As noted by Shupe (2007), the more different the people
are in terms of cultural backgrounds (ethnic and nationality), the more likely their interactions
will result in misunderstandings and other problems. Moreover, demographic dissimilarity
in leader–follower is related to lower levels of effectiveness as evaluated by the leader
and lower levels of attraction between leader and followers (Tsui and O’Reilly, 1989).
Pfeffer (1983) has posited that the greater the demographic dissimilarity, the more likely that the
individual will leave the organisation. Similarly, managers working in multi-national firms are
found to be less satisfied with and less trustful of their foreign superior and also managers
whose nationality is different from their supervisor are less committed to the organisation
(Duffy and Ferrier, 2003).

This study sheds some light on the steps that can be taken to enhance the relationship of
leader–follower in a multi-ethnic organisation, such as Malaysian organisations. Due to cultural
differences, the closeness to one ethnic group may be interpreted as increasing differentiation
from other groups. Thus, there is a continuing necessity for a comprehensive training programme
for both leaders and followers.

The training programme should not just purely emphasise on operational issues but more
essentially in developing interpersonal skills on how to work better and more effectively in the
workplace. This is important in order to attain a better understanding of the interpersonal skills
and its application, and consequently in bridging the gap among leader–followers of a culturally
diverse organisation.

This study will also help to increase the awareness of expatriates who operate in host countries
such as Malaysia, as the cultural and local sensitivities, the values and norms are not the same as
in their own countries. Based on literature, expatriates who are able to adapt themselves to the
demand and uncertainties that occur during their foreign assignment perform better at higher
levels (Bhaskar-Shrinivas et al., 2005; Harrison and Shaffer, 2005). Therefore, it is appropriate
that prior to the start of the expatriate assignment, organisations can help expatriate superiors to
adapt themselves by providing pre-departure and cross-cultural training.

By undergoing pre-departure and cross-cultural training, expatriates will be able to develop the
knowledge, understanding and skills that are important for living and working in a particular
country and be adaptable to the new environment. Besides, a comprehensive induction training
programme for new host country employees can shape the expectation of employees on what to
expect in their relationship with their expatriate superiors. These types of training are found to
increase expatriate performance (Vance and Paik, 2002). It will indeed be helpful in developing
high-quality exchange relationships with their host country followers.
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6. Conclusions, limitations and direction for future research

This study provides support on the predicted moderating effects of ethnic dissimilarity and as well
as nationality dissimilarity on the relationship between leadership expectation gap and LMX
quality in the Malaysian context. When differences exist in terms of leader–followers’
demographic dissimilarities (ethnic and nationality), negative consequences can arise. This
occurs when the behaviour of the leader is too different from the expectations of the followers.

Accordingly, the finding of this study did reveal the extent of differences due to leader–followers’
demographic dissimilarities (ethnic and nationality) on the association between leadership
expectation gap and LMX quality among managers working under Malaysian superiors as well
Japanese superiors. However, these findings cannot be generalised to all situations where the
two parties comprise of different ethnic groups or nationalities. This is due to the reason that this
situation might differ if the followers and leaders are from cultures that have a higher level of
dissimilarity. Thus, this is something to be examined in future studies.

References

Baron, R.M. and Kenny, D.A. (1986), “The moderator-mediator variable distinction in social psychological
research: conceptual, strategic and statistical considerations”, Journal of Personality and Social Psychology,
Vol. 51 No. 6, pp. 1173-84.

Bhaskar-Shrinivas, P., Harrison, D.A., Shaffer, M.A. and Luk, D.M. (2005), “Input-based and time-based
models of international adjustment: meta-analytic evidence and theoretical extensions”, Academy of
Management Journal, Vol. 48 No. 2, pp. 257-81.

Buch, R., Thompson, G. and Kuvaas, B. (2016), “Transactional leader–member exchange relationships and
followers’ work performance-the moderating role of leaders’ political skill”, Journal of Leadership and
Organizational Studies, Vol. 23 No. 4, pp. 456-66.

Byrne, D. (1971), The Attraction Paradigm, Academic Press, New York, NY.

Carroll, J.S. (2015), Applied Social Psychology and Organizational Settings, Lawrence Erlbaum Associates,
Hillsdale, NJ.

Church, A.T., Katigbak, M.S. and Del Prado, A.M. (2010), “Cultural similarities and differences in perceived
affordances of situations for big five behaviors”, Journal of Research in Personality, Vol. 44 No. 1,
pp. 78-90.

Corcoran, K. and Roberts, A.R. (2015), Social Workers’ Desk Reference, Oxford University Press, New York, NY.

Cunningham, G. and Sagas, M. (2004), “Examining the main and interactive effects of deep- and surface-level
diversity on job satisfaction and organizational turnover intentions”, Organizational Analysis, Vol. 12 No. 3,
pp. 319-32.

Dansereau, F., Graen, G. and Haga, W.J. (1975), “A vertical dyad linkage approach to leadership within formal
organizations: a longitudinal investigation of the role making process”, Organizational Behaviour and Human
Performance, Vol. 13 No. 1, pp. 46-78.

Densten, I.L. and Borrowman, L. (2017), “Does the implicit models of leadership influence the scanning of
other-race faces in adults?”, PLoS One, Vol. 12 No. 7, p. e0179058.

Duffy, M.K. and Ferrier, W.J. (2003), “Birds of a feather…? How supervisor-subordinate dissimilarity
moderates the influence of supervisor behaviors on workplace attitudes”, Group and Organization
Management, Vol. 28 No. 2, pp. 217-48.

Epitropaki, O. and Martin, R. (2005), “From ideal to real: a longitudinal study of the role of implicit leadership
theories on leader-member exchanges and employee outcomes”, Journal of Applied Psychology, Vol. 90
No. 4, pp. 659-76.

Flores, K.L. (2012), “Leadership is behaving and acting like a leader: a narrative exploration of the life stories
of three Latino leaders in healthcare”, available at: http://digitalcommons.unl.edu/aglecdiss/92
(accessed 1 December 2017).

Gatti, P., Ghislieri, C. and Cortese, C.G. (2017), “Relationships between followers’ behaviors and job
satisfaction in a sample of nurses”, PLoS One, Vol. 12 No. 10, p. e0185905.

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 T

ay
lo

r's
 U

ni
ve

rs
ity

 S
D

N
 B

H
D

, P
ro

fe
ss

or
 M

ur
al

i S
am

ba
si

va
n 

A
t 1

9:
17

 2
4 

Se
pt

em
be

r 
20

18
 (

PT
)

http://digitalcommons.unl.edu/aglecdiss/92
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1037%2F0022-3514.51.6.1173&isi=A1986F285400010&citationId=p_1
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.4324%2F9781315728377&citationId=p_5
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1037%2F0021-9010.90.4.659&isi=000230979000005&citationId=p_12
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2F0030-5073%2875%2990005-7&isi=A1975V785400004&citationId=p_9
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2F0030-5073%2875%2990005-7&isi=A1975V785400004&citationId=p_9
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.5465%2Famj.2005.16928400&isi=000229000800005&citationId=p_2
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.5465%2Famj.2005.16928400&isi=000229000800005&citationId=p_2
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2Fj.jrp.2009.11.003&isi=000276116000010&citationId=p_6
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F1548051816630227&citationId=p_3
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F1548051816630227&citationId=p_3
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1371%2Fjournal.pone.0179058&isi=000405464100008&citationId=p_10
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1371%2Fjournal.pone.0185905&isi=000412360300084&citationId=p_14
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F1059601103028002003&isi=000182981900003&citationId=p_11
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F1059601103028002003&isi=000182981900003&citationId=p_11


Gom, D., Jiony, M.M., Tanakinjal, G.H. and Siganul, R.S. (2015), “Understanding cultural differences in ethnic
employees’ work values: a literature review”, American Journal of Economics, Vol. 5 No. 2, pp. 112-8.

Gonzalez, J.A. and Denisi, A.S. (2009), “Cross-level effects of demography and diversity climate on
organizational attachment and firm effectiveness”, Journal of Organizational Behavior, Vol. 30 No. 1,
pp. 21-40.

Gooty, J. and Yammarino, F.J. (2013), “The leader–member exchange relationship: a multisource, cross-level
investigation”, Journal of Management, Vol. 4 No. 7, pp. 915-35.

Graen, G.B. (1976), “Role-making process within complex organizations”, in Dunnette, M.D. (Ed.), Handbook
of Industrial and Organizational Psychology, Rand McNally, Chicago, IL, pp. 1201-45.

Graen, G.B. and Cashman, J. (1975), “A role-making model of leadership in formal organizations:
a developmental approach”, in Hunt, J.G. and Larson, L.L. (Eds), Leadership Frontiers, Kent State University
Press, Kent, OH, pp. 143-65.

Graen, G.B. and Uhl-Bien, M. (1995), “Relationship-based approach to leadership: development of
leader-member exchange (LMX) theory of leadership over 25 years: applying a multi-level multi-domain
perspective”, Leadership Quarterly, Vol. 6 No. 2, pp. 219-47.

Guay, R.P. (2013), “The relationship between leader fit and transformational leadership”, Journal of
Managerial Psychology, Vol. 28 No. 1, pp. 55-73.

Guillaume, Y.R., Dawson, J.F., Otaye-Ebede, L., Woods, S.A. and West, M.A. (2017), “Harnessing
demographic differences in organizations: what moderates the effects of workplace diversity?”, Journal of
Organizational Behavior, Vol. 38 No. 2, pp. 276-303.

Harrison, D.A. and Shaffer, M.A. (2005), “Mapping the criterion space for expatriate success: task-and
relationship-based performance, effort and adaptation”, International Journal of Human Resource
Management, Vol. 16 No. 8, pp. 1454-74.

Higa, D., Hoppe, M., Lindhorst, T., Mincer, S., Beadnell, B., Morrison, D. and Mountz, S. (2014), “Negative
and positive factors associated with the well-being of lesbian, gay, bisexual, transgender, queer, questioning
(LGBTQ) youth”, Youth and Society, Vol. 46 No. 5, pp. 663-87.

House, J.R., Hanges, J.P., Dickson, J.M. and Ruiz-Quintanilla, S.A. (Eds) (1996), “The development and
cross-cultural validation of scales measuring societal culture, organizational culture and prototypical
leadership attributes”, GLOBE working paper, University of Pennsylvania Press, Philadelphia, PA.

Humphrey, R.H., Burch, G.F. and Adams, L.L. (2016), “The benefits of merging leadership research and
emotions research”, Frontiers in Psychology, Vol. 7, No. 1022, pp. 1-23.

Kenney, R.A., Schwartz-Kenney, B.M. and Blascovich, J. (1996), “Implicit leadership theories: defining
leaders described as worthy of influence”, Personality and Social Psychology Bulletin, Vol. 22, No. 11,
pp. 1128-43.

McNulty, Y. and Selmer, J. (2017), Research Handbook of Expatriates, Edward Elgar Publishing, Cheltenham.

Mariappanadar, S. (2018), “The impact of dissonance in schema based leadership perceptions on employee
engagement: evidence from Australia”, Personnel Review, available at: https://doi.org/10.1108/PR-03-20
17-0081

Md Yusof, S. and Othman, R. (2016), “Leadership for creativity and innovation: is Japan unique?”, Journal of
Advanced Management Science, Vol. 4 No. 2, pp. 176-80.

Meyer, O. and Zane, N. (2013), “The influence of race and ethnicity in clients’ experiences of mental health
treatment”, Journal of Community Psychology, Vol. 41 No. 7, pp. 884-901.

Nichols, T.W. and Erakovich, R. (2013), “Authentic leadership and implicit theory: a normative form of
leadership?”, Leadership and Organization Development Journal, Vol. 34 No. 2, pp. 182-95.

Offermann, L.R., Kennedy, J.K. and Wirtz, P.W. (1994), “Implicit leadership theories: content, structure and
generalizability”, Leadership Quarterly, Vol. 5 No. 1, pp. 43-58.

Pfeffer, J. (1983), “Organizational demography”, in Cummings, L.L. and Staw, B.M. (Eds), Research in
Organizational Behavior, JAI Press, Greenwich, CT, pp. 299-357.

Price, M. and Van Vugt, M. (2014), “The evolution of leader-follower reciprocity: the theory of service-for-prestige”,
Frontiers in Human Neuroscience, Vol. 8 No. 363, pp. 1-17.

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 T

ay
lo

r's
 U

ni
ve

rs
ity

 S
D

N
 B

H
D

, P
ro

fe
ss

or
 M

ur
al

i S
am

ba
si

va
n 

A
t 1

9:
17

 2
4 

Se
pt

em
be

r 
20

18
 (

PT
)

https://doi.org/10.1108/PR-03-2017-0081
https://doi.org/10.1108/PR-03-2017-0081
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.12720%2Fjoams.4.2.176-180&citationId=p_30
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.12720%2Fjoams.4.2.176-180&citationId=p_30
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1080%2F09585190500220648&isi=000232781300007&citationId=p_23
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1080%2F09585190500220648&isi=000232781300007&citationId=p_23
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F01461672962211004&isi=A1996VM32100004&citationId=p_27
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1002%2Fjcop.21580&isi=000329214300008&citationId=p_31
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1002%2Fjob.498&isi=000262817600005&citationId=p_16
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2F1048-9843%2895%2990036-5&isi=A1995RD24400007&citationId=p_20
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F0044118X12449630&isi=000340258900004&citationId=p_24
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.4337%2F9781784718183&citationId=p_28
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2F01437731311321931&isi=000325829800005&citationId=p_32
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2F02683941311298869&isi=000316237300004&citationId=p_21
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2F02683941311298869&isi=000316237300004&citationId=p_21
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2F1048-9843%2894%2990005-1&citationId=p_33
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1002%2Fjob.2040&isi=000396894800007&citationId=p_22
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1002%2Fjob.2040&isi=000396894800007&citationId=p_22


Randolph-Seng, B., Cogliser, C.C., Randolph, A.F., Scandura, T.A., Miller, C.D. and Genthôs, K.R. (2016),
“Diversity in leadership: race in leader-member exchanges”, Leadership and Organization Development
Journal, Vol. 37 No. 6, pp. 750-73.

Rashid, M.Z.A. and Ho, J.A. (2003), “Perceptions of business ethics in a multicultural community: the case of
Malaysia”, Journal of Business Ethics, Vol. 43 Nos 1-2, pp. 75-87.

Riordan, C.M. (2000), “Relational demography within groups: past developments, contradictions, and
new directions”, Research in Personnel and Human Resources Management, Vol. 19 No. 2, pp. 131-73.

Schyns, B. and Day, D. (2010), “Critique and review of leader–member exchange theory: issues of agreement,
consensus, and excellence”, European Journal ofWork and Organizational Psychology, Vol. 19 No. 1, pp. 1-29.

Schyns, B. and Wolfram, H. (2008), “The relationship between leader-member exchange and outcomes as
rated by leaders and followers”, Leadership and Organization Development Journal, Vol. 29 No. 7, pp. 631-46.

Shondrick, S.J. and Lord, R.G. (2010), “Implicit leadership and followership theories: dynamic structures for
leadership perceptions, memory, and leader-follower processes”, in Hodgkinson, G.P. and Ford, J.K. (Eds),
International Review of Industrial and Organizational Psychology, Vol. 25 No. 1, Wiley-Blackwell, Chichester,
pp. 1-33.

Shupe, E.I. (2007), “Clashing cultures: a model of international student conflict”, Journal of Cross-Cultural
Psychology, Vol. 38 No. 6, pp. 750-71.

Sulaiman, M., Arumugam, S. and Wafa, S. (1999), “Subordinates’ preference in leadership behaviour:
expatriate or local bosses-the case of Malaysia”, Malaysian Management Review, Vol. 34 No. 1, pp. 24-31.

Sy, T. and Choi, J.N. (2013), “Contagious leaders and followers: exploring multi-stage mood contagion in a
Leader Activation and Member Propagation (LAMP) model”, Organizational Behavior and Human Decision
Processes, Vol. 122 No. 2, pp. 127-40.

Tajfel, H. and Turner, J.C. (1986), “The social identity theory of intergroup behaviour”, in Worchel, S. and
Austin, W.G. (Eds), The Psychology of Intergroup Relations, Nelson-Hall, Chicago, IL, pp. 7-24.

Trichas, S., Schyns, B., Lord, R. and Hall, R. (2017), “Facing” leaders: facial expression and leadership
perception”, The Leadership Quarterly, Vol. 28 No. 2, pp. 317-33.

Tsai, C.-Y., Dionne, S.D., Wang, A.-C., Spain, S.M., Yammarino, F.J. and Cheng, B.-S. (2017), “Effects of
relational schema congruence on leader-member exchange”, The Leadership Quarterly, Vol. 28 No. 2,
pp. 268-84.

Tsui, A.S. and O’Reilly, C.A. III (1989), “Beyond simple demographic effects: the importance of relational
demography in superior-subordinate dyads”, Academy of Management Journal, Vol. 32 No. 2, pp. 402-23.

Uhl-Bien, M., Riggio, R.E., Lowe, K.B. and Carsten, M.K. (2014), “Followership theory: a review and research
agenda”, The Leadership Quarterly, Vol. 25 No. 1, pp. 83-104.

Vance, C.M. and Paik, Y. (2002), “One size fits all in expatriate pre-departure training? Comparing the host
country voices of Mexican, Indonesian and US workers”, Journal of Management Development, Vol. 21 No. 7,
pp. 557-71.

Weber, T.J., Sadri, G. and Gentry, W.A. (2018), “Examining diversity beliefs and leader performance across
cultures”, Cross Cultural & Strategic Management, Vol. 25 No. 3, pp. 382-400.

Weick, K.E. (1995), Sensemaking in Organizations, Sage, Thousand Oaks, CA.

WesleyNet.com (2013), “Wesleynet Malaysia: your bridge to the world of Japanese business”, available at:
www.wesleynet.com/malaysia/index.php (accessed 6 December 2017).

Corresponding author

Anusuiya Subramaniam can be contacted at: anusuiya.vs@gmail.com

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 T

ay
lo

r's
 U

ni
ve

rs
ity

 S
D

N
 B

H
D

, P
ro

fe
ss

or
 M

ur
al

i S
am

ba
si

va
n 

A
t 1

9:
17

 2
4 

Se
pt

em
be

r 
20

18
 (

PT
)

www.wesleynet.com/malaysia/index.php
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2Fj.leaqua.2013.11.007&isi=000330258900006&citationId=p_49
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F0022022107308996&isi=000250438400006&citationId=p_42
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1177%2F0022022107308996&isi=000250438400006&citationId=p_42
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2Fj.leaqua.2016.10.013&isi=000398428100005&citationId=p_46
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2F02621710210434665&citationId=p_50
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1080%2F13594320903024922&isi=000277505700001&citationId=p_39
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2Fj.leaqua.2016.11.005&isi=000398428100002&citationId=p_47
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2FCCSM-11-2016-0200&isi=000440191800001&citationId=p_51
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2FLODJ-10-2014-0201&isi=000382162800004&citationId=p_36
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2FLODJ-10-2014-0201&isi=000382162800004&citationId=p_36
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&system=10.1108%2F01437730810906362&citationId=p_40
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2Fj.obhdp.2013.06.003&isi=000328719500003&citationId=p_44
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1016%2Fj.obhdp.2013.06.003&isi=000328719500003&citationId=p_44
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.2307%2F256368&isi=A1989U759400007&citationId=p_48
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1023%2FA%3A1022963232042&isi=000181857100007&citationId=p_37
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-05-2018-0042&crossref=10.1002%2F9780470661628.ch1&citationId=p_41

