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Abstract  
Generation Y, individuals age 34 years and below are dominating the workforce in Malaysia today with nearly 
half of the labour force comprised of this generational cohort. They will be playing a vital role in the Malaysian 
labour market and will have unprecedented impact to the country’s future economic growth. However, a 
dilemma confronting leaders today is the limited understanding when leading the Gen Y. This paper is not 
empirically based but merely conceptual in nature. It is aimed at presenting the preliminary work for a study. The 
concepts of leadership and the many theories that have evolved are examined. Review of past literature 
concerning the Gen Y and their leaders are deliberated. From the literature review, many missing parameters 
were discovered. Firstly, studies in Gen Y mostly covers motivation, values, behaviours, job satisfaction and 
organisational commitment but not on leadership preferences per se. In addition to that many of the studies 
conducted are in the Western perspectives and to accept the results entirely will be an over-generalisation. Lastly, 
the field of leadership is continuously evolving inspired by the current wants and needs. Thus this brings light to 
the intention of this study which is to explore the leadership preferences of Gen Y employees specifically 
looking at the local context. The conceptual framework proposed as the foundation of this study consists of the 
different leadership theories from early days of trait theory to the more contemporary transformational leadership 
theory. This conceptual framework will guide in the data collection process whereby a basic qualitative method 
is proposed as the most suitable approach for this study. It will be based on the interpretive or constructivist 
perspective where multiple realities and lived experiences of Gen Y concerning their leadership preferences will 
be uncovered through in depth interviews with the participants involved. 
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1. Introduction 
It has been about a decade now that we see the invasion of the Generation Y into the workforce worldwide and in 
Malaysia. Generation Y (Gen Y) – is also referred to as the internet or dot.com generation, millennial, generation 
next, echo boomers, generation net, and nexters (Broadbridge, Maxwel, & Ogden, 2007; Martin, 2005; Shaw & 
Fairhurst, 2008). Their entry into the workforce in large numbers has given them the power to reshape the rules 
of play at work. This phenomenon has ignited concerns from academics and practitioners alike, over the 
ramification this new generation may have on our 21st century workplaces. We have heard so much about the 
notorious reputation of Gen Y employees; whereby they are perceived to want flexibility and autonomy yet 
desire directive and frequent feedback from their leaders (Morton, 2002). Cash and rewards are their main 
motivating factor yet work-life balance and social contribution is key to a more satisfied job (De Han &Xikun Su, 
2011; Ng & Lyons, 2010). 

As highlighted by Downe, Loke, Ho and Taiwo (2012), these contrasts of characteristics of the Gen Y have led 
the managers in a state of irony. In view of this dilemma, leaders are finding it challenging to manage the Gen Y 
effectively. Organisational success is measured in many ways, but one key aspect of organisational success is 
effective leadership (Wagner, 2007). Effective leaders must understand the dynamics and the attributes of this 
Gen Y at the workplace in order to maximise their potentials. Employing effective leadership to attract, motivate 
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and retain employees with the right skills can minimise voluntary and unplanned turnover in the workplace. 
Moreover, understanding the Gen Y is critical to organisational leaders because this emergent cohort is expected 
to undertake major role within the marketplace in the next 30 to 40 years (Alch, 2001). 

Since 2002, numerous studies on Gen Y have been conducted to understand their motivational factors at work in 
order to increase satisfaction thus improving retention. There is a wealth of empirical research and surveys 
focusing on what this new breed of employees really want - what makes them tick and keep them moving, in 
other words uncovering the desires and perceptions of Gen Y at the workplace. To name a few are research 
carried out by Morton, 2002; Harris, 2006; Broadbridge etal., 2007; Meier & Crocker, 2010; De Han &Xikun Su, 
2011; Ng & Lyons, 2010 and surveys conducted by reputable consulting firms such as PwC, Accenture, 
HayGroup, Robert Half International and many more.  

However, there seemed to be several gaps in the study of Gen Y. Firstly, albeit the plethora of empirical research 
of this generation, the findings are conflicting and incongruent–there are too many non-conclusive results which 
lead to more confusion. As stated by Deal, Altman and Rogelberg (2010), “the relative sparse empirical research 
published on Gen Y is confusing at best and contradictory at worst” (p. 191).  

Far too little attention has been paid by researchers to understanding leadership expectations and preferences of 
Gen Y in specific. Moorthy (2014) has stated that many existing studied investigated on the leadership styles of 
managers, but there is a lack of evidence on the specific leadership preferences of Gen Y. As a matter of fact, this 
has been the common qualms and worries of current leaders in managing the Gen Y. Even though leadership 
research has advanced over the centuries, a great deal of knowledge remains to be discovered – “ a field 
(leadership) even more elusive than the origins of the universe” (Bass & Avilio, 1994). Thus, rather than 
constructing a comprehensive leadership theory that is general in application, leadership theorists need to delve 
into the specific contexts and phenomena (McElroy, 1982). 

In addition, it should also be highlighted that studies on Gen Y is abundance in the Western literature, 
investigating on Western samples by Western scholars. The findings from these studies may not be applicable to 
our local context and accepting it will be an over-generalisation. Lee &Tay (2012) concluded that there are 
differences in characteristics between generations in Malaysia and the events that have shaped them if compared 
with the Western context. As to date, there is a lack of research conducted on Malaysian Gen Y specifically 
focusing on their leadership preferences. The closest was a study done by Moorthy (2014) looking at the 
leadership preferences among Gen Y in Malaysia empirically. However, the study had concluded and boxed Gen 
Y leadership preference into one of the leadership theories; i.e. in this case was transformational leadership. 
Whilst this may be true in that research context, we should not ignore other elements or leadership preferences 
that are present in the other leadership theories. 

2. Literature Review 
2.1 Generational Theory 
A generation, or generational cohort, is a group born in the same defined period of years that have been exposed 
to similar societal and historical life events during critical stages of their formative development (Schaie, 1965). 
Strauss and Howe (1991) theorised that events in history help catalyze people into generations that occur every 
40 to 45 years. This results in a total of three different generations in the workplace today, each with different 
personality. They are grouped according to their age and share historical and social experiences, behaviour and 
beliefs that are common to that time (Cole et al., 2011). The three generational cohorts (Rajan, 2007) are as 
depicted in Table 1 below: 

 
Table 1. The three generations 

Generational Cohort Year of Birth 
Baby Boomer 1946-1964 

Generation X 1965-1979 

Generation Y 1980-1999 

 

Previous researchers have concluded that different generational cohorts have differences in many aspects 
especially attitude towards work (Cenamo & Gardner, 2008). Their differences are unique to each generational 
cohort with distinct sets of characteristics and preferences (Kupperschmidt, 2000). What could be derived from 
these findings was differences ignite conflicts. Twenge and Campbell (2008) had indicated that potential tensions 
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and conflicts among different generational cohorts could be a result of differing values, cognition, behavioursand 
the lack of understanding among each other. 

2.1.1 Baby Boomer 

The term “Baby Boomers” was coined from the western countries after the post second world war. There was a 
spike increase in the fertility rate in the United States following the end of the World War II. Born from 1946 to 
1964 (Egri & Ralston, 2004; Rajan, 2007; Whitman, 2010), these Baby Boomers had to compete for jobs 
throughout their lives due to their large numbers (Lancaster & Stillman, 2002). They are workaholics (Hall & 
Richter, 1990), loyal and believe in paying their dues. They would work their way to the top in return for 
promotions and status symbols (Kupperschmidt, 2000). They ‘live to work’ rather than ‘work to live’ 
(McNamara, 2005) and are advocates to the perception of without hard work there will be no success. Thus, 
Baby Boomers are driven to success and measure success materially. They tend to be optimistic and confident 
and values freedom of expression and social reforms (Eisner, 2003).  

2.1.2 Generation X 

The next generational cohort is Generation X (Gen X) who were born from 1965 to 1979 (Rajan, 2007). This 
generation grew up as ‘latch-key kids’, coming home from school to an empty house because their Baby 
Boomers parents are out working. As a result, they became more independent and able to fend for themselves. 
They value flexibility and work-life balance. Unlike their Baby Boomer parents who ‘live to work’, Gen X view 
work as a means to live comfortably. It doesn’t appeal to them to work as hard as their parents and they would go 
for a lower paying job as long as it provides work-life balance (Glass, 2007). They want to do meaningful work 
and want to be trusted to get the job done (Tulgan, 2000). They are loyal to themselves; preferring to work for 
themselves and they define success in their own terms. Thus, they do not have strong organizational loyalty 
values as held by their predecessors (Howe & Strauss, 1993) and will not allow their professional life to take 
precedence over their family life. 

2.1.3 Generation Y 

Similar to Baby Boomers, Generation Y (Gen Y) is commanding a lot of attention from the businesses and public 
institutions due to the sheer size of their population. They were born from 1980 to 1999 (Rajan, 2007), and is the 
youngest generation in the workplace. They grew up being micro-managed by their ‘helicopter’ parents; insisting 
them to take part in various activities from sports, music lessons, language classes and other skills development 
even at an early age. Gen Y also grew up with technology and social networking; and it has become so much a 
part of them that their lives depend fundamentally on the internet. This generational cohort is technologically 
savvy and at the same time highly educated (Hatfield 2002; Swift, 2001; Wallace, 1999) and this is partly due to 
having both parents who are working. They are considered to be lucky financially as they experience economic 
stability throughout their forming years. Most of them are well educated with at least a Diploma and Degree in 
colleges and universities. 

As this generation has grown up in a fast changing world and having technological advances such as the Internet 
and smart phones, they not only have no qualms in embracing change but crave it (Martin, 2005). They seek 
challenge and are so used in multi tasking as how you see them work while listening to the music and replying 
messages on their smart phones all at the same time. They will leave an organisation if they feel taken advantage 
of or unchallenged. Generation Y may experience as many as 10 job changes during their professional career 
(Lancaster & Stillman, 2002). If Generation Y lacks interest or are not maturing in their job, they will change 
organisations (Dulin, 2008). 

The tendencies and preferences of Gen Y create a number of problems for organisations, with the most glaring 
issue is with regards to low levels of organisational commitment. There are also a lot of negative perceptions 
about this generation ranging from being narcissist, rating themselves high in terms of performance and perceive 
themselves as talented. Therefore, putting aside all these stereotypes, it is timely that we get to the root of all the 
perceptions and assumptions and really dwell into the experiences of Gen Y employees by seeking to understand 
and exploring their leadership preferences. 

2.2 Leadership Paradigms 

Bass (1990) stated, “The search for the one and only proper and true definition of leadership seems to be fruitless, 
since the appropriate choice of definition should depend on the methodological and substantive aspects of 
leadership in which one is interested” (p. 18). According to Burns (1978), leadership is the process of “inducing 
followers to act for certain goals that represent the values and the motivations—the wants and needs, the 
aspirations and expectations—of both leaders and followers” (p. 19). Thus, the establishment of an effective 
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leadership is complicated and it has evolved over the centuries influenced by many factors. 

2.2.1 Trait Theory 

Developed in the 1920s-1930s, this is one of the earliest leadership theories and the focus was on qualities and 
traits of an individual person. It is believed that people are not made but born with certain traits or characteristics 
that will allow them to lead. In other words, studies in this area had focused on what are some of the 
characteristics and traits that leaders need to possess to make them successful leaders. 

After many years of research in finding the right traits for leaders, no consistent traits could be identified. 
Although some traits were quite similar, the results were generally inconclusive (Yukl, 2004). Some leaders 
might have possessed certain traits but the absence of them did not necessarily mean that the person was not a 
leader. Another limitation of the theory was that it did not take into consideration the many different 
circumstances faced by leaders nor the different types of individuals being led. It has been argued that, leaders 
may require a mixture of different leadership qualities to manage in different situations. 

2.2.2 Behavioural Theory 

Due to the limitations of the trait approach, in the 1950s there was a move by researchers in the field of 
leadership to refocus their efforts away from finding out ‘who a leader was’ to ‘what leaders did’ - an attempt to 
identify observable leadership behaviours (Sashkin & Sashkin, 2003). Behavioural theory looked at how leaders 
behave which developed into different leadership styles. It was identified that leaders behaviour fall into two 
dimension i.e. one focused on the task and the other on the employee orientation. Researchers at Ohio State and 
Michigan Universities had carried out research that led to similar findings. They identified leaders who are task 
oriented, exhibit initiating structure behaviours such as focusing on planning, communicating and allocating 
tasks in efforts to getting the work done. On the other hand, employee oriented leaders, exhibit a considerate 
leadership style focusing on building good relationship, being attentive to employees’ needs and concerns and 
encourage two-way communication (Northouse, 2004). 

Another renowned study conducted in this behavioural approach was Blake and Mouton model of managerial 
behaviour called the Managerial Grid. The foundation of the model is quite similar to the Ohio State and 
Michigan Studies whereby, it looks at the two leadership behaviours: concern for production (overlaps with task 
orientation) and concern for people (overlaps with employee orientation). From here, the managerial grid was 
developed charting out five leadership styles depending on whether the leaders put an emphasis on production or 
people. The five leadership styles are, ‘impoverished management’, ‘country club management’, ‘authority 
obedience management’, ‘organisation man management’ and ‘team management’. According to Blake and 
Mouton the most effective type of leadership behaviour is team management which has high concern for 
production and high concern for people. 

However, it has been argued that there are more to having these two types of behaviours (i.e. concern for 
production or concern for people) and having high levels of both types of behaviour may not be necessary as it 
also depends on the follower and/or situational factors. Thus, behavioural approach gives little guidance as to 
what constitutes effective leadership in different situations. 

2.2.3 Contingency Theory 

Many leadership researchers today concluded that there is no one style of leadership that is right for managers 
under all circumstances. Looking at the downside of the previous leadership approaches, researchers have 
continued to evolve and contingency-situational theories were developed to indicate that style to be used is 
contingent upon such factors as the situation, the people, the task, the organisation, and other environmental 
variables. This has also reiterated by Yukl (2004) which noted that the effectiveness of a leader’s behaviour could 
be dependent upon a number of several factors.  

According to Fiedler (1967) there is no single best way for managers to lead. Situations will create different 
leadership style requirements for a manager. The solution to a managerial situation is contingent on the factors 
that impinge on the situation. For example, in a highly routine (mechanistic) environment where repetitive tasks 
are the norm, a relatively directive leadership style may result in the best performance, however, in a dynamic 
environment a more flexible, participative style may be required. The three situations Fiedler observed that 
would decide on the type of leadership styles to be employed are; leader-member relations, task structure and 
position power. 

Hersey and Blanchard (1982) developed a model that suggests the developmental levels of subordinates, plays 
the greatest role in determining which leadership styles (leader behaviours) are most appropriate. This theory is 
based on the amount of direction (task behaviour) and socio-emotional support (relationship behaviour) a leader 
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must provide given the situation and the “level of maturity” of the followers. Thus, the subordinates’ level of 
readiness to assume greater responsibility and their developmental level determine the style of leadership to be 
employed. As a result, four leadership styles were introduced; directing, coaching, supporting and delegating. 

However there were some criticisms with the contingency theories where it relates to subjectivity, diversity of 
the situations, and prescription of actions (Yoosuf, 2005). The theories can be quite complex and this may be of 
limited practical value in ensuring managers become effective leaders (Yukl, 2004). Despite all the limitations 
the past research conducted had somehow strengthened the leadership knowledge base. 

2.2.4 Transactional – Transformational Theory 

Many leaders in organisations today are practicing transactional leadership. Covey (1992) had clearly described 
transactional leaders as those who develop employees so as to get a job done; preoccupied with power and 
position, politics and perks; bogged down with daily affairs; short-term and hard data orientated; focused only on 
tactical issues; and supports structures and systems in ensuring maximum efficiency and guaranteed short-term 
profits. 

This type of leadership practiced management by exception and contingent reward. Management by exception is 
a leadership style that occurs on an as need basis whereby, leaders will only intervene when the need arise. 
Leaders who practice management by exception trust employees will complete tasks and do not encourage 
subordinates to go beyond expected outcomes (Sarros & Santora, 2001). As for contingent reward, it is exchange 
driven with an emphasis on goal achievement. In this context, followers who accomplished goals will be 
rewarded based on the task established by their leaders (Bass, 1990). 

Bass and Avolio (1994) had suggested that transactional leadership is the precursor for transformational 
leadership. They had theorised that transformational leaders help “followers transcend their own immediate 
self-interests, increase their awareness of the larger issues, and shift the goals away from personal safety and 
security toward achievement and self-actualisation” (p. 652). As transactional leaders are focused on the 
day-to-day issues i.e. short-term; transformational leaders are more far-sighted and looks at achieving long term 
goals. 

In other words, transformational leaders are futuristic, intuitive, creative, risk-takers and forward thinking. They 
have a vision and a sense of mission; they have respect, confidence, and loyalty of the group members. 
Transformational leaders transform the personal values of followers to support the vision and goals of the 
organization by fostering an environment where relationships are formed and by establishing a climate of trust 
where visions are shared (Stone & Patterson, 2005). Transformational leadership is by far the most powerful 
leadership approaches among all others as it is the most current and therefore is seen to be more relevant to be 
practiced in the 21st century. However, much can still be explored in the field of leadership and the evolution of 
leadership theories will still continue depending on the current and future environment. 

2.3 Past Research on Generation Y and Leadership 

Many findings from western scholars have generalised on the following conclusion about Gen Y: - Raised 
around computers and technology, workers from generation Y are trained to multitask, and thus organisational 
leaders must capitalise on their technological skills and the ability to multitask (Kapetanovic, 2010). Gen Y tends 
to favour an inclusive style of management, dislike slowness, and expects immediate feedback about 
performance (Francis-Smith, 2004). This was supported by a similar findings by Cox (2016) which highlighted 
that Gen Y has high preference for an approachable leader with vision who walks the walk and does not just talk. 
Gen Y is thought to be sceptical to long-term commitments and is said to desire greater flexibility in their career 
(Hewlett, Sherbin, & Sumberg, 2009). Gen Y give high priority to work-life balance but are willing to work hard 
on their terms. Gen Ys are attracted to working with company that practice corporate social responsibility as it 
gives them a feeling of serving the community and a sense of fulfilment (Sfilgoj, 2010).  

Holt, Marques and Way (2012) have intuitively suggested that transformational leadership as the best leadership 
approach that fits the needs of the Gen Y. Transformational leaders create synergies within organisations by 
working together with their followers to achieve organisational goals through creating a culture of meaning that 
boosts loyalty and nurtures collective potential (Bass & Avolio, 1994). This is very similar to Gen Y’s 
preferences as they favour working within a collaborative environment. Allowing for a reasonable level of 
autonomy and self-direction is healthy for Gen Y, and in getting such autonomy, Gen Y are likely to feel a certain 
freedom and thus be more creative in thought and innovative in action (Holt et al., 2012).  

As speculated by Tulgan (2000) leaders must appreciate generational differences and consider giving 
subordinates the essential facts, independence, and empowerment to do their jobs as they see fit. Individuals 
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from each generation bring their own expectations into the workplace, therefore, true leadership means 
recognising such differences in managing different generational cohorts (Patota, 2007). Leaders who understand 
the characteristics of Gen Y can easily design a programme that meets the desires of the employees.  

Thus in this 21st century, the followers’ needs and preferences is given more emphasis than leaders’ capabilities. 
Great leaders modify their leadership style to fit the work characteristics of the employees they lead. It is 
apparent that taking the energy and trouble to understand Gen Y’s unique circumstances, characteristics and 
preferences will go a long way in moving organisations forward and achieving organisational success. As we 
know, Gen Y is becoming the major force behind organisations today due to their large numbers in the workforce. 
So it is obvious that leaders will have to attract and retain young talent and capitalise on their collective strengths 
they bring to the workplace. Leaders need to understand them; their preferences and expectations in order to 
achieve effective leadership. 

2.4 The Missing Parameter 

From the earlier literature, much is still left to be understood about this ‘Me Generation’ - on what their 
expectations of a good leader are and how they want themselves to be managed effectively. Past literatures of 
Gen Y have mostly covered on Gen Y’s work motivation, values, behaviours, job satisfaction and organisational 
commitment (Weyland, 2012; Teng, 2011; Deal, Altman and Rogelberg, 2010; Glass, 2007; Holt et al., 2012); 
and not on leadership preferences specifically.  

In response to the research carried out, most of it were in the Western context; investigating on Western samples 
by Western scholars. The findings from these studies may not be applicable to the Malaysian context and 
accepting it wholly would be on over-generalisation. As to date, there were numerous studies conducted on 
Malaysian Gen Y focusing on work values and expectations (Teng, 2011), managing generational diversity (Tay, 
2011), attributes that motivates Gen Y (Silong & Baba, 2013), empirical study of Gen Y preference of leadership 
theories (Moorthy, 2014) and many others but none has actually focused on the Gen Y leadership preference per 
se. Most of these studies conducted were using quantitative approach by testing hypotheses from a set of 
variables identified. Thus methodically, the research was carried out objectively and in a positivistic manner, so 
as to allow the results to follow the proposition proposed.  

Whilst this may be true in that research context, we should not ignore other elements that can come into play and 
the results may be viewed by using a different lens that enables one to explain the reasons for such results 
obtained. Hence, it is proposed that this study to be conducted using a qualitative approach as it would give a 
more comprehensive result in understanding the leadership preferences of Gen Y in the Malaysian context. It is 
hoped that the outcome of this study would reveal many other variables or factors that has not been discussed in 
past literatures. 

2.5 The Conceptual Framework 

From the review of the past literatures and theoretical perspectives, the different leadership theories will become 
the underpinning theory in approaching this qualitative study. The culmination of the different theories can be 
depicted in Figure 1 as our conceptual framework. The conceptual framework indicates that the leadership 
preferences of Gen Y will be scrutinised using the different leadership theories, looking at the traits, behaviours 
or styles of leadership. All the concepts will be determined and described through What, How, When, Why, Who 
and Where. These elements will be incorporated in the interview protocols in the effort to probe informants’ 
experience and point of view with regards to this study. It is hoped the outcome of this study will bring about a 
new perspective towards the leadership theory and a deeper understanding of what is preferred of the Malaysian 
Gen Y employees of their leaders. 

 



ijbm.ccsene

 

3. Qualita
“Qualitativ
exploration
Richardson
the researc
the metho
umbrella t
come to te
social wor
constructe

We feel it 
able to und
perceived 
will help i
be conduct
will be tra
qualitative

Therefore,
can be con
or guidelin
the results
Malaysian

4. Conclus
We began 
preference
leadership
responsibi
by firstly r
contributed
and organi
studies con
Then we e

et.org 

Fig 1: Con

ative Method 
ve research is 
n of specific
n, 2005, p. 203
ch participants
d of research.
term covering 
erms with the m
rld.” (p. 13). 

ed, that is how 

is deemed app
derstand the ex
as their prefer

in generating t
ted to collect d

anscribed, code
e data analysis 

, we expect and
ncluded and ul
nes for leaders
s from this stu
n context.  

sion 
this study be

es of the Mal
 management 
lities as leader
revealing suffi
d insights con
isational comm
nducted are in 
examined the d

Intern

nceptual frame

not done for t
c contexts an
3). The qualita
s (Merriam, 20
 Van Maanen 
array of interp
meaning, not t
In essence, q
people have m

propriate for u
xperiences of 
rred leaders. T
themes and com
data from Mala
ed and themati
software (e.g.

d are optimisti
ltimately contr
s on how to ma
udy will contr

cause of our c
laysian Gen Y
of organisatio

rs today to lea
icient scholarsh
cerning the Ge
mitment but n
the Western p

different leade

national Journal

ework for explo

the purpose of
nd particular 
ative methodol
002). For this s

(1979) as cite
pretive techniq
the frequency, 
qualitative rese
make sense of t

us to continue w
the Malaysian

The insights an
mmon meanin
aysian Gen Y 
ised using con
 NVIVO, ATL

ic that by using
ributes signific
anage the Gen
ribute to the b

concern that th
Y employees. 
ons and ultim

ad them well an
hips exist in th
en Y mostly in

not on leadersh
perspectives an
ership theories 

l of Business and

158 

oring gen Y em

f generalisatio
individuals” 

logy focuses up
study, we are s
ed by Merriam
ques which see
of a certain m

earch is all ab
the experience

with this resea
n Gen Y emplo
nd experiences 
ngs. One-to-on
employees in t

nstant compara
LAS.ti). 

g this approach
cantly to the a
n Y more effec
body of leader

here is a need
Them being 

ately spearhea
nd tap on their
his area of stud
n the areas of m
hip preference
nd to accept the

that have evo

d Management

mployees’ lead

on but rather to
(Brantlinger, 

pon exploring 
suggesting to u

m (2009) desc
ek to describe,

more or less nat
bout understan

e that they live 

arch journey u
oyees with the
provided by t

ne, semi-structu
the private sec

ative analysis o

h a more comp
cademia and i

ctively could b
rship knowled

d for a deeper 
the future g

ad the econom
r potentials an
dy. We found t
motivation, va
es specifically.
e results entire
olved over the 

dership prefere

o produce evid
Jimenez, Kl
the phenomen

use basic qual
ribed qualitati
, decode, trans
tural occurring
nding the mea
in the world. 

sing this meth
eir leaders and 
the Malaysian 
ured, face-to-f
ctor. The data f
or the usage of

plete and comp
industry alike. 
be developed. A
dge on Gen Y 

understanding
eneration that

my of our cou
nd strengths. W
that many imp
alues, behaviou
 In addition to

ely will be an o
years and wit

Vol. 11, No. 8;

 

ences 

dence based o
linger, Pugach
na as interprete
litative approa
ive research as
slate, and other
g phenomena i
aning people 

hod as we wou
uncover what
Gen Y particip

face interviews
from the interv
f computer ass

prehensive find
A set of princ

And we hoped
particularly in

g of the leade
t will succeed

untry, it is then
We started our q
portant studies 
urs, job satisfa
o that many o
over-generalisa
th the many fa

2016 

n the 
h, & 
ed by 
ch as 
s “an 
rwise 
n the 
have 

ld be 
they 

pants 
s will 
views 
sisted 

dings 
ciples 
d that 
n the 

rship 
d the 
n our 
quest 
have 
ction 

of the 
ation. 
actors 



ijbm.ccsenet.org International Journal of Business and Management Vol. 11, No. 8; 2016 

159 
 

influencing leadership, research in this field is still growing. New findings and theories will be developed 
inspired by the current wants and needs. Thus this brings light to our deep interest on this topic to further 
enhance the leadership literature focusing at what are the leadership preferences of Gen Y employees specifically 
looking at the local context. As our intention is to uncover new findings and have a better understanding of the 
current situation, we are taking the qualitative stand as the way to approach this study. In depth interviews as the 
method of data collection is apposite in attaining rich information data from the selected samples of Gen Y 
employees. We hope the continuance of this study will surface reasonable findings that will be of value to the 
academia and practitioners alike. 

References 
Alch, M. L. (2001). ‘Echo-boom’ may keep U.S. booming. The World & I, 16(2), 46. 

Baba, R., & Silong, P. (2013). The Five Major Organisational Attributes that Motivate Generation Y to Stay the 
Banking Industry. Bankers Journal, 26-32. Retrieved from 
http://aocrj.org/wp-content/uploads/2014/08/4.-AOCRJ-V3I3P10.pdf 

Bass, B. M. (1990). Handbook of leadership: Theory, research, & managerial applications (3rd ed.). New York, 
NY: The Free Press  

Bass, B. M., & Avolio, B. J. (Eds.). (1994). Improving organizational effectiveness through transformational 
leadership (pp. 1-9 & pp. 202-217). Thousand Oaks, CA: Sage.  

Brantlinger, E., Jimenez, R., Klingner, J., Pugach, M., & Richardson, V. (2005). Qualitative studies in special 
education. Exceptional Children, 7(2), 195-207. 

Broadbridge, A. M., Maxwell, G. A., & Ogden, S. M. (2007). Students’ views on Retail Employment-key 
findings from Generation Ys. International Journal of Retails and Distribution Management, 35(12), 
982-992. http://dx.doi.org/10.1108/09590550710835210 

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

Cenamo, L., & Gardner, D. (2008). Generational differences in work values, outcomes and person-organisation 
values fit. Journal of Managerial Psychology, 23. http://dx.doi.org/10.1108/02683940810904385 

Cole, G., Smith, R., & Lucas, L. (2011). The debut of Generation Y in the American workforce. Journal of 
Business Administration Online, 1(2). 

Covey, S. R. (1992). Principle-Centered Leadership. Agents of Influence-Business Book Summaries, 9(1), 1-5. 

Cox, L. V. (2016). Understanding Millennial, Generation X, and Baby Boomer Preferred Leadership 
Characteristics: Informing Today’s Leaders and Followers. Brandman University, USA. ProQuest 
Dissertations Publishing. 

De, H., & Su, X. K. (2011).Managing Generation Y: Recruting and motivating.Management and Science Centre 
(MASC) International Conference. 

Deal, J. J., Altman, D. G., & Rogelberg, S. G. (2012). Millennials at Work: What We Know and What We Need 
to Do (If Anything). Journal of Business Psychology, 25(2), 191-199. 
http://link.springer.com/article/10.1007%2Fs10869-010-9177-2 

Downe, A. G., Loke, S. P., Ho, S. Y., & Taiwo, A. A. (2012). Corporate Talent Needs and Availability in 
Malaysian Service Industry. International Journal of Business Management, 7(2). 
http://dx.doi.org/10.5539/ijbm.v7n2p224 

Dulin, L. (2008). Leadership preferences of a generation Y cohort: A mixed-methods investigation. Journal of 
Leadership Studies, 2(1), 43-59. http://dx.doi.org/10.1002/jls.20045 

Egri, C. P., &Ralston, D. A. (2004). Generation Cohorts and Personal Values: A Comparison of China and the 
United States. Organization Science, 15(2), 210-220. http://dx.doi.org/10.1287/orsc.1030.0048 

Eisner, S. (2005). Managing Generation Y. SAMAdvanced Management Journal, 4-16. 

Fiedler, F. (1967). A theory of leadership effectiveness. Administrative Science Quarterly, 111, 310. 

Francis-Smith, J. (2004). Surviving and thriving in the multigenerational workplace. Journal Record, 
1.http://search.proquest.com.ezaccess.library.uitm.edu.my/docview/259470143?accountid=42518 

Glass, A. (2007). Understanding generational differences for competitive success. Industrial and Commercial 
Training, 39(2), 98-103. http://dx.doi.org/10.1108/00197850710732424 



ijbm.ccsenet.org International Journal of Business and Management Vol. 11, No. 8; 2016 

160 
 

Hall, D. T., & Richter, J. (1990). Career gridlock: baby boomers hit the wall. The Executive, 4(3), 7-22. 

Harris, J. (2006). Future imperfect. The Guardian. 

Hatfield, G. (2002). Psychology, philosophy, and cognitive science: Reflections on the history and philosophy of 
experimental psychology. Mind & language, 17(3), 207-232. 

Hersey, P., & Blanchard, K. (1982).Leadership Style: Attitudes and Behaviours. Training and Development 
Journal, 36(5), 50-52. 

Hewlett, S. A., Sherbin, L., & Sumberg, K. (2009). How Gen Y & Boomers Will Reshape Your Agenda. Havard 
Business Review. 

Holt, S., Marques, J., & Way, D. (2012).Bracing for the Millennial Workforce: Looking for Ways to Inspire 
Generation Y. Journal of Leadership, Accountability and Ethics, 9(6), 81-94. Retrieved from 
http://na-businesspress.homestead.com/JLAE/MarquesJ_Web9_6_.pdf 

Kapetanovic, K. (2010). Managing and mobilizing millenials. AgriMarketing, 48(8), 47. Retrieved from 
http://search.proquest.com.ezaccess.library.uitm.edu.my/docview/761143276?accountid=42518 

Kupperschmidt, B. R. (2000). Multigeneration employees: Strategies for effective management. The Health Care 
Manager, 19(1), 65. 

Lancaster, L. C., & Stillman, D. (2002). When generations collide: Who they are. New York City: HarperCollins 
Publishers. 

Lee, S. T., & Tay, A. (2012).Historical Moments that are Meaningful to the Three Generations of Employees in 
Malaysia. World Journal of Social Sciences, 2(3), 48-56. Retrieved from 
http://wbiaus.org/5.%20Lee%20Su.pdf 

Martin, C. A. (2005). From high maintenance to high productivity. Industry and Commercial Training, 37(1), 
39-44. http://dx.doi.org/10.1108/00197850510699965 

McElroy, J. C. (1982). A typology of attribution leadership research. Academy of Management, 7(3), 413-417. 

McNamara, S. A. (2005). Incorporating generational diversity. Association of Operating Room Nurses AORN 
Journal, 5(16), 1149-1152. http://dx.doi.org/10.1016/S0001-2092(06)60377-3 

Meier, J., & Crocker, M. (2010). Generation Y in the workforce: Managerial Challenges. The Journal of Human 
Resource and Adult Learning, 6(1), 68-78. Retrieved from 
http://www.hraljournal.com/Page/8%20Justin%20Meier.pdf 

Merriam, S. B. (Ed.). (2002). Qualitative research in practice: Examples for discussion and analysis. San 
Francisco: Jossey-Bass  

Merriam, S. B. (Ed.). (2009). Qualitative Research: A Guide to Design and Implementation. San Francisco: 
Jossey Bass. 

Moorthy, R. (2014). An Empirical Study of Leadership Theory Preferences among Gen Y in Malaysia. Review of 
Integrative Business and Economics Research, 3(2), 398-421. Retrieved form 
http://www.sibresearch.org/uploads/2/7/9/9/2799227/riber_b14-177_398-421.pdf 

Morton, L. P. (2002). Targeting Generation Y. Public Relations Quarterly,47(2), 46-48. Retrieved from 
http://crawl.prod.proquest.com.s3.amazonaws.com/fpcache/4ea057953a88f259e70191417a6991de.pdf 

Moustakas, C. E. (1994). Phenomenological research methods. Thousand Oaks, CA: Sage.  

Ng, E. S. W., Schweitzer, L., & Lyons, S.T. (2010). New generation, Great expectations: A field study of the 
Millennial Generation. Journal of Business Psychology, 25, 218-292. 
http://dx.doi.org/10.1007/s10869-010-9159-4 

Northouse, P. G. (2004). Leadership theory and practice. Thousand Oaks, CA: Sage. 

Patota, N., Schwartz, D., & Schwartz, T. (2007).Leveraging generational differences for productivity gains. 
Journal of American Academy of Business, 11(2), 1-10. 

Rajan, S. (2007). The changing face of the oilfield worker: Preparing for Generation Y. Paper presented at SPE 
Asia Pacific Oil and Gas Conference and Exhibition, Jakarta, Indonesia, 30 October – 1 November. 

Sarros, J., & Santora, J. (2001). The transformational-transactional leadership model in practice. Leadership & 
Organization Development Journal, 22(8), 383-394. 



ijbm.ccsenet.org International Journal of Business and Management Vol. 11, No. 8; 2016 

161 
 

Sashkin, M., & Sashkin, M. G. (2003). Leadership that matters: The critical factors for making a difference in 
people’s lives and organizations’ success. San Francisco, CA: Berrett-Koehler 

Schaie, K. W. (1965). A general model for the study of development problems. Psychological Bulletin, 64, 
92-107. 

Sfiligoj, E. (2010). Gen Ys beyond their years. Croplife, 175(10), 6. Retrieved from 
http://www.croplife.com/uncategorized/gen-ys-beyond-their-years/ 

Shaw, S., & Fairhurst, D. (2008).Engaging a new generation of graduates. Education + Training, 50(5), 366-378. 
http://dx.doi.org/10.1108/00400910810889057 

Stone, A., & Patterson, K. (2005).The History of Leadership Focus. Leadership Roundtable-University of 
Regency. 

Strauss, W., & Howe, N. (1991).Generations: The history of America’s Future: 1584 to 2069. New York: 
William Morrow & Company. 

Swift, C. (2001). Reach out to gen Y and grow with it. National Underwriter, 105(18), 25-26. 

Tay, A. (2011). Managing generational diversity at the workplace: Expectations and perceptions of different 
generations of employees. African Journal of Business Management, 5(2), 249-255. 
http://dx.doi.org/10.5897/AJBM10.335 

Teng, L. (2011). Work values, expectations, behaviours and goals of each generation from the Malaysian 
perspective. Annual International Conference on Human Resource Management and Professional 
Development for the Digital Age. 

Tulgan, B. (2000). Managing Generation X: How to bring out the best in young talent. Norton & Company. 

Twenge, J. M., & Campbell, S. M. (2008). Generational differences in psychological traits and their impact on 
the workplace. Journal of Managerial Psychology, 25(8), 862-877. 
http://dx.doi.org/10.1108/02683940810904367 

Wagner, D. (2007). Managing an age-diverse work force. MIT Sloan Management Review, 48(4), 9. Retrieved 
from http://sloanreview.mit.edu/article/managing-an-agediverse-work-force/ 

Wallace, P. (1999). Agequake: Riding the demographic rollercoaster shaking business, finance and our world. 
London: Nicholas Brealey Publishing. 

Weyland, A. (2012). Engagement and talent management of Gen Y. Industrial and Commercial Training, 43(7), 
439-445. http://dx.doi.org/10.1108/00197851111171863 

Whitman, K. (2010). Understanding generational differences with internet use: A theory for age inclusive 
content design. Master of Liberal Studies, University of Minnesota. 

Worthen, V. (2002).Phenomenological research and the making of meaning. Qualitative Research and Practice: 
Examples for Discussion and Analysis. Jossey-Bass. 

Yoosuf, S. (2005). What factors influence the development of a leader? Business Review, Cambridge, 4(2), 
49-52. 

Yukl, G., & Lepsinger, R. (2004).Flexible leadership: Creating value by balancing multiple challenges and 
choices. San Francisco: Jossey-Bass. 

 

 

Copyrights 
Copyright for this article is retained by the author(s), with first publication rights granted to the journal. 

This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution 
license (http://creativecommons.org/licenses/by/3.0/). 


