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ABSTRACT
Although leadership styles have been widely studied, research within the Malaysian
cooperative sector remains limited. This study assessed the impact of management
backgrounds on leadership styles in the Malaysian apex cooperative using ANOVA and t-
tests. Results showed that, except for tenure of service, background factors did not
significantly affect leadership styles. The findings suggest that experience and maturity
should be prioritized over specific leadership philosophies when promoting managers in
cooperatives. While these results offer valuable insights, further research is needed to

understand leadership dynamics in this sector fully.

Keywords: Apex cooperative; leadership styles; transactional; transformational; laissez-

faire.
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INTRODUCTION

Leadership scholars such as Dominguez-Escrig and Mallen-Broch (2023), Ta et al. (2022),
Katarzyna (2020), Tran (2017), and Al-Rahbi et al. (2017) have identified various leadership
theories that are suitable for evaluating how leadership influences and enhances
organizational functioning. However, it is important to emphasize that leadership
effectiveness depends significantly on the environment in which it is applied. Different
contexts call for different leadership behaviors, meaning that a leader who performs
effectively in one situation may not necessarily be effective in another (Kiishi, 2024; Mullins,
2010; Bass, 2008). This underscores the importance of situational and contingency leadership

perspectives in understanding leadership dynamics.

PROBLEM STATEMENT

Leadership plays a critical role in the success or failure of organizations, as widely discussed
in Western and global literature. Numerous business failures have been linked to leadership
misconduct and ineffective role fulfillment (Ameyaw et al., 2024; Akparep et al., 2019;
Daniel, 2019; Ahmad, 2018). For instance, the United States subprime mortgage Crisis of
2006-2007 was primarily attributed to failures among key regulatory and authoritative
figures, which allowed risky lending practices to proliferate unchecked, ultimately causing
widespread financial distress (Baily et al., 2008). Similarly, the 1Malaysia Development
Berhad (IMDB) scandal exposed unethical governance, inadequate internal controls, weak
oversight mechanisms, and possible political interference, resulting in billions of ringgit in
losses and global reputational damage (Hadi et al., 2024; Jones, 2020). Other Malaysian
government-linked investment companies (GLICs) such as Lembaga Tabung Haji and
Khazanah Nasional Berhad have also faced significant financial and governance challenges
despite stringent corporate governance frameworks, highlighting that misconduct or lapses by
managers require vigilant countermeasures (Abidin et al., 2019). These cases underscore the
necessity for leaders to uphold ethical standards, demonstrate strong character, and exercise

sound judgment to safeguard organizations from detrimental outcomes.
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PROPOSE OF RESEARCH

This study aims to assess the leadership styles of Malaysia’s apex cooperative and to
determine whether the leaders’ backgrounds influence their leadership styles. This focus is
motivated by the 2024 report from the Malaysia Cooperative Societies Commission (MCSC),
which indicates that 39% of cooperatives are inactive or dormant, 50% fail to hold annual
general meetings, and 29% fail to audit their accounts. These issues are closely linked to the
performance and governance functions of apex cooperatives, which play a crucial role in
leading and safeguarding cooperative principles and values across Malaysia. Additionally,
this research seeks to evaluate how differences in the backgrounds of Malaysia apex
cooperative management team affect their approach to managing their organizations and
fulfilling their functions as representatives of the cooperative movement at the national and
international levels, consistent with the requirements of subsection 57(2)(b) of the

Cooperative Act 1993 (Legal Research Board, 2019)

RESEARCH QUESTION

The objective of this research is to evaluate whether the demographic background has an
impact on the leadership styles of the Angkatan Koperasi Kebangsaan Malaysia Berhad
(Angkasa) headquarters management team. Therefore, the following research question is

generated:

RQ1: What types of leadership styles are exhibited by the Angkasa headquarters

management team?

RQ2: Do leadership styles differ based on the demographic background of the Angkasa

headquarters management team?

RESEARCH OBJECTIVES

Leadership styles are critical factors in managing overall business operations, sustaining
organizations, and achieving targeted objectives and missions. This research aims to examine
the dimensions of organizational leadership styles practiced by the management team within
the full range leadership model initially proposed by Bass (1985), subsequently refined by
Bass and Avolio (1994), and further upgraded by Bass et al. (2003), specifically within

Volume 21 | 2025



Angkasa headquarters, whether their demographic characteristics impact to their leadership

patterns. More precisely, the research objectives are as follows:

RO1: To explore the perceptions of the management team regarding their leaders’ leadership

styles at Angkasa headquarters.

RO2: To investigate the influence of demographic backgrounds on the leadership styles of

the management team at Angkasa headquarters.

SCOPE OF RESEARCH

This research focuses on the relationship between demographic factors and the three full-
range leadership styles, transformational, transactional, and laissez-faire, as introduced by
Bass and Avolio (1994). The study is limited exclusively to the Angkasa headquarters, with
no inclusion of other cooperatives in Malaysia. The respondents will be selected from the
Angkasa headquarters, specifically from middle management (assistant general managers and

general managers) and operational management levels (assistant managers and managers).

RESEARCH SIGNIFICANCE

The significant contributions of this study are as follows: Recent research on the influence of
demographic factors on leadership styles within the cooperative sector remains limited, with
only a few studies, such as those by Daher-Moreno and Arnold (2024), Simkhada and
Bhattarai (2023), and Martinez-Leon et al. (2020), addressing this topic. Therefore, this study
provides additional and up-to-date insights specifically within the cooperative sector. The
findings may assist stakeholders in better understanding how demographic factors influence
leadership styles in cooperatives and support informed decision-making, particularly in the

Malaysian context.

This research is considered the first to analyse the impact of demographic factors on
leadership behaviours within the cooperative movement in Malaysia. The findings represent a
novel contribution to understanding how demographic factors affect leadership behaviour in
this context. Consequently, the new knowledge generated can assist decision-makers,

educators, and students in cooperative institutions to comprehend the influence of
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demographics on leadership better. Additionally, the research findings can help cooperatives
identify which demographic factors should be prioritized when making decisions related to

promotions, leader postings, or new appointments.

LITERATURE REVIEW

The literature review discusses leadership styles, demographic backgrounds, and the
relationship between these two variables, drawing upon previous literature and research

studies.

Over the years, leadership has been extensively studied by management scholars worldwide,
across various contexts and theoretical frameworks (Mancuso & Rowatt, 2023; Gao et al.,
2020; Crichton, 2005; House et al., 2002). Leadership plays a crucial role in guiding
organizations toward achieving key performance indicators (KPIs), objectives, and mission
fulfillment (Porzner, 2023; Thomas et al., 2016; Greer, 2015; Rudirman, 2007). This study
will focus on the three leadership styles outlined in the Full Range Leadership Model
introduced by Bass and Avolio (1994): transformational, transactional, and laissez-faire
leadership. These styles provide a comprehensive framework for understanding leader

behaviours.

Transformational leadership, as defined by Bass and Avolio (2004), comprises five key
dimensions known as the "Five I’s," which capture the ways leaders inspire and motivate
their followers. These dimensions are: Idealized Influence — Attributed (II-A): Leaders act as
role models whose personal qualities earn admiration, respect, and trust from followers (Bass
& Avolio, 2004; Gulsen, 2023); Idealized Influence — Behavioral (II-B): Leaders demonstrate
ethical behavior and take principled stands, encouraging followers to emulate these behaviors
(Bass & Avolio, 2004; Moradi & Shahbazi, 2016); Inspirational Motivation (IM): Leaders
communicate a compelling vision and inspire followers by fostering optimism and
enthusiasm toward shared goals (Bass & Avolio, 2004; Porzner, 2023); Intellectual
Stimulation (IS): Leaders promote creativity and innovation by challenging assumptions and
encouraging followers to think critically and explore new approaches (Bass & Avolio, 2004;
Thomas et al., 2016); and Individualized Consideration (IC): Leaders provide personalized
support and mentorship, recognizing individual followers’ needs and fostering their personal

and professional growth (Bass & Avolio, 2004; Greer, 2015).
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Transactional leadership is a top-down approach to organizational management that
emphasizes structured tasks, clear goals, and close monitoring (Bass, 1985). Leaders under
this style must be effective communicators to ensure that instructions are conveyed and goals
are met. Transactional leadership is based on an exchange process; compliance is rewarded,
while non-compliance may result in corrective action. As outlined by Patrick (2023) and Aga
(2016), it comprises three core components: Contingent reward, where leaders clarify tasks
and reward performance, accordingly; Active management by exception, where leaders
closely monitor performance and intervene proactively; and Passive management by

exception, where intervention occurs only after problems arise or standards are not met.

Laissez-faire leadership is characterized by a leader’s avoidance of responsibility and
reluctance to exercise authority (Bass & Avolio, 2004). Leaders adopting this style often
delay decision-making, avoid addressing problems, and are generally absent when their input
is required. Recent studies by Jin and Men (2023) and Robert and Vandenberghe (2020)
affirm that such inaction can lead to low employee morale and decreased organizational
effectiveness. Based on this literature, the hypothesis is that the management team at
Angkasa headquarters exhibits identifiable leadership styles (transformational, transactional,

and/or laissez-faire).

Demographic factors refer to the statistical characteristics of individuals within a population,
commonly used in research to classify and analyse group dynamics within societal or
organizational settings. In the context of leadership and organizational behaviour studies,
these factors are frequently examined to determine how personal background attributes
influence leadership styles (Alharbi & Alzahrani, 2024; Cuadrado-Gordillo & Cubero-Pérez,
2024; Ng & Feldman, 2024). Standard demographic variables include age, gender,
educational attainment, work experience, and job position or managerial level. These
variables provide valuable insights into patterns of leadership behaviour, allowing researchers
to assess whether and how such background characteristics correlate with specific leadership

styles (Jafrin et al., 2025; Pongnairat, 2024; Amran et al., 2024; Febriani et al., 2024).

The relationship between transformational leadership and demographic variables has been
widely examined in leadership research. Factors such as gender, age, education level, work
experience, and organizational position are shown to influence the extent to which

individuals exhibit transformational behaviors. For instance, women are frequently observed
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to display higher levels of individualized consideration and inspirational motivation as core
components of transformational leadership, due to their socialization toward empathy and
supportiveness (Paustian-Underdahl et al., 2024; Hsu et al., 2022). Similarly, older leaders
and those with greater experience may demonstrate more mature and emotionally intelligent
leadership practices (Shakur et al., 2024; Baba et al., 2019). Educational attainment also
contributes by equipping leaders with theoretical and strategic insights that support visionary
and motivational leadership (Saif et al., 2025). Moreover, those in senior leadership roles are
often required to engage in behaviors that align with transformational leadership, such as
articulating a compelling vision and mentoring subordinates (Salleh & Samad, 2025; Rahman

& Yaacob, 2024).

Therefore, it is reasonable and supported by empirical findings to hypothesize that
transformational leadership style differs significantly according to the demographic

characteristics of the management team in Angkasa headquarters.

The relationship between transactional leadership style and demographic background has
been examined in leadership research to understand how variables such as gender, age,
education level, work experience, and organizational position may influence the adoption of
transactional leadership behaviors. Transactional leadership emphasizes structured goal
setting, performance monitoring, and the use of rewards or corrective actions to manage
subordinates. Studies have indicated that male leaders may be more inclined to adopt
transactional leadership behaviors than their female counterparts, possibly due to traditional
leadership stereotypes that associate men with task orientation, structure, and control
(Alharthi, 2024; Khan et al., 2024). In terms of age, younger or less experienced leaders are
more likely to adopt transactional styles, as these approaches are often easier to implement
when leadership experience is limited. Structured, rule-based management provides a clear
framework that may be preferred by individuals still developing more complex leadership
skills (Chin & Yong, 2024; Shakur et al., 2024; Xu et al., 2024). Similarly, lower educational
attainment has been associated with a greater reliance on transactional leadership behaviors,
as individuals with less formal education may place a higher emphasis on compliance and
procedural leadership, rather than on strategic or visionary approaches (Koirala et al., 2024).
Experience also plays a significant role; leaders with less tenure may depend more on formal
authority and standardized procedures to maintain order and ensure performance (Nguyen &

Quang, 2022). In terms of organizational position, middle managers or supervisors are
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typically more transactional in nature than top-level executives, as their roles often involve
maintaining compliance, enforcing rules, and managing routine operations (Chepkirui et al.,

2023; Khairy et al., 2023).

Overall, transactional leadership behavior appears to vary across demographic profiles.
Empirical research suggests that demographic factors influence both the prevalence and
effectiveness of transactional leadership practices in organizational settings. Based on this
review, the following hypothesis is proposed: Transactional leadership style differs
significantly according to the demographic characteristics of the management team in

Angkasa headquarters.

The relationship between laissez-faire leadership style and demographic background involves
examining how characteristics such as gender, age, educational attainment, work experience,
and organizational position may influence the extent to which leaders exhibit passive or
avoidant leadership behaviors. Laissez-faire leadership is characterized by the absence of
active decision-making, limited supervision, and avoidance of responsibility or authority.
Empirical studies suggest that gender may influence this leadership style. For instance, male
leaders have been found to exhibit slightly higher levels of laissez-faire behavior compared to
female leaders, potentially due to differing socialization patterns. Women, who are often
socialized to be more relational and nurturing, may be less inclined to disengage from
leadership responsibilities, whereas some male leaders may adopt a more detached, hands-off

approach (Alharthi, 2024; Eagly et al., 2024).

Age is another relevant factor. Younger leaders may be more prone to laissez-faire
tendencies, particularly due to limited confidence, insufficient experience, or reluctance to
assert authority in organizational contexts (Khan et al., 2024; Shakur et al., 2024). Similarly,
lower educational levels have been associated with higher incidences of laissez-faire
leadership, as a lack of academic or leadership training may limit a leader’s ability to engage
effectively with teams, resulting in avoidance or inaction (Chhom et al., 2024; Kamal et al.,
2024; Magbool et al., 2024). In terms of work experience, leaders with fewer years of service
are more likely to display laissez-faire leadership. This tendency may stem from uncertainty
or a fear of making incorrect decisions in challenging or high-pressure environments (Kamal
et al., 2024; Magbool et al., 2024; Shakur et al., 2024). Organizational position also plays a

role. Leaders in lower or mid-level positions may demonstrate more laissez-faire behavior
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than those in senior roles, possibly due to limited decision-making authority or autonomy.
Conversely, some senior leaders may display passive behavior by over-delegating or
distancing themselves from operational responsibilities (Hamze & Abdulkhalig, 2025;

Tavares et al., 2024; Ali & Ullah, 2023).

Overall, the expression of laissez-faire leadership appears to vary based on demographic
factors. Prior studies support the notion that gender, age, education, work experience, and
organizational role influence the likelihood of adopting laissez-faire leadership behaviors.
Based on the evidence reviewed, the following hypothesis is proposed: Laissez-faire
leadership style differs significantly according to the demographic characteristics of the

management team in Angkasa headquarters.

RESEARCH METHODOLOGY

This research is exploratory, aiming to address two key research questions in a context where
no prior studies have been conducted on the same topic within Malaysia's apex cooperative
setting. To provide empirical and quantifiable answers to these questions, a random sampling
method was employed, and data were collected using an online questionnaire distributed to
respondents. The instrument used in this study was adapted from the Multifactor Leadership
Questionnaire (MLQ) developed by Bass and Avolio (2004). Modifications in wording were
made to ensure better clarity and contextual relevance to the Malaysian apex cooperative
environment. The questionnaire consisted of two main sections. Section A gathered
demographic data from respondents, including gender, age, education level, work experience,
and organizational position. Section B comprised 46 items measuring leadership style
dimensions, utilizing a five-point Likert scale ranging from "strongly disagree" to "strongly

agree."

A total of 54 responses were obtained from members of Angkasa headquarters’ middle and
operational management teams during the data collection period in June 2024. The sample
size is considered adequate for analysis, as it satisfies the Central Limit Theorem (CLT),
which posits that a sample size greater than 30 is generally sufficient for assuming normal
distribution of data (Andre et al., 2023; Chang et al., 2006). Furthermore, Islam (2018)
suggests that a sample size of at least 50 enhances statistical stability and reduces variability,

thereby ensuring a more accurate estimation of the population mean. To facilitate
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comparative analysis of leadership dimensions, the raw data were transformed using the
Tarrel transformation formula: [(Observed Raw Score - Lowest Possible Raw Score)/Raw
Score Range] x 100. This transformation standardized the scores, resulting in a range from 0

to 100 for each leadership style dimension.

Transformational Leadership Styles (TLS)dimension:

i Idealized Influence (Attributes) — ITA.
il. Idealized Influence (Behaviours) — IIB.
iil. Inspirational Motivation — IM.

iv. Individual Consideration — IC.

V. Intellectual Stimulation — IM.

Transactional Leadership Styles dimension (TSL):

1. Contingent Rewards — CR.

ii. Management by Exception (Active) — MBE (A).
iii. Management by Exception (Passive) — MBE (P).
iv. Laissez Faire Leadership Styles (LFS)- LF.

The data collected was analysed using the Statistical Package for the Social Sciences (SPSS)
software. Initially, the raw data entered into SPSS, where it will be coded and prepared for
analysis. Before addressing the research questions, descriptive statistics conducted to
examine the characteristics of the demographics factor. In the initial phase, reliability
analyses will be performed to assess the internal consistency of the measurement instruments.
Subsequently, further statistical analyses will be conducted, including the one-sample t-test to
examine whether the leadership styles exhibited differ significantly from a neutral
benchmark. Additionally, analysis of variance (ANOVA) and independent samples t-tests
will be employed to explore differences in leadership styles and outcomes across
demographic factors. These methods allow for a deeper understanding of how leadership

behaviours may vary according to respondents' background characteristics.

The demographic variables of gender, age, education, work experience, and organizational
position, collected through the background information section, will be analysed using
descriptive and variance analyses to generate basic statistical summaries and comparative

insights about the sample. Data visualization tools such as cross-tabulation and frequency
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tables will be used to effectively present the distribution and relationships among these
variables. Parametric statistical techniques, including one-way ANOVA, single mean t-tests,
and independent samples t-tests, will be employed to examine differences and test hypotheses
related to the research questions. To address the research problems, hypotheses will be
formulated to challenge the null hypothesis (Ho). The null hypothesis will be rejected if the p-

value is less than 0.05 (indicating significance at the 5% level).

FINDINGS

Reliability analysis serves as the initial step in analysing the research data. The internal
consistency of items within each variable, as well as the entire questionnaire, was assessed
using Cronbach's alpha to determine the reliability of the scales. Ideally, a reliability
coefficient of 1.0 is preferred; however, coefficients of 0.7 or higher are generally considered
acceptable (Sekaran, 2005). According to Nunnally and Bernstein (1994), a Cronbach's alpha
greater than 0.6 is regarded as adequate, while values below 0.6 are considered
unsatisfactory. Based on the results presented in Table 1, the Cronbach's alpha for the
transactional leadership style variable remains above 0.6; thus, it is still considered acceptable

and indicative of good reliability (Sekaran, 2005).

Table 1: Reliability analysis result

Variables
No. Variable Name No. of Variable Label Cronbach
Items Alpha value
1. Transformational  Leadership 20 IIA 14 0.879
Style 1B 1-4
IC 1-4
IM 1-4
IS 1-4
2. Transactional Leadership Style 12 MBP 1-4 0.649
MBA 1-4
CR 14
3. Passive Leadership Style 4 LF1-4 0.710
4. Outcome 10 E 14 0.887
EE 1-3
S1-3
5. Overall Leadership Styles 36 All variable 0.859
abovementioned
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Descriptive analysis presents the demographic profile of the Angkasa headquarters
management team, including gender, age, education, work experience, and organizational
position, displayed in frequency and percentage tables. As shown in Table 2, the majority of
respondents are aged between 36 and 50 years (63%), predominantly male (55.6%), and
primarily employed within the operations management group (83.3%). Most hold a master’s
degree (35.2%), with a tenure of service ranging from 11 to 20 years (42.6%). These findings
indicate that the majority of the sample is well-educated, experienced, and suitably positioned

to undertake leadership responsibilities.

Table 2: Descriptive statistics of demographic background

Demographics Factor Frequency Percent (%)
Age Groups

35 years and below 9 16.7
36-50 years 34 63.0
51 years and above 11 20.4
Total 54 100.0
Gender

Male 30 55.6
Female 24 44.4
Total 54 100.00
Management Group

Middle Management 9 14.8
Operation Management 45 83.3
Total 54 100.0
Level of Education

PhD 0 0.0
Masters 19 35.2
Professional Qualification 2 3.7
Degree 18 333
Diploma and below 15 27.8
Total 54 100.0
Tenure of Service

1-10 years 17 31.5
11-20 years 23 42.6
21-30 years 11 20.4
31 years and above 3 5.6
Total 54 100.0
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RQ1: What types of leadership styles are exhibited by the Angkasa headquarters

management team?

To address RQ1, the following null hypotheses are formulated:

Hol: The mean score of the laissez-faire leadership style is greater than 50.00 (i.e., above the
normative midpoint).

Ho2: The mean score of the transactional leadership style is less than 50.00 (i.e., below the
normative midpoint).

Ho3: The mean score of the transformational leadership style is less than 50.00 (i.e., below

the normative midpoint).

Table 3: Single Mean T-Test Result

Test Value = 50
Variables T df Signiﬁcant Mean

2-tailed

<0.001
Laissez Faire -10.449 53 0.000 -29.0509
Transactional Leadership Styles
i. Contingent Rewards 20.874 53 0.000 86.4583
ii. Management by Exception (Active) 17.306 53 0.447 82.5231
iii. Management by Exception (Passive) 0.766 53 0.000 51.7361
Transformational Leadership Styles
i. Idealized Influence (Attributes) 10.906 53 0.000 74.7685
ii. Idealized Influence (Behaviours) 27.835 33 0.000 89.0046
iii. Inspirational Motivation 19.656 33 0.000 85.3009
iv. Intellectual Stimulation 26.015 53 0.000 86.5741
v. Individual Consideration 13.699 33 0.000 75.8102

Table 3 indicates that, except for the Management by Exception — Active (MBE-A)
dimension, all leadership style dimension results have p-values less than 0.05. This means the
null hypotheses for these dimensions are rejected at the 5% significance level. Consequently,
the level of laissez-faire leadership is low, and the other leadership styles are significantly
present among the management team at Angkasa headquarters. The only exception is the

MBE-A dimension, which appears to be less evident or “hidden” in this context.

RQ2: Do leadership styles differ based on the demographic backgrounds of the Angkasa

headquarters management team?
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The subsequent research hypothesis posits that distinct leadership styles exist based on the
demographic backgrounds of the management team. To test differences between two groups,
the independent samples t-test is employed, while for comparisons involving more than two
groups, one-way analysis of variance (ANOVA) will be utilized. The corresponding null
hypotheses to be tested are as follows:

Ho4: Gender has no effect on leadership style differences.

Ho5: Educational attainment does not influence leadership style differences.

Ho6: Management position has no effect on leadership style differences.

Ho7: Age group has no effect on leadership style differences.

Ho8: Length of service does not affect leadership style differences.

Table 4: T-Test significant difference between male and female concerning leadership styles

Gender t-value Paf‘tl:iiefii)g.
Variables Male Female
Mean SD Mean SD
Transactional 75.0694 | 10.3588 | 71.7014 | 9.7120 1.220 228
Transformational | 82.0417 | 11.2786 | 82.6042 | 9.8004 -0.193 .848
Laissez Faire 23.9583 | 21.2160 | 17.1875 | 19.1754 1.216 230

Table 5: ANOVA for significant difference among management groups with respect to
leadership styles

Construct Management Group F-value ngltl;(;e%i)g'
Middle Operation
Mean SD Mean SD
Transactional 74.219 9.1787 | 73.611 10.436 0.242 0.786
Transformational | 85.938 10.432 | 81.778 10.645 0.686 0.508
Laissez Faire 20.315 21.529 | 21.527 21.426 0.538 0.587
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Table 6: ANOVA for significant difference among level of educations with respect of
leadership styles

Variables
Level of Education
Transactional Transformational Laissez Faire
Mean SD Mean SD Mean SD
PhD 0.00 0.00 0.00 0.00 0.00 0.00
Masters 70.504 11.160 | 82.303 12.925 | 18.092 19.308
Professional 67.708 10.312 | 77.500 7.071 | 15.625 13.258
Qualification
Degree 73.727 7.634 | 83.889 7.300 | 19.097 20.391
Diploma and below 78.056 10.501 | 81.000 11.410 | 27.500 22.756
F-value 1.876 337 721
P-value Sig. (2-tailed) 146 .799 544

Table 7: ANOVA for significant difference among age group with respect of leadership

styles
Variables Age Group F- | P-value Sig.
35 year & below 36-50 year 51 year & above | value | (2-tailed)
Mean SD Mean SD Mean SD
Transactional 75.000 8.961 | 71.446 | 9.4223 | 78.977 | 11.700 | 2.547 0.088
Transformational | 85.694 9.273 | 79.632 | 10.551 | 87.727 9.334 | 3.263 0.046*
Laissez Faire 15.972 | 16.861 | 20.956 | 19.455 | 25.000 | 26.369 | 0.474 0.625

Note: *significant at 5% level

Table 8: ANOVA for significant difference among tenure of service with respect of
leadership styles

Service Variables
Tenure Transactional Transformational Laissez Faire
Mean SD Mean SD Mean SD
1-10 year 74.020 7.480 86.985 8.773 12.500 | 15.934
11-20 year 70.471 10.819 77.554 10.946 19.294 | 13.837
21-30 year 74.432 8.180 82.500 9.354 30.114 | 27.785
31 year & 91.667 6.250 91.250 3.750 47.917 | 29.536
above
F-value 4.801 0.13 4.117
P-value Sig. 0.005%* 0.011* 0.011*
(2-tailed)

Note: * significant at 5% level
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The p-values for each variable in Tables 4, Table 5, and Table 6 are exceed 0.05.
Consequently, the null hypotheses (Ho4, HoS, and Ho6) are accepted at 5% significance
levels. This indicates that there are no significant differences in leadership styles based on
education level, gender, or management group within this context. This outcome suggests
that leadership styles are more strongly influenced by individual experiences and exposures
gained through length of service, while the internal policies of the cooperative play a greater
role in shaping leadership behaviour (Ghani and Shabri, 2024; Zakaria et al., 2024; Hashim &
Latiff, 2019).

Table 7 shows that all leadership style variables, with the exception of Transformational
Leadership Style, have p-values greater than 0.05. This indicates that there are no statistically
significant differences across age groups for Transactional and Laissez-Faire leadership
styles, and thus the null hypothesis (Ho7) is accepted at 5% significance level. However, the
p-value of 0.046 for Transformational Leadership Style suggests a statistically significant
difference at the 5% level. This implies that leaders of different age groups may demonstrate
transformational leadership behaviours differently, potentially influenced by varying levels of
experience, emotional maturity, and exposure to leadership roles (Fousiani et al., 2025;

Shakur et al., 2024; Wang et al., 2020).

Table 8 demonstrates that all variable p-values are less than 0.05. Consequently, we
discovered that, all transformational, transactional, and laissez-faire leadership philosophies
are different according to their tenure of service as null hypothesis (Ho8) are rejected at 5%
significance level. With the exception of the result, there was a noticeable variation in the
length of service in this case for transformational, transactional, and laissez-faire leadership
approaches. This is due to the fact that the leaders' varying levels of exposure, experience,
and expertise throughout their tenure have an impact on their leadership philosophies, even
though the final result is the same since internal policies have set it (Chiu et al., 2023; Liu et

al., 2023; Thien et al., 2023).
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CONCLUSION

Through a series of quantitative analyses, two research questions were discussed, as follows:

RQ1: What types of leadership styles are exhibited by the Angkasa headquarters
management team?

This study demonstrates all forms of leadership, with transformational leadership being the
most common, followed by transactional and laissez-faire leadership. This indicates that a
variety of leadership philosophies are present. Individual influence (behaviours) is the most
common manifestation of the leadership dimension, with the greatest mean (89.0046). In this
context, the leaders prefer to pay attention to the values and principles that are emphasized,
the importance of important goals to be achieved, considering moral and ethical aspects, and
collective understanding of a significant or important mission (Raelin, 2025; Liu and Chen,
2023; Maphisa and Chinyamurindi, 2023). This finding can also be supported by research
findings by Walk (2023), Cakir and Adiguzel (2020), Poels et al. (2020), that leaders have
given attention to reassessing assumptions and matters important to the question of their
appropriateness, seeing different perspectives in solving problems, look at a problem from

various angles, and suggesting new methods for completing tasks successfully.

RQ2: Do leadership styles differ based on the demographic backgrounds of the Angkasa

headquarters management team?

Considering gender, level of education, and position in management groups, the form of
leadership styles is the same or does not have any impact. Subsequently, considering age
group, transformational and transactional leadership looked clearer for the leaders within the
age group of 50 years and above. In addition, leaders at age 50 and above are well-versed in
tracking errors, coming up with countermeasure solutions, engaging with complaints,
appreciating satisfaction with standards achieved (Al Khajeh & Khalifa, 2022; Cepellos &
Tonelli, 2019; Nilsson, 2018).

When it comes to service tenure, leadership styles exhibit more variations in length of
service. The best transactional and transformational leadership styles are demonstrated visible
by comparing the length of service for leaders who have been in office for 31 years or more

with those who have been in office for 1 to 10 years. The surprising thing about laissez-faire
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leadership styles is that they show significant differences in the form of tenure of service,
whereby the mean increases with longer tenure of service, and 31 years and above is the
highest mean. This implies that as a leader serves longer, there is a greater chance that they
will avoid becoming embroiled in the issues surrounding significant events, avoid making
decisions, and not available in office and postpone answering inquiries that call for a prompt
response (Torrano et al., 2023; Rietz et al., 2023). This is because when the leader works for
a longer period, their motivation decreases and they feel more bored (Kawada et al., 2023; Ng

& Feldman, 2013).

MANAGERIAL IMPLICATIONS

The proposition that leadership style remains consistent irrespective of gender, educational
attainment, or management level implies that effective leadership is predominantly shaped by
personality traits, core values, and organizational culture rather than by demographic or
structural variables (Judge et al., 2024; Eagly & Carli, 2023; Schein, 2023). Here is how each

factor can be viewed:

Research indicates that both men and women are capable of adopting transformational,
transactional, or other leadership styles depending on situational context and individual
attributes. Although some studies observe minor tendencies, such as women exhibiting more
participative or transformational behaviours, these differences are generally small and
inconsistent, indicating that gender alone does not determine leadership style (Paustian-
Underdahl et al., 2024; Alharthi, 2024; Sarwar et al., 2023). Regarding educational
attainment, while higher education may enhance knowledge, critical thinking, and
communication skills, it does not rigidly dictate leadership style. Leaders with diverse
educational backgrounds can demonstrate democratic, autocratic, transformational, or other
styles, influenced more by their personal values, experiences, and organizational environment
than by formal education (Farooq et al., 2022; Karadag et al., 2015). Concerning hierarchical
position, although different management levels involve varying responsibilities, the
fundamental leadership style an individual employs, whether people-oriented or task-focused,
can remain consistent. Leadership style reflects how leaders engage and influence others
rather than merely the nature of their tasks (Cheng & Zhu, 2023; Sukoco et al., 2022; Spillane
et al., 2007).

ISl MALAYSIAN JOURNAL OF CO-OPERATIVE STUDIES



Overall, while gender, education, and managerial position may influence certain leadership
behaviours or perspectives, they do not fundamentally determine leadership style. Rather,
leadership style is predominantly shaped by individual personality traits, emotional
intelligence, past experiences, and the degree of alignment with the organization's mission

and values (Naznin, 2024; Cooper et al., 2023; Lee et al., 2023).

The cooperative board of directors should prioritize experienced employees for promotion or
new appointments, taking into account their tenure of service. In a cooperative setting,
advancing individuals based on their experience, or length of service offers several
advantages, including the retention of institutional knowledge, established trust and
credibility among members, and a strong commitment to the cooperative’s mission.
Experienced employees typically require less time to adapt to new roles due to their
familiarity with cooperative principles and practices. However, it is equally important to
consider competencies, leadership potential, and openness to innovation alongside tenure to
ensure effective and dynamic leadership (Patel & Lee, 2024; Khan & Ahmad, 2023; Garcia &
Thompson, 2022)

Experienced employees often possess a deep understanding of a cooperative’s operations,
culture, and core values, enabling them to make strategic decisions that align closely with
organizational objectives (Billiet et al., 2023). Their long-term involvement typically reflects
high levels of loyalty and dedication, which are critical for sustaining a committed and stable
workforce (Rahman et al., 2025; Shangze, 2024). Recognizing the contributions of such
individuals through promotions or leadership appointments can enhance morale and reinforce
a culture of commitment. Furthermore, older and more experienced employees are frequently
better equipped to assume transformational leadership roles, owing to their accumulated
wisdom, emotional maturity, and advanced problem-solving abilities (Fousiani et al., 2025;
Shakur et al., 2024). Their experience also positions them well to mentor and support the
development of younger colleagues (Wikstrom et al., 2023). Selecting leaders from among
long-serving employees can help ensure continuity and consistency in leadership, which is
particularly vital in cooperative organizations where trust, stability, and collective decision-
making are foundational principles (Agba, 2024; Agostino et al., 2024). Additionally,
promotion practices that recognize experience and tenure can serve as a motivating factor for
junior staff, encouraging long-term commitment and a strong work ethic (Syamilah et al.,

2024; Vasudevan & Nathan, 2024).
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LIMITATIONS AND FUTURE RESEARCH

Several limitations are anticipated in this study. First, some respondents may have
encountered difficulties in understanding certain questionnaire items due to the absence of the
researcher during data collection. This lack of direct support may have led to
misinterpretations or incorrect responses. Second, there is a possibility that some participants
were hesitant to provide accurate answers due to concerns about anonymity or the potential
misuse of their responses, leading to response bias. Additionally, some respondents may have
guessed answers when they lacked sufficient understanding of the questions or the concepts
presented, which could affect the reliability of the data. Furthermore, given that the
questionnaires were distributed online, there exists the possibility that they were not
completed by the intended management team members, but instead by subordinates,
secretaries, family members, or friends. Such occurrences would compromise the validity of

the data and the accuracy of the sample representation (Saleh & Bista, 2021).

The present study focuses on a sample drawn from the management team of Malaysia’s
Angkasa headquarters. To enhance generalizability and gain deeper insights into leadership
philosophies across the cooperative sector, future research is recommended to include a
broader range of cooperatives, encompassing large, medium, small, and micro-sized clusters.
Comparative analysis among these groups would provide a clearer understanding of the
variations and trends in leadership approaches within diverse cooperative contexts. Rather
than focusing solely on a single cooperative tier, examining multiple cooperative systems can
form the basis for more comprehensive and inclusive policy development. Moreover, the
indicators identified through such comparative studies can be instrumental in monitoring and

evaluating the effectiveness of policies once implemented (Algieri et al., 2022; Gault, 2018).

This study utilized the perceptions of management team members from Malaysia’s apex
cooperative to examine leadership styles. For future research, it would be beneficial to
incorporate the perspectives of a broader range of stakeholders, including board members,
executives, and supporting staff across various cooperative types. Such an approach would
allow for the consideration of role-specific duties and organizational complexities. By
comparing the perceptions of respondents based on both their functional responsibilities and

the nature of the cooperative in which they serve, researchers could develop a more
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comprehensive understanding of leadership practices and their organizational implications.
This broader analysis would facilitate the generalization of findings and support the
development of more holistic leadership strategies. Furthermore, it is important to recognize
that practiced leadership behaviours often reflect a combination of leadership styles,
influenced by the diverse backgrounds and experiences of individuals within the organization

(Rudirman, 2007; Dostanic, 2024; Angela & Alex, 2014).

In this study, respondents were asked to evaluate themselves using a five-point Likert scale
on questions related to leadership styles and their demographics background. However, self-
reported data are inherently subject to biases, particularly self-defensiveness and self-
presentation tendencies, which may influence the authenticity of the responses (Nolte et al.,
2013). Future studies should consider incorporating assessments of leadership behaviours
from subordinates or peers to triangulate findings and enhance validity. Moreover, a
comprehensive understanding of the relationship between leadership styles in the cooperative
sector would benefit from the inclusion of qualitative methods. These methods allow
researchers to explore underlying motivations, contextual influences, and perceptions in
greater depth. By comparing results from both quantitative and qualitative approaches, a
more nuanced and robust interpretation can be achieved. Mixed-method designs, therefore,
offer a stronger foundation for deriving actionable recommendations. Qualitative approaches,
while sometimes perceived as cost-effective, are particularly valuable for capturing the intent

behind leadership decisions rather than merely quantifying outcomes (Subhajit, 2019).
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