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ABSTRACT 

Nowadays, there are now more women on the management team. In the past, only men 
could participate in certain roles, board meetings, and decision making. However, the 
number of women in leadership positions remains low, making it difficult for women to 
advance in the firm. Leadership is very broad concept which various theories and styles is 
exist; where women leadership behaviour just one part of the leadership and can be 
defined in different ways. Furthermore, the research of women leadership behaviour has 
a restricted number of sources. Thus, the primary goal of the study is to identify the 
elements that contribute to women leadership behaviour, specifically the association 
between Work Life Balance (WLB), Personality, and Emotional Intelligence (EI) toward 
Women Leadership Behaviour among Malaysian engineers. This study employed a basic 
random sample strategy to obtain data from 391 Malaysian engineers. The Statistical 
Package for the Social Sciences (SPSS) version 23, was used to test the data. All hypotheses 
were accepted as a result of the test. This research is important because it can assist 
practitioners and organisations prioritise workforce diversity toward women leaders and 
the capacity to persuade Human Resources Specialists to properly organised a diverse 
workforce. Furthermore, the number of women leaders may be expanded in the future, 
and the diversity problem in our society can be improved, allowing Malaysia to meet the 
SDGs. 

Keywords: Emotional Intelligence, Personality, Women Leadership Behaviour, Work 
Life Balance   

 
 
1. INTRODUCTION 
 
The number of women working in industry has increased recently, but the number of women 
leaders has not increased in a long time. It may also be found in empirical studies when there is 
a lack of research on women leadership behaviour. According to Gipson et al. (2017), just 5% of 
165 000 leadership studies are on women. Furthermore, the majority of leadership research 
compares men and women, with few studies focusing specifically on women leadership 
behaviour. In 2015, world leaders gathered at the United Nations agreed to accomplish 17 Global 
Goals for Sustainable Development by 2030. This aim is referred to as the Sustainable 
Development Goals (SDGs) or Global Goals. There are around 193 countries that engage in this 
purpose, including Malaysia, which is also a participant of this meeting (United Nations, 2015). 
The 17 SDGs are focused on gender equality, ending all forms of discrimination, ensuring women 
have full and effective participation and equal opportunities for leadership, and adopting and 
strengthening sound policies and enforceable legislation to promote gender equality and the 
empowerment of all women (United Nations, 2015). 
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In the Malaysian context, it also shows in the number of women leaders worldwide which there 
are increasement from year to year. But there is lack of documented or study about women 
leadership even though they mostly are contributed to the successful of the company (Hamdan 
& Saraih, 2021). Furthermore, as Fui and Lim (2019) discovered, there was a shortage of women 
in positions of leadership. According to the findings of this study, women in positions of 
leadership performed worse than males. Furthermore, according to a United Nations (2020) 
study, women held 28 percent of all executive jobs in the globe in 2019, a tiny rise from 25 
percent in 2005. The proportion of women in managerial positions is decreasing. The proportion 
of women in managerial roles is falling.  
 
Furthermore, this study may aid in identifying certain characteristics that may raise the amount 
of women leadership behaviour. As a result, more women were projected to work in Malaysia's 
engineering profession. As a result, this study may have some important consequences for 
women leadership behaviour. In the long run, it may be able to learn about the absence of 
women in male-dominated jobs. The number of women becoming leaders in Malaysia is 
growing, but only in the last few years (Eagly, 2007). However, there is still a gender disparity 
in most senior executive positions. Some research has studied the consequences of prejudice 
toward women leaders and concluded that prejudice does not always result in discriminatory 
behaviour, but that attitude can limit women ability to be in leadership roles and that 
discriminatory evaluation actions will occur when women occupy those roles (Eagly, 2007). 
Aside from the discriminating judgement, another component may be noted. This might lead to 
unhappiness among women, since they will consider taking on leadership roles despite the fact 
that compensation disparities exist between men and women. 
 
This might also explain why there are fewer women working in Malaysia than males. According 
to a Khazanah Research Institute (2018) analysis, women make up half of Malaysia's working-
age population but account for just 25% of the labour force. As a result, women have a stronger 
representation in the majority of occupations, while their participation is lowest in management 
positions. There are also a few challenges or hindrances for women to be effective leaders, such 
as income disparities between men and women. This may provide a clearer picture of the drop 
in the number of women in the labour force, as well as the efficiency of women leadership, given 
the number of women leaders is low in the male-dominated business (Khazanah Research 
Institute, 2018). In sum, this study was done to investigate the determinants of women 
leadership behaviour among engineers in Malaysia. Following that, few variables were tested in 
this study, including women leadership behaviour as the dependent variable, WLB, personality 
and EI as the independent variables. 
 

2.  LITERATURE REVIEW 
 
Engineering is one of the occupations in Malaysia where women are significantly 
underrepresented. According to the Malaysian Statistics Department, women made up around 
34% of all employed people in 1999. Even while women have more opportunities to enter the 
workforce, this does not guarantee that they will be able to advance to top positions as leaders. 
Only 2.5 percent of all hired women workers are in administrative and managerial jobs, where 
they are responsible for juniors and supervisory management. For the past 30 years, women 
contributions to the labour force have been prominent societal trends. Women have also been 
responsible for the increase in employment during the 1970s. However, there is still a shortage 
of writing and study regarding Malaysian women in management who have contributed and 
succeeded in their careers in Malaysia (Abu Bakar, 2012). Women continue to be under-
represented in Asia and the Pacific's sectors, according to UNESCO (2021). However, the 
difficulties that women have in pursuing professions and succeeding in engineering have been 
linked to the specific background and climate of each country (Asian Development Bank, 2015). 
In Malaysia, women employment was barely 27 percent, whereas male employment was more 
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than 50 percent. As a result, the number of women engineers remained low, as mentioned in the 
UNESCO study (2021). With women being half of the world's population, no major improvement 
in any country's living standards could be accomplished unless women were an important and 
integrated part of the process. It was now widely accepted that the subject of women 
empowerment was critical. As a result, the issue was presented in every corner of the globe. 
Because girls were the future moms of any nation, educating them was a major concern for her 
kids, which had a good ripple effect in society and the country (Baqutayan, 2020).  
 
Women have recently demonstrated more gender equality at home and at work. When women 
and men shared domestic duties and childrearing roles, gender norms and lifestyles changed. 
On the social conventions of etiquette and gender roles, there was flexibility and fairness in the 
married partnership. Women could now arrange their lives both inside and outside the home 
with greater ease and flexibility. Despite accounting for 46 percent of the workforce, women in 
the United States have worked outside the home. Nonetheless, women were underrepresented 
in leadership positions in corporations, higher education institutions, and the political sector 
(Chin, 2011). Having women in managerial roles had no negative consequences for the firms or 
organisations. As a result, it grew more beneficial and gave more benefits to businesses. 
According to research conducted by Erhardt et al. (2003), Krishnan and Park (2005), and 
Chisholm-Burns et al. (2017), having women on management teams improves financial 
performance.  
 
WLB was defined as achieving role-related expectations cooped up and shared between an 
individual and the role-related partners in the work and family (Grzywacz & Carlson, 2007). 
Several studies on WLB and women leadership behaviour have found a largely positive 
association between the two. Sidhu and Saluja (2017) conducted a study on the WLB on working 
women who work as professionals in banks and insurance organisations. Women have moved 
out of their comfort zone, breaking traditions and norms to become contributing members of 
society, yet women continue to live in a male-dominated world. Women become bosses at work, 
but they may also be daughters, wives, and mothers at home, so they must strike a balance in 
both roles. This creates difficulties and obstacles for women in balancing work and life. 
Furthermore, WLB and leadership were intimately intertwined, according to Brue (2018); 
Braun and Peus (2018). Women in leadership were recommended to provide WLB interventions 
to their employees, emphasising the positive long-term impact these concessions had on worker 
productivity (Kalysh et al., 2016). As a result, this study looks at the impact of WLB on women 
leadership behaviour. According to the majority of previous studies, it was because most women 
need to manage family life and job life. In actual life, women were more likely than males to be 
affected by a WLB.  
 
Personality was defined as a set of psychological traits and mechanisms in the individual that 
were organised and relatively enduring and influenced their interactions and adaptations to the 
intrapsychic, physical, and social environments (Larsen & Buss, 2009). Furthermore, there are 
a few actual researches that demonstrate the association between personality and women 
leadership behaviour. Gabdreeva and Khalfieva (2016) conducted a comparative analysis of the 
structures of personality indicators, which revealed a large number of differences between the 
structures of personality indicators of career-successful men and women managers who have 
made a definite conduct of a separate analysis of the samples chosen based on sex. The subject 
of that paper's research is a personality attribute of women managers. Sun and Shang (2019) 
also observed a clear correlation between personality and leadership. They discovered that 
personal qualities such as self-transcendence are related to servant leadership in unexpected 
ways. In terms of personality, women have traditionally associated it with being firmer and more 
thorough in all aspects. It also led to the perception that women were complicated, but it wasn't 
just a matter of adding information. It was difficult for women, for example, to have the needed 
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personality in male-dominated fields such as engineering.  
 
EI was known as the capability of a person to manage and control their emotions and could 
control the emotions of others (Chan et al., 2018). There was a lack of studies on EI and women 
leadership behaviour. Several studies on EI and women leadership behaviour have been 
discovered, such as Saini (2018), a study that investigated the relationship between EI and 
leadership where EI offered assistance to employees where emotionally intelligent leadership 
was a good person who could give support. They also discovered leadership efficacy in 
supporting behaviour in EI, which might boost performance rather than have a detrimental 
influence. Li et al. (2020) discovered a relationship between EI and leadership in their study. 
Leaders who favoured the preceding way with a psychological cushion had higher EI than 
leaders who preferred the delayed manner. Leaders who are hesitant to offer assistance while 
under pressure, for example. EI and leadership style may be related. The study supports 
previous-style leadership, which provided support to staff under pressure, and an emotionally 
perceptive leader was in a better position. Women and EI were closely intertwined because 
women were more emotional. However, Ahmed et al. (2019) discovered that women had more 
emotional control than males. In addition, EI was in the highest position for women, such as the 
well-being factor, sociability factor, and self-control factor. For men, EI was the second last place 
where to them was not important. It has been shown in the study by Minárová et al. (2020) that 
studies about EI of managers in the family business in Slovakia. It also shows that the EI in the 
first place for women indicates that women could express emotions more clearly, were good at 
perceiving emotion to others, maintain satisfactory emotional ties with others, and had a high 
level of empathy. Thus, the impact of EI on women leadership behaviour has been highlighted 
in this study. As a result, new knowledge on the influence of EI on leadership or leadership 
effectiveness, as well as the specific effect of EI on women leadership behaviour, would add to 
the current research. 
 
 
3. METHODOLOGY 
 
The total sample size for this study is 391 engineers in Malaysia, all of whom are women. 
According to the Institution of Engineers (IEM) annual report for 2020, there were 22,475 
engineers enrolled in the IEM (The Institution of Engineers Malaysia, 2020). As a result, the total 
number of engineers enrolled in IEM was the sum of men and women engineers. According to 
figures from the Board of Engineers Malaysia (BEM), the overall proportion of women engineers 
in Malaysia was just 26%. The Stars (2018) As a result, the projected population of women 
engineers in Malaysia was 5,844 (26 percent x 22,475 engineers). For the sample size, the 
numbers are taken from Table Krejcie and Morgan (1970) to obtain the right sample size from 
the population.  
 
The questionnaire been distributed through online where by email the questionnaire to the 
company. The measurement of questionnaires for women leadership behaviour, WLB, 
personality and EI had been adopted from several authors such as Rodriguez (2013), Obiageli 
et al. (2015), Topolewska et al. (2014) and Singh (2004). The research approach of the study is 
deductive reasoning where it more from general to specific. It also known as ‘top-down’ 
approach (Burney & Saleem, 2008). The deductive started from theory, develop hypothesis, 
collecting and analysing data and reporting. Therefore, Hypothesis 1, Hypothesis 2, and 
Hypothesis 3 were developed to study the relationship between WLB, personality, EI and 
women leadership behaviour among engineers in Malaysia. The hypotheses in this study are as 
follows: H1: WLB will be significantly related to women leadership behaviour among the 
Malaysian engineers; H2: Personality will be significantly related to women leadership 
behaviour among the Malaysian engineers; and H3: EI will be significantly related to women 
leadership behaviour among the Malaysian engineers. 
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Figure 1. Research Framework 
 
 

4. RESULTS AND DISCUSSIONS 
 
The profile of respondents is presented in Table 1 based on the demographic factors such as age, 
marital status, education qualification, working state, monthly income level, years of working 
and position. Table 2 shows the age range is higher on age 21-30 years old (81.3%) follow by 
31-40 years old (10.5%), 41-50 years old (6.1%) and above 51 years old (2%). For marital 
status, showed that unmarried (65.7%) more compared to other two which are married (31.2%) 
and others (3.1%). As the education qualification profile, bachelor’s degree (83.9%) the highest 
than other element where the SPM (6.6%), master’s degree (5.1%), Others (3.6%) and doctoral 
degree (0.8%). Thus, for the working state, respondents are more working in Selangor (28.1%) 
compared to other state. As for the income monthly level most of the respondent get wages 
about RM 1000-RM 3000 (72.6%). Lastly, years of working showed most of the respondent have 
been work in range of 1-3 years (49.9%).  
 

Table 1 Demographic Profile of the Respondents (N=391) 
 

Profile Descriptions Frequency Percentage (%) 
Age 21-30 years old 

31-40 years old 
41-50 years old 
Above 51 years old 

318 
41 
24 
8 

81.3 
10.5 
6.1 
2.0 

Marital Status Unmarried 
Married 
Others 

257 
122 
12 

65.7 
31.2 
3.1 

Education Qualification SPM 
Bachelor’s degree 
Master’s degree 
Doctoral degree 
Others 

26 
328 
20 
3 

14 

6.6 
83.9 
5.1 
0.8 
3.6 

Working State Perlis 
Kedah 
Pulau Pinang 
Perak 
Kelantan 
Terengganu 
Pahang 
Selangor 
Wilayah Persekutuan 
Negeri Sembilan 
Melaka 
Johor 
Sabah 
Sarawak 

52 
41 
20 
19 
- 
3 
7 

110 
34 
25 
24 
30 
7 
2 

13.3 
10.5 
5.1 
4.9 

- 
0.8 
1.8 

28.1 
8.7 
6.4 
6.1 
7.7 
1.8 
0.5 

Work Life Balance 

Personality 

Emotional  

Intelligence  

Women Leadership 
Behaviour 
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Profile Descriptions Frequency Percentage (%) 
Others 17 4.3 

Monthly Income Level Below RM 1000 
RM 1001- RM 3000 
RM 3001- RM 5000 
RM5001- RM 7000 
Above RM 7000 

- 
284 
65 
19 
23 

- 
72.6 
16.6 
4.9 
5.9 

Years of Working Less than 1 years 
1-3 years 
4-6 years 
More than 6 years 

97 
195 
29 
7 

24.8 
49.9 
7.4 

17.9 
Position Yes 

No 
82 

309 
21 
79 

 

Table 2 shows the Cronbach’s Alpha of women leadership behaviour construct. The Cronbach’s 
Alpha value of women leadership behaviour was reported at 0.907, while each of the variables 
was found to be 0.885, 0.877, and 0.911, respectively. All the construct has pass reliability test 
for this study. According Taber (2017), Cronbach alpha needs to be more than 0.7 and lower 
than 0.96. Overall, the findings show that the Cronbach’s Alpha fall between 0.877 to 0.911 
where all is acceptable.  
 

Table 2 Cronbach’s Alpha 
 

Construct       Items                      Cronbach’s Alpha 
Women leadership behavior 14 0.907 
Work life balance (WLB) 12 0.885 
Personality 12 0.877 
Emotional intelligence (EI) 10 0.911 

 
Table 3 shows the Pearson Correlation of women leadership behaviour construct. The Pearson 
Correlation value of women leadership behaviour was reported at 1.000 while each of the 
variable was found to be 0.737, 0.724, and 0.735, respectively. Overall, the findings show that the 
Pearson Correlation value of WLB, personality and EI is positively correlated to women 
leadership behaviour and significant at the 0.01 level (2-tailed) in this study. 
 

Table 3 Correlations 
 

Construct Women Leadership 
Behaviour 

WLB Personality EI 

Pearson Correlation - 0.737** 0.724** 0.735** 
Sig. (2-tailed)  0.000 0.000 0.001 

N  391 391 391 

**. Correlation is significant at the 0.01 level (2-tailed).  

*. Correlation is significant at the 0.05 level (2-tailed).  
 
Next, the regression results of WLB, personality and EI on women leadership behaviour using a 
significance level of 5% and one-tailed test, are summarised in Table 4. The findings from this 
study show that the relationship between WLB, personality and EI towards women leadership 
behaviour is positively significant, hence the hypothesis is supported. This implies that there is 
a significant relationship between WLB, personality and EI towards women leadership 
behaviour which conclude that these elements have relationship to attract women to become 
leader. As shown in Table 4, WLB (β=0.312, p=.000), personality (β=0.238, p=.000), and EI 
(β=0.381, p=.000) were positively related to women leadership behaviour. 
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Table 4 Testing the Relationship 
 

Relationship Beta t-Value p-Value Findings 
WLB -> WL 0.312 5.889 .000 Supported 
P -> WL 0.238 4.407 .000 Supported 
EI -> WL 0.318 6.177 .000 Supported 

 
 
5. CONCLUSIONS 
 
According to the regression analysis, all factors, including the WLB, personality, and EI, are 
positively related to women leadership behaviour. It can be demonstrated that the factors have 
a substantially connected influence on women ability to lead. According to the demographic 
profile, the majority of respondents are between the ages of 21 and 30, are married, and have 
family responsibilities in addition to their profession. That is to make these things more relevant 
to women leadership behaviour; they required all of that to become good women leaders and to 
entice them to be leaders, as there are few women leaders in the world. Women are afraid to 
hold leadership or higher positions in management because they are afraid that they will not be 
able to fairly distribute their time as most companies are used to dealing with men in meetings 
or discussions so they do not have any problem if they need to go home late a little bit but it is 
different for women who need to be home at specific times to manage their family, cooking, and 
other work at home. According to the findings of the survey, companies and institutions need to 
have flexible time management since we are currently dealing with an issue that makes it hard 
to come to work as normal for the time being, except in a certain sector. It is possible that 
management will gradually change in order to avoid discrimination and stereotypes against 
women in technical job. Most of the time, men leaders try to avoid hiring women because they 
believe women aren't tough enough for the job. According to statistics, the number of women 
students enrolled in engineering courses is fairly high when compared to males, since they are 
also interested in industries associated to engineering. 
 
There are several implications from this study as this study’s theoretical contribution could be 
very fruitful to the issues related to women, which were the diversity in leadership, especially 
in the engineering sector. According to Nor Sham et al. (2021), despite increased women in the 
labour force participation in Malaysia, the trajectory is quite different in the engineering area. 
Moreover, it also could contribute to a better understanding of the factors related to women 
leaders such as WLB, personality, and EI.  
 
WLB was needed for women who were in a higher position. Many women sacrifice their job 
advancement opportunities if they cannot balance work and other obligations (Guillaume & 
Pochic, 2009). This study shows the relation between WLB towards women leadership 
behaviour where it was significant. The value of the study was for researchers, scholars, 
practitioners, and organisations, including leaders and employees. This study was significant to 
the practitioners as it emphasises the diversity in the workforce (WLB, personality, and EI) 
towards women leadership behaviour. By exploring the significant role of knowledge sharing, 
this study could scientifically convince Human Resource (HR) Specialists to have a diverse 
workforce, which fairly considers recruiting women as leaders, not just picking men as the 
leader where women already had the level that they were suitable to be led. HR Specialists also 
could conduct training on how to increase WLB among the appointed engineer in the companies. 
Moreover, this study has significant value to the HR Department due to the organisation 
achieving a high level of creativity by offering a diverse workforce. In other words, the 
involvement of all women employees that had opportunities to be a leader in the organisation. 
In addition, this study could increase the number of women in the management team since it 
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had been mentioned that Malaysia needs more human capital in the science and technology field 
to achieve the Industrial Revolution 4.0 by the Chairman of the Malaysia Institute for Innovative 
Nanotechnology (NanoMITe) and Chairman of the Board of Directors of the International 
Science, Technology and Innovation Center (ISTIC) under UNESCO (Chin, 2017). 
 
There were several limitations of this study. Firstly, the limitation of the study was their lack of 
previous research that studies women leadership behaviour. Even though studies on leadership 
were many, studies on women leadership behaviour were very small. Most of the study was 
about both genders or studies on leadership style. There was a lack of studies that focused only 
on women engineers, of which women also had many that give a good impact on the industry. 
In addition, there were difficulties in getting the population as there were no data on women 
only, but the cumulative number of engineers in Malaysia was from the BEM. It was quite 
difficult to find the recent article with data on women engineers, but no article was suitable. 
Other than that, the other limitation which was the biggest problem that occurred was there 
were difficulties in distributing questionnaires, as there was a restriction on movement where 
the only way to collect and reach the respondents was by email and contact through social media 
as more and more companies, were using social media as WhatsApp for communication and not 
using the office number anymore. 
 
Some suggestions and recommendations could be used for future research to get good and 
reliable results. Future researchers should study various sectors as many industry types such as 
aerospace, agriculture produce, beverages, footwear, furniture, and others to make the research 
more reliable specific to each industry. It was because different industries may have different 
results. Besides, the study could also be studied in more depth where research includes the 
dimension for each variable. For example, WLB dimensions were workplace inclusion, family 
support, employee benefit, time management, co-worker support, and supervisor-subordinate 
relationship. Studying through dimensions will get more specific reasons or elements that could 
influence women to be leaders. Lastly, the study could also be a qualitative study where data 
could be collected through interviews or focus for future researchers. It could get a more 
accurate and reliable result because face-to-face interviews had been made and could get more 
explanations from the respondents if any words or sentences were not understood. 
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