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Abstract 
 

The purposes of this paper are to identify the reliability and validity of the blue ocean leadership items. Blue ocean leadership (BOL) 

focuses on what leaders need to do, not on who they need to be, which is far easier to change and has a direct impact on performance. 

Stratified sampling is use to select the sample. Data is collected using survey method. Total of 500 questionnaire are distributed to mid-

dle to top level manager from the Government Link Companies (GLCs) and Multinational Companies (MNCs). Two type of analysis are 

used in this study in order to analyze the data which is exploratory factor analysis (EFA) and confirmatory factor analysis (CFA). Base 

from the analysis, 63 items could be used to measure BOL variable. These findings contribute to new knowledge in leadership study. 
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1. Introduction 

The complexity of the business world is growing due to organiza-

tional structure (Taylor, 2003), turbulent environments 

(Eisenhardt, 1989), changing governance systems (Kakabadse & 

Kakabadse, 2007), and resources (Bulmer & Solomos, 2004) 

which has put focus on organizational leadership (Higgs, 2009; 

Menz, 2012). The role of leaders in organizations has shifted and 

the success of any organization depends on the leadership styles 

applied by the leaders in current business environment (Saleem, 

2015). Over the last twenty years, researchers has been focusing 

on a leadership styles develop by Bass and Avolio (1997), and 

now there is a new leadership styles which is known as blue ocean 

leadership. It follows a systematic process built on analytical tools 

that is driven by respected senior managers that is according to 

three principles of fair process which include engagement, expla-

nation and expectation clarity (Kim & Mauborgne, 2014). 

Malaysian government has disclosed its Vision 2020 in the early 

1990s to steer the country towards accomplishing the status of a 

developed country by the year 2020 (New Straits Times, 2015). In 

order for Malaysia to be able to produce a knowledgeable, produc-

tive, proactive and multi-skilled generation by 2020 to be 

achieved, applying a blue ocean leadership styles is seen as a 

method that is extremely relevant to the process of preparing 

future leader. Thus the objective of this paper is to identify the 

blue ocean leadership factors, which could contribute towards the 

body of knowledge in the field of leadership. 

2. Literature review 

2.1. Leadership 

Every leader in an organization performs certain roles for the 

smooth running of the organization and improvement of organisa-

tional performance. The manner the leader performs these roles 

and directs the affairs of the organisation is referred to as his or 

her leadership style (Tandoh, 2011). Leadership style is also an 

approach of providing direction, implementing plans, and motivat-

ing people (Northouse, 2015).  

A leadership style is a part of the overall leadership concept and 

indicates the manner or process of social influence which a leader 

can lead and enlist the support of subordinates to accomplish a 

task (Chan, Ng, & Jee, 2012). The leadership literature considers 

two styles of leadership: transformational and transactional 

(Ismail, Mohamad, Mohamed, Rafiuddin, & Zhen, 2010). In order 

to motivate the employees, the transformational uses intangible 

rewards like personal growth, self-esteem, and professional val-

ues, while the transactional leader uses tangible rewards (Keskes, 

2014).  

2.2. Blue ocean leadership (BOL) 

BOL was introduced by Professor W. Chan Kim and Professor 

Renee Mauborgne in 2014. It is based on the principles they de-

rived from the framework of their own creation Blue Ocean Strat-

egy (BOS) (Kim & Mauborgne, 2014). BOL helps leader to tap 

into the huge untapped ocean of talent and energy inside the or-

ganization which could help in increasing motivation, lower the 

turnover and recruiting costs, as well as increasing the employee 

satisfaction (Kim & Mauborgne, 2014). Previous findings by Wan 

Noordiana, Salina, and Nur Liyana (2016), also proves that BOL 

could help the organization to improve their leaderships as well as 

their organization performances. 

Besides untapping the talent, BOL also compromise of value in-

novation. Some researchers argue that leadership represents one of 

the most influential predictors for innovation (Mumford, Scott, 

Gaddis, & Strange, 2002; Stoker, Looise, Fisscher, & Jong, 2001) 

whereas leading innovations is considered to be one of the greatest 

challenges in today’s innovation processes (Oke, Munshi, & 

Walumbwa, 2009). BOL, could also help with adding value inno-

vation towards leaders by bringing new thinking and different 

actions to how they could lead, manage, and think differently 
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about their role and the challenges the organization faces (Kim & 

Mauborgne, 2014).  

Unlike most research in the field of leadership that has largely 

drawn on psychology and cognitive science, BOL looks to the 

field of strategy to inform the practice of leadership (Kim & 

Mauborgne, 2014). According to Kim and Mauborgne (2014), 

many companies that have wanted to implement innovative new 

strategies have felt that without a step change in their leadership 

capabilities, they were not equipped to move forward with a new 

strategy. Thus, instead of focusing on the traditional leadership, 

BOL could be a step of change in the organization leadership 

which could also help in improving the organization performance. 

3. Methodology 

This research was designed as exploratory study using quantitative 

approach. A stratified sampling was use to select respondent 

which were sampled from different groups. A questionnaire sur-

vey with a five-point Likert scale ranging from “strongly disa-

gree” to “strongly agree” which is scaled from 1 to 5, is used to 

gather primary data for this study. Questionnaire were distributed 

randomly among GLCs and MNCs middle to top level manager. 

The total number of questionnaire distributed are 500 question-

naires, and the number of questionnaires returned are 338 (66% 

response rate), however, only 329 will be use in this study as some 

questionnaire were not completed.  

Blue ocean leadership questions consist of 73 items which could 

be categorized to 13 factors. It compromise visionary with five (5) 

items, contingent reward with four (4) items, courage with three 

(3) items, idealized influences with four (4) items, inspiration with 

four (4) items, intellectual stimulation with three (3) items, pas-

sion with three (3) items, strategic thinking/planner with five (5) 

items, focus with five (5) items, collaborate with four (4) items, 

innovate with six (6) items, willingness to change with three (3) 

items, communication with three (3) items, and conventional with 

eighteen (18) items. 

Tapping the concept comprehensively enhances the credibility of 

the instrument. Three type of validity were discuss in this study 

which is the content validity, construct validity, and convergent 

validity. Content validity for this questionnaire has been validated 

by a panel of experts which are lectures in the field of manage-

ment. All this experts are lecturers in University Tenaga Nasional 

who validated the suitability of the research questionnaire to be 

used in Malaysian context. Construct and convergent validity is 

analyzes using two approach which is (1) Exploratory Factor 

Analysis (EFA) and, (2) Confirmatory Factor Analysis (CFA)  

4. Results and discussion 

4.1. Respondent profile 

The respondent for this study are 329 in total, where majority of 

the respondent are Malaysian with frequency of 324 (98.5%). The 

respondent compromise of female with 170 (51.7%) and male 

with 159 (48.3%). Their age are 20-30 years old (50.5%), 31-40 

years old (33.7%), 41-50 years old (10.0%), 51-60 years old 

(5.2%) and 61 years old (0.3%). Most of the respondent are Malay 

with 219 respondent (66.6%), followed with Chinse 64 (19.5%), 

Indian 44 (13.4%) and others 2 (0.6%). 

Respondent profile also shows that, from 329 respondent, 56.8% 

(187) are married, as for academic qualification, majority of the 

respondent holds a bachelor degree (67.8%). In terms of positions, 

206 respondents are executive (62.6%), while 112 (34.0%) are 

general manager. Lastly, in terms of number of years working in 

the position, from 329 respondent, most of them are working in 

the present position less than 5 years with frequency 214 respond-

ents (65.0%) and also less than five years in the industry with 

frequency 159 respondents (48.3%). 

 

4.2. Exploratory factor analysis (EFA) 

EFA is primarily used in the early stages of instrument develop-

ment when the researcher is trying to determine the underlying 

structure of the instrument. To determine whether the data is suit-

able for factor analysis, the following test was done which is (1) 

Kaiser-Meyer-Olkin (KMO) test was used to verify the sampling 

adequacy for the analysis should reacah > 0.6 and (2) Bartlett’s 

Test of Sphericity (BTS), should reach a statistical significance of 

less than .05. The KMO result as in Table 1 below was 0.890 

which means the sample size of this test is acceptable for factor 

analysis (Hair, Black, Babin, Anderson, & Tatham, 2010). As for 

BTS shows the significance number of below than 0.05 which 

indicates this study use an approprirate model for factor analysis 

(Gupta & Bansal, 2012). 

 
Table 1: KMO and Barlett’s test for BOL 

Dimension  KMO  Bartlett’s  Suitability 

BOL 0.890 .000 Suitable 

 

Next, EFA was done by using principal component analysis in 

order to extract indicators and categorize them into minimum 

numbers of dimensions (Gupta & Bansal, 2012). Varimax rotation 

procedures use to obtain simple factors structure (Hair et al., 

2010). The result is as in Table 2 below, shows that the extraction 

based on factor loading, according to Hair et al, (2010) factor 

loading is ±.30 to ±.40 are minimally acceptable.  

 
Table 2: Results for EFA 

Variable Extraction 

Visionary .430 
Contingent reward  .583 

Courage .633 

Idealized influence .555 
Inspiration  .503 

Intellectual stimulation .548 

Passion .434 
Strategic thinking/planner .639 

Focus .569 

Collaborate  .642 
Innovate  .639 

Willingness to change .401 

Communication  .528 
Conventional .538 

4.3. Comfirmatory factor analysis (CFA) 

CFA was conducted to analyzes measurement model, and to com-

firm the realibility and validity. Realibility test is analyzes thru 

composite realibility. As for validity two type of validity will be 

analyzes which is the (1) convergent validity, and (2) discriminant 

validity.  

First to test the reliability of the construct, composite reliability 

(CR) is done to test the internal consistency. As for this study, the 

result in Table 3, shows that CR is range from 0.838 to 0.909, 

thus, it is acceptable as it exceed the recommended value of 0.7 

suggested by Fornell and Larcker (1981) and Hair, Black, Babin, 

Anderson, and Tatham (2006). Thus, it could be concluded that 

each lantent variable has high internal consistency reliability.  

Next, for validity of the variable, convergent validity is first ana-

lysed. It is verified using the factor loadings of the indicators, 

average variance (AVE) (Sabri Ahmad, Zulkurnain, 

Khairushalimi, & Izzati, 2016). Convergent validity is adequate 

when constructs have an AVE of at least 0.5 with factor loading of 

each item at ≥ 0.6 (Fornell & Larcker, 1981; Hair et al., 2010). 

From Table 3 below , 10 items are deleted due to factor loading 

less than 0.6 which is CNVTL53, CNVTL54, CNVTL55, 

CNVTL59, CNVTL62, CNVTL63, CNVTL 69, CNVTL71, 

CNVTL72, CNVTL73. After the item is deleted, the factor load-

ing reported are ranged from 0.623 to 0.908, and considered ade-

quate. For AVE value, AVE reported for this study is range be-

tween 0.466 to 0.769. Eventhough the AVE value for conventional 

is 0.466 which is less than the suggested value 0.5, it still can be 



International Journal of Engineering & Technology 215 

 
accepted because according to Fornell and Larcker (1981) 

eventhough the AVE is less than 0.5, but composite reliability is 

higher than 0.6, the convergent validity of the construct is still 

acceptable.  

 
Table 3: Confirmatory Factor Analysis and Reliability Analysis 

Construct 
Measurement 

items 
Loading CR AVE 

Visionary 

V1 0.753 

0.883 0.601 

V2 0.744 

V3 0.799 
V4 0.801 

V5 0.778 

Contingent reward 

CR6 0.773 

0.861 0.608 
CR7 0.738 

CR8 0.794 

CR9 0.812 

Courage 

C10 0.845 

0.899 0.748 C11 0.908 

C12 0.840 

Idealized influence 

II13 0.813 

0.895 0.682 
II14 0.846 

II15 0.851 
II16 0.791 

Inspiration 

I17 0.785 

0.884 0.658 
I18 0.874 
I19 0.852 

I20 0.725 

Intellectual stimula-

tion 

IS21 0.861 
0.909 0.769 IS22 0.888 

IS23 0.88 

Passion 
P24 0.820 

0.869 0.690 P25 0.886 

P26 0.782 

Strategic thinking 

ST27 0.703 

0.862 0.556 

ST28 0.779 

ST29 0.773 

ST30 0.800 
ST31 0.664 

Focus 

F32 0.731 

0.860 0.551 

F33 0.751 

F34 0.800 

F35 0.695 

F36 0.731 

Collaborate 

CBLRT37 0.815 

0.892 0.673 
CBLRT38 0.848 

CBLRT39 0.836 
CBLRT40 0.782 

Innovative 

INVTE41 0.773 

0.904 0.610 

INVTE42 0.794 

INVTE43 0.828 

INVTE44 0.771 
INVTE45 0.806 

INVTE46 0.710 

Willingness to change 
WTC47 0.810 

0.838 0.633 

WTC48 0.777 

WTC49 0.799 

Communication 
CMNCTION50 0.832 
CMNCTION51 0.873 

CMNCTION52 0.819 

Conventional 

CNVTL56 0.623 

0.905 0.466 

CNVTL57 0.719 

CNVTL58 0.696 

CNVTL60 0.663 
CNVTL61 0.683 

CNVTL64 0.689 

CNVTL65 0.662 
CNVTL66 0.69 

CNVTL67 0.672 

CNVTL68 0.704 
CNVTL70 0.699 

Note: CNVTL53, CNVTL54, CNVTL55, CNVTL59, CNVTL62, 

CNVTL63, CNVTL 69, CNVTL71, CNVTL72, CNVTL73 Is Deleted 
Due to Loading Less Than 0.6. AVE=Average Variance Extracted, 

CR=Composite Reliability. 

 

Discriminant validity is analyses next. To confirm the discrimi-

nant validity, Fornell and Laker (1981) method is used. The result 

as shown in Table 4, reported that the value for the measurement 

model has a discriminant validity because the square root of the 

AVE is greater than squared correlation between constructs, which 

meet the criteria for Fornell and Laker (1981).  

5. Conclusion 

From the analysis above, it could be concluded that the measure-

ment fit, as it meet all the creiterion for convergent validity, dis-

criminant validity, as well as realibility, thus, this study suggested 

that the dimension for each variable in blue ocean leadership, 

could contribute towards new survey instrument for blue ocean 

leadership. Besides that, from the total of 73 items, 63 items could 

be use to measure BOL variable in further research. 

References 

[1] Bass & Avolio. (1997). Full range leadership development: Manual 

for the Multifactor Leadership Questionnaire: Mind Garden Palo 

Alto, CA. 

[2] Bulmer, M., & Solomos, J. (2004). Researching race and racism: 

Psychology Press. 

[3] Chan, P. H., Ng, P. K., & Jee, K. S. (2012). Identifying the Link 
between Leadership Styles and TQM Practices: A Conceptual 

Framework. Paper presented at the 2nd International Conference on 

Design and Concurrent Engineering. Melaka. 
[4] Eisenhardt, K. M. (1989). Making fast strategic decisions in high-

velocity environments. Academy of Management Journal, 32(3), 

543-576.  
[5] Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation 

models with unobservable variables and measurement error. Journal 

of marketing research, 39-50. 
[6] Gupta, K. K., & Bansal, I. (2012). Development of an instrument to 

measure internet banking service quality in India. Researchers 

World, 3(2 Part 2), 11. 
[7] Hair, Black, Babin, Anderson, & Tatham. (2006). Multivariate data 

analysis (Vol. 6): Upper Saddle River, NJ: Pearson Prentice Hall. 

[8] Hair, Black, Babin, Anderson, & Tatham. (2010). Multivariate data 
analysis (Vol. 7): Upper Saddle River, NJ: Pearson Prentice Hall. 

[9] Higgs, M. (2009). The good, the bad and the ugly: Leadership and 
narcissism. Journal of change management, 9(2), 165-178. 

[10] Ismail, A., Mohamad, M. H., Mohamed, H. A.-B., Rafiuddin, N. 

M., & Zhen, K. W. P. (2010). Transformational and transactional 
leadership styles as a predictor of individual outcomes. Theoretical 

and Applied Economics, 6(6), 89. 

[11] Kakabadse, N. K., & Kakabadse, A. P. (2007). Chairman of the 
board: demographics effects on role pursuit. Journal of Manage-

ment Development, 26(2), 169-192. 

[12] Keskes, I. (2014). Relationship between leadership styles and di-
mensions of employee organizational commitment: A critical re-

view and discussion of future directions. Intangible Capital, 10(1), 

26-51. 
[13] Kim & Mauborgne. (2014). Blue Ocean Strategy, Expanded Edi-

tion: How to Create Uncontested Market Space and Make the 

Competition Irrelevant: Harvard Business Review Press. 
[14] Menz, M. (2012). Functional Top Management Team Members A 

Review, Synthesis, and Research Agenda. Journal of management, 

38(1), 45-80. 
[15] Mumford, M. D., Scott, G. M., Gaddis, B., & Strange, J. M. (2002). 

Leading creative people: Orchestrating expertise and relationships. 

The leadership quarterly, 13(6), 705-750. 
[16] Northouse. (2015). Leadership: Theory and practice: Sage publica-

tions. 

[17] Oke, A., Munshi, N., & Walumbwa, F. O. (2009). The influence of 
leadership on innovation processes and activities. Organizational 

dynamics, 38(1), 64-72. 

[18] Sabri Ahmad, Zulkurnain, N. N. A., Khairushalimi, & Izzati, F. 
(2016). Assessing the Validity and Reliability of a Measurement 

Model in Structural Equation Modeling (SEM). 

[19] Saleem, H. (2015). The impact of leadership styles on job satisfac-
tion and mediating role of perceived organizational politics. Proce-

dia-Social and Behavioral Sciences, 172, 563-569. 

[20] Stoker, J., Looise, J., Fisscher, O., & Jong, R. D. (2001). Leader-
ship and innovation: relations between leadership, individual char-

acteristics and the functioning of R&D teams. International Journal 

of Human Resource Management, 12(7), 1141-1151. 
[21] Tandoh, V. C. (2011). Effect of leadership behaviours on employee 

performance in Guinness Ghana Breweries Limited. Institute of dis-



216 International Journal of Engineering & Technology 

 
tance learning, Kwame Nkrumah University of Science and Tech-

nology. 
[22] Taylor, B. (2003). Corporate Governance: the crisis, investors’ 

losses and the decline in public trust. Corporate Governance: An In-

ternational Review, 11(3), 155-163. 
[23] Wan Noordiana, W. H., Salina, D., & Nur Liyana, B. (2016). Blue 

ocean leadership determinants. International Journal of Manage-

ment and Applied Science, 2(1), 72-75. 


