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Abstract

This study aims to identify the effect of blue ocean leadership style on strategic decision making and it also aims to examine the mediating 
role of organizational politic and moderating role of emotional intelligence in the Government Link Companies (GLCs) in Malaysia. 
In order to achieve the objective of the study, a research framework had been developed to establish a relationship among the variables of 
the study based on resource-based view theory. Questionnaire method was used to collect the data form middle to top level employees in 
GLCs. All the items in the study’s variables were assessed using the 5-point Likert scale. A stratified random sampling technique was used 
to identify the sample for this study. Data was derived from 135 middle to top level employees, which were involved in decision making 
process. The data was analyzed using the SPSS and the SmartPLS 3.0 software. This supplemented the theory surrounding blue ocean 
leadership styles and strategic decision making. The study also identified several avenues for further research by using different research 
methods and examining the impact of strategic decision making in different contexts. 
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given considerable attention to leadership effectiveness in 
attaining high performances of GLCs. The organization is 
undoubtedly a systemic network that is both complex and 
dynamic. Like any other organization, quality strategic 
decision-making is the dominant element and essence of 
leadership for GLCs (Ejimabo, 2015). For this reason, this 
study is conducted to examine how important it is for an 
organization to practice the blue ocean leadership style by 
implementing the appropriate emotional intelligence and 
managing organizational politics that occurs when making 
strategic decisions for the organization. 

Organizational politics, leadership styles and strategic 
decision making are widely studied variables in management 
literature (Bergmann et al., 2011; Hu, 2010; Jam et al., 2011; 
Vigoda-Gadot, 2000). However, even though a wide range of 
theories has been developed, there are still more unexplored 
challenges, and there is a gap to be filled in the academia 
on how to think about leaders for the next generation (Dinh 
et  al., 2014). Other than that, leadership style, strategic 
decision making, organizational politics, and emotional 
intelligence are one of the major contemporary business 
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1.  Introduction 

In recent years, research on strategic decision making 
and leadership styles have attracted considerable attention. 
The interest in undertaking research in this field is 
particularly noticed in the context of Government Link 
Companies (GLCs) since the Malaysian government has 
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topics. They are the important factors for business survival 
in this global competitive market environment. Research 
related to these topics can be found in many professional 
journals, yet, lack of study has examined the relationships 
among these four variables.

In the rigorous environments, valuable strategy has 
become a significant tool that helps firms survive and sustain 
(Phornlaphatrachakorn & Na-Kalasindhu, 2020). Leadership 
is a highly complex phenomenon. Leadership theories are 
the explanations of how and why certain people become 
leaders (Nausad, 2021). Following this managers who are in 
a decision-making position in an organization will be able to 
make plans in an even more conscious way in the effective 
use of related resources and increasing efficiency in general 
(Nguyen et al., 2020). Thus, an improved understanding of 
the effect of blue ocean leadership style on strategic decision 
making could help to contribute to the better performance 
of GLCs in Malaysia. This will make GLCs competitive 
with developed and developing countries. This study, which 
consist of widely studied variables in the management 
literature, will provide insights into how strategic decision 
making, leadership styles, organizational politics, and 
emotional intelligence could contribute to GLCs. 

2.  Literature Review 

2.1.  Theoretical Background 

The current study was underpinned and guided by 
resource-based view theory (RBV). RBV was put forth 
originally by Wernerfelt (1984) and popularized by Jay 
Barney (1991). According to RBV theory, organization 
can achieve sustainable competitive advantage when they 
effectively manage the resources owned or obtained (Jay 
Barney & Hesterly, 2019). As applied to this study, the 
RBV theory provides the conceptual lens to understand 
how the organization factors that strategic decision making, 
blue ocean leadership style, emotional intelligence and 
organizational politic, may contribute to the organization 
success, as it is viewed as organizational unique resources. 
On  the grounds of this theory, the study attempted to 
developed context-specific models for evaluating the 
contribution of capabilities and competencies to a leader 
in his or her efforts to perform strategic decision-making 
in GLCs. 

2.2.  Hypotheses 

2.2.1. � Blue Ocean Leadership Style and  
Strategic Decision Making

Leadership is what leaders do to influence a group to 
achieve some defined goals. In order to successfully perform 

the activities, leaders must make decisions at every step to 
achieve the desired results. Thus, effective decision making 
is one of the attributes of an efficient leader as per Eberlin 
and Tatum (2008). Study by Carmeli et al., (2012), shows 
that there are not many findings on how leadership influences 
strategic decision making. The study of strategic decision 
making remains very important and much more empirical 
research is required before any definitive conclusion can 
be reached (Shafie et al., 2017). However, there is still a 
limited number of studies, including empirical studies, 
which examines the effect of blue ocean leadership style on 
strategic decision making. Jamian et al., (2011) also noted 
that numerous studies have been conducted in the areas of 
leadership and management which indicate that decision 
making style is a prime factor that contributes to the success 
of leaders. Besides that, different variables are considered to 
determine the choice of one’s leadership style. In accordance 
with these studies, it is possible to see that individuals’ choice 
of leadership style can influence strategic decision making. 
As for this study, it will be focusing on strategic decision 
making. Based on the literature, this study hypothesizes 
the following.

H1: There is a significant effect of blue ocean leadership 
style on strategic decision making.

2.2.2. � Blue Ocean Leadership Style and  
Organizational Politics

Political skills are particularly vital for managers and 
leaders. There is an increasing call for politically aware and 
politically skilled leaders, whether it comes to dealing with 
external policies, formal politics, organizational strategies 
or internal politics (Hartley & Branicki, 2006). Effective 
leaders who possess political skills have the ability to 
moderate and minimise the negative effects of organizational 
politics (Robb, 2012). Saleem (2015) recommends the use 
of different leadership styles, as these may also affect the 
organizational politics in the organization. According to the 
literature, over the past years, organizational politics has 
been widely studied. Nevertheless, researchers have argued 
for the need for further examination of the issue (Bodla et al., 
2012), Blickle et al. (2013) also stated that even a growing 
body of research demonstrates that organizational politics is 
associated with leadership, the field still lacks understanding 
on how organizational politics makes leaders more effective. 
However, findings from studies conducted by Amirkabiri 
et al., (2006), show that there is no significant relationship 
between leadership style and organizational politics. Based 
on the literature, this study hypothesizes the following:

H2: There is a significant effect of blue ocean leadership 
style on organizational politics.
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2.2.3. � Organizational Politics and  
Strategic Decision Making

Organizational strategic decision making also opens 
a new dimension of politics, and politics is described as a 
module that prevents organizational decision making from 
being rational. Some studies reveal that organizational 
politics prevents achieving organizational goals because 
it causes functional difficulties which occurs because of 
external authorities (Ullah & Kamal, 2017). Findings by 
Abbas et al. (2014) suggest the need for further research on 
the relationship in organizational politics in different settings 
as this relationship is suggested to vary. Khairy (2019), 
highlight that politics has a lot of potential consequences on 
work outcome and can affect organizational processes such 
as decision making, promotion, and rewards either positively 
or negatively. However, in contrast, there is an assumption 
that organizational politics could not show strong effects 
on strategic decision making (Ejimabo, 2015). Usually, 
employees may involve in more political activities when 
they are given involvement in decision making (Riaz & 
Akbar, 2013). Based on literature, this study hypothesizes 
the following:

H3: There is a significant effect of organizational politics 
on strategic decision making.

2.2.4.  Mediating Role of Organizational Politics

Organizational politics, leadership styles and strategic 
decision making are widely studied variables in management 
literature (Bergmann et al., 2011; Hu, 2010; Jam et al., 2011; 
Vigoda-Gadot, 2000). Organizational politics is found to be 
partially mediating the relationship between leadership styles 
and organizational citizenship behaviour, and employees’ 
performance and commitment (Islam et al., 2013; Vigoda-
Gadot, 2007). Kimura (2012) examines the mediating role of 
organizational politics between transformational leadership and 
job satisfaction in the Japanese context. However, according 
to Child et al. (2010), very little information is available on 
the influence of organizational politics on strategic decision 
making. Vigoda-Gadot (2007), found that organizational 
politics is a partial mediator between leadership styles and 
employee performance. Some authors have emphasized the 
potential positive effects of political behaviour (Gotsis & 
Kortezi, 2010). It has been argued that decision makers need 
to be aware of political tactics and sometimes use them to 
defend their firms’ interests and overcome the negative effects 
of other people’s political tactics (Ejimabo, 2015). Based on 
the literature, this study hypothesizes the following:

H4: Organizational politics mediates the relationship 
between blue ocean leadership style and strategic decision 
making.

2.2.5. � Emotional Intelligence and  
Strategic Decision making

Considering the crucial role of decision making in 
management, studies have revealed that there is a strong 
role of emotions in decision making process (Westaby 
et  al., 2010). Similarly, Kasapi and Mihiotis (2014), 
state that emotional intelligence supports the whole 
decision making process, leadership effectiveness, and 
strategic and technical outcomes. Past studies that have 
been carried out by different researchers on emotional 
intelligence, focused on the impact of emotional 
intelligence on leadership and decision making skills 
(Erenda et al., 2014; Richard & Sumathi, 2015). Based 
on previous literature, there was no past research on the 
relationship between emotional intelligence and strategic 
decision making. Emotional states become, therefore, an 
essential and predictable element in understanding the 
decision making process as well as in unveiling the most 
relevant behavioral and emotional competencies involved 
(Bouzguenda, 2018). Based on the literature, this study 
hypothesizes the following:

H5: There is a significant effect of emotional intelligence 
on strategic decision making.

2.2.6.  Moderating Role of Emotional Intelligence

It has been well established in empirical literature 
that emotional intelligence and organizational politics 
positively and negatively influence employee outcome 
(Shrestha & Baniya, 2016). Study by Zibenberg (2017), 
shows that the association between emotional intelligence 
and employees’ work outcomes might be moderated by 
organizational politics. Several studies have been carried 
out among public sector employees, which reported the 
moderating role of emotional intelligence in the relationship 
between organizational politics and job satisfaction as 
well as between organizational politics and employees’ 
absenteeism (Shariq et al., 2019; Vigoda-Gadot & Meisler, 
2010). It is proposed that emotional intelligence will 
moderate the negative relationship between organizational 
politics and job satisfaction and a positive relationship 
between organizational politics and counterproductive work 
behaviours. Yet, despite two recent meta-analyses the effects 
of organization politics on several outcomes, the variables 
are still inconclusive (Hochwarter et al., 2020; Kapoutsis & 
Thanos, 2016). Based on the findings by Shkoler and Tziner 
(2017) and Raman et al., (2016), emotional intelligence plays 
a moderating role for organizations with job satisfaction, 
employee absenteeism as well as counterproductive work 
behaviours. However, no study has yet been attempted to 
examine the relationship between organizational politics 
and strategic decision making with emotional intelligence 
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as a moderating variable. Based on the literature, this study 
hypothesizes the following:

H6: Emotional intelligence moderates the relationship 
between organizational politics and strategic decision 
making.

3.  Research Methodology

3.1.  Sample and Data Collection

Sample taken for this research comprises of all those 
employees who are involved in decision making process 
which is usually from middle management to the top 
management and they also involve in the decision making 
at the Malaysian 20 largest Government Link Companies 
(GLCs) which were recognized by the Khazanah Nasional. 
For this study, the selection of respondents for each 
organization, by using systematic sampling. Firstly, list of 
employees from middle to top level is requested from the 
Human Resource Department in all the selected sectors. 
Next, a random starting point need to be selected and then 
picking every nth element from the list. The sampling interval 
is obtained as: 757/135 = 5. Then a random number between 
1 and 5 was selected as 4 by way of simple random sampling 
methods. Therefore, from the name list received from the 
Human Resource Department, all the 5th numbers from the 
list is selected. From the population, based on the calculation 
of G-Power, by using 0.15 effect size, and 14 predictors, the 
minimum sample size of this research is 135. In order to 
obtain 135 samples for this study, each selected sector will 
be presented by 7 to 11 middle to top level employees which 
are selected by systematic random sampling. 

A total of 151 survey questionnaire were distributed, 
out of which 148 responses were collected back, however, 
thirteen of the surveys were not usable as either only 
part of questionnaire was attempted Hence, only 135 
questionnaires are usable for analysis. Thus, given that 

the sample size examined in this thesis is 135, indicating 
an 89.0 percent of useable questionnaire. The study 
analyses the data with a 135-sample respondent out of 
which 75 respondents are female (55.00%) and male 
with 60  respondents (44.40%).  As for age, most of the 
respondents are aged between 31–40 years old (68.15%). 
One hundred and eight (80.00%) are Malay respondent 
which holds the highest number of respondents. Majority 
of the respondents are married (73 respondents, 54.10%). 
In terms of job position, highest number of respondents are 
from the general manager/manager with 108 respondents 
(80.00%). For number of years working in the present 
position, most of the respondent have worked for less 
than 5 years which is a total of 68 respondents (50.40%). 
Lastly, for number of years working in the current industry, 
highest number is for less than 5 years with 50 respondents 
(37.00%).

3.2.  Research Instrument

There are four variables in this study namely, blue ocean 
leadership style as the independent variable, strategic decision 
making as the dependent variable, emotional intelligence as 
the moderating variable and organizational politics as the 
mediating variable. The variables were constructed based 
from the existing scales in the literature. Likert scale 1–5 is 
used, where; 1 (strongly disagree), 2 (disagree), 3 (neutral), 
4 (agree) and 5 (strongly agree). Items which are presented 
in the questionnaires has been adopted from the previous 
studies as they have been illustrated in Table 1.

4.  Results and Discussion 

4.1.  Measurement Model

Using two-stage approach suggested by Henseler 
and Fassott (2010) and Ringle et al., (2012), the second-
order reflective blue ocean leadership styles; strategic  

Table 1: Measurement Items

Variables Sample of Items Sources

Strategic decision making “In my organization there are scheduled/
planned meetings to discuss important 
decisions in the organization”

Mkalama (2014)

Blue ocean leadership style “I identify and encourage opportunities for 
collaboration across or within the group”

Nur Lyana, Salina, Aerni, and Yunus (2015)

Organizational politics “In my organization, there has always 
been an influential group that no one ever 
crosses”

Ferris and Kacmar (1992)

Emotional intelligence “I am sensitive to the feelings of others” Bar-On (2004)
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decision making; emotional intelligence; and organizational 
politics is measured by using construct scores derived 
from the first-order constructs (Becker et al., 2012). For 
the second order construct the validity and reliability of 
the measurement is also assessed.

Validity is assessed by examining the construct validity, 
convergent validity and discriminant validity. Table 2 below 
confirms that the loadings of the first-order variable on the 
second-order variable (blue ocean leadership style, strategic 
decision making, organizational politics and organizational 
politics) are more than the cut-off value of 0.70, with 
reference to (Hair et al., 2019). The results also confirmed 
that the AVEs of the second-order model is greater than 0.50. 

Thus, the results proved that convergent validity exist for the 
second-order constructs of this study.

Next, discriminant validity is assessed using the 
heterotraitmonotrait ratio (HTMT). Henseler et al. (2015) 
have suggested the assessment of the HTMT correlations 
to examine the discriminant validity. This recent approach 
shows the estimation of the true correlation between the two 
latent variables. A threshold value of 0.90 has been suggested 
for HTMT (Henseler et al., 2015). Above 0.90 shows a 
lack of discriminant validity. Furthermore, the confidence 
interval of the HTMT should not involve the value of 1. 
Table 3 shows that HTMT criterion has been fulfilled for 
this research. 

Table 2: Validity and Reliability Results

Second Order Variable First Order Variable Loading AVE CR

Blue ocean leadership style Visionary 0.83 0.61 0.87
Contingent reward 0.83
Courage 0.84
Idealized influences 0.83
Inspiration 0.87
Intellectual stimulation 0.85
Passion 0.87
Strategic thinking 0.80
Focus 0.78
Collaborate 0.82
Innovative 0.83
Willingness to change 0.92
Communication 0.87
Conventional 0.71

Strategic decision making Comprehensiveness 0.77 0.57 0.83
Formalization 0.83
Co-ordination device 0.86
Hierarchal decentralization 0.77
Internal politicization 0.82

Emotional intelligence Intrapersonal 0.89 0.64 0.91
Interpersonal 0.85
Stress management 0.75
Adaptability 0.80
General mood 0.77

Organizational politics General political behaviour 0.70 0.52 0.92
Go along go ahead 0.91
Pay and promotion 0.71
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To analyze the reliability of the second order construct, 
tests were conducted on composite reliability (CR) as 
suggested by (Hair et al., 2019). Measurement model has 
satisfactory internal consistency reliability when the CR 
of each variable exceeds the threshold value of 0.7. Table 
2 shows that the CR of each variable for this study ranges 
from 0.81 to 0.97 and it is above the recommended threshold 
value of 0.70. The results indicate that the items used to 
represent the variables have satisfactory internal consistency 
reliability (Table 3). Therefore, the conditions of reliability 
and validity has also been met for the second stage model.

4.2.  Structural Model

The following subsections discuss the tests used to assess 
the validity of the structural model for this study. The validity 
of the structural model is assessed, as well as the mediating 
and moderating relationships that are being proposed in the 
research model.

The significance of the paths in the PLS model is 
computed by running bootstrapping procedure in PLS 
(Hair et al., 2019). As shown in Table 4 four path from 
blue ocean leadership style, strategic decision making, 
organizational politic and emotional intelligence were 
statistically significant as their t-value were all above the 
suggested value which is 1.645 and 2.33. Coefficient of 
determination (R2), represents the amount of variance in the 
dependent variable, in this study strategic decision making, 

that is explained by the model. As shown in Table 6 below 
R2 value for strategic decision making is 0.61, which can be 
considered moderate; it indicates that 61% of the variance 
in the strategic decision making is explained by blue ocean 
leadership styles.

Blindfolding was used to cross-validate the model’s 
predictive relevance for each of the individual dependent 
variables, the Stone-Geisser Q2 value (Stone, 1974). The 
guidelines for evaluating the Q2 value indicate that values 
of 0.02, 0.15, 0.35 represent small, medium, and large 
relevance for a specific endogenous latent variable (Hair 
et al., 2017). Table 4 shows the result for Q2, which indicates 
satisfactory values of predictive relevance for the dependent 
variable of strategic decision making demonstrated the large 
predictive validity of the strategic decision-making model 
(Chin, 2010). 

Next, to test the mediation effect in this study, a 
bootstrapping test was conducted. As shown in the Table 5, 
the result shows that blue ocean leadership style has a positive 
effect on strategic decision making (β = 0.49, t = 6.01**, 
p-value < 0.05). Then, the mediating effect of organizational 
politics on the relationship between blue ocean leadership 
style and strategic decision making  is  tested. The results 
show that the indirect effect (β = 0.07, t = 1.59, p < 0.01) 
is not significant, which implies that organizational politics 
(H4) does not have indirect influence on strategic decision 
making, indicating that there is no mediating effect. 
Next, the 95% bootstrapped confidence interval bias is 
calculated. The result as in Table 5 below indicates that 
the indirect effects 95% bootstrapped confidence interval 
bias [LL = −0.01, UL = 0.18], the result shows there is no 
mediating effect (Preacher & Hayes, 2008). Thus, it can 
be concluded that organizational politics does not mediate 
the relationship between blue ocean leadership style and 
strategic decision making. 

As for moderating analysis, bootstrapping procedure 
is used to test the significance of the path coefficient. The 
results in Table 6 revealed that the direct relationships 

Table 3: Discriminant Validity Result – HTMT Criterion

#1 #2 #3 #4

#1 Blue ocean leadership style

#2 Emotional intelligence 0.73

#3 Organizational politics 0.42 0.48

#4 Strategic decision making 0.74 0.68 0.56

Table 4: Bootstrapping Results 

Relationship Path 
Coefficient

Standard 
Error T-value Decision R2 f 2 Q2

H1 Blue ocean leadership style → 
Strategic decision making

0.49 0.08 6.01** Accepted 0.61 0.26 0.34

H2 Blue ocean leadership style → 
Organizational politics

0.42 0.06 6.86** Accepted 0.32

H3 Organizational politics →  
Strategic decision making

0.21 0.07 3.59** Accepted 0.38

H5 Emotional intelligence →  
Strategic decision making

0.17 0.09 1.88** Accepted 0.21

Note: t-value more than 1.645 at *p < 0.05, t-value more than 2.33 at **p < 0.01.
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Table 5: Result of Mediating Effect using Bootstrapping 

H4: BOL → OP → SDM Confidence Interval

Std. Beta (β) t-value p-value 95% LL 95% UL

Without Mediator

Direct effect (BOL → SDM) 0.49 6.01** 0.00 0.54 0.73

With Mediator

Direct effect (BOL → SDM) 0.15 4.35** 0.00 0.37 0.59
Indirect effect (BOL → OP → SDM) 0.07 1.59 0.00 −0.01 0.18
Total effect (BOL → OP → SDM) 0.34 5.54** 0.00 0.23 0.47
Mediation Effect No
Hypothesis Result H4 rejected

Note: BOL: Blue ocean leadership style; OP: Organizational politics; SDM: Strategic decision making; LL: Lower level; UL: Upper level;  
**p < 0.05, t-value > 1.96.

Table 6: Result of Moderating Effect using Bootstrapping

Hypothesis Main 
Effect

Interaction 
Effect t-values Decision R2 Q2

H3 Organizational politics → Strategic 
decision making

0.21 0.07 3.59** Accepted 0.23

H5 Emotional intelligence → strategic 
decision making

0.17 0.09 1.88** Accepted

After Adding Moderator

H6 Emotional intelligence × organizational 
politics → strategic decision making

0.16 4.24* Accepted 0.52 0.18

R2 changes 0.29

Note: *1.645 < 0.05; **2.33 < 0.01.

of organizational politics and strategic decision making 
are significant with t-value 3.59**, as well as emotional 
intelligence and strategic decision making with t-value 
1.88** and R2 of 0.23. The moderating effect from emotional 
intelligence is found to be significant as the t value is 
recorded at 4.24**(p-value < 0.01, more than 2.33**). The 
analysis indicated the changes of the direct effect and R2 
value after the implementation of emotional intelligence as 
moderator, where the R2 changed from 0.23 to 0.52 (changes 
of 0.29). Thus, based on the analysis in Table 6 below, the 
results showed that the significance of R2 increased. 

4.3.  Discussion

The results from the statistical analyses indicate a 
significant effect of blue ocean leadership style on strategic 

decision making and the hypothesis was accepted (β = 0.49, 
t = 6.01**, p < 0.01). These findings are certainly parallel 
with prior research by Elbanna et al. (2013), Salina and 
Wan Noordiana (2018) and Robert Mitchell, Shepherd, and 
Sharfman (2011). In addition, strategic decision making 
at the strategic level highly depends on the performance 
of the organization and executive thinking, leaders must 
be specializing in strategic thinking, as using strategic 
thinking allows analysis, exploration, and developing 
planning actions to attain the best feasible effective effect. 
Therefore, the findings suggest leaders to implement blue 
ocean leadership style because it could help leaders in 
implementing new thinking and different actions on how 
they could lead, manage, and think differently. Consequently, 
it can reasonably be deduced that the blue ocean leadership 
styles have a positive effect on strategic decision making.
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Next, results from the statistical analyses indicate a 
significant effect of the blue ocean leadership styles on 
organizational politics (β = 0.42, t = 6.86**, p < 0.01). This 
study support and expand the understanding on the effect of 
blue ocean leadership style on the organizational politics. 
Leader equipped with blue ocean leadership styles will most 
likely be able to manage organizational change effectively. 
Finally, a better understanding of the function of politics in 
organizations constitutes an opportunity for organizational 
leaders to find strategies that are specifically effective in 
reducing the antecedents of organizational politics. In sum, 
blue ocean leadership style has characteristics that can 
reduce organizational politics among employees. Therefore, 
it is expected that a blue ocean leader will create a better 
understanding among employees as to what is expected from 
them in the framework of their job. 

From the analysis of the results on the effect of 
organizational politics on strategic decision-making, 
the finding reveals that there is a significant effect of 
organizational politics on strategic decision-making (β = 
0.21, t = 3.59**, p < 0.01). It is similar with the findings by 
Ullah and Kamal (2017), and Riaz and Akbar (2013) who 
found that organizational politics have the most impact on 
the strategic decision-making. As environmental turbulence 
increases, strategic issues that challenge the way organizations 
plan and implement their strategies emerge with greater 
frequency. It also brings into question responsibilities as well 
as the balance of power and decision making between those 
who manage and those who govern. How organizational 
politics is related to leadership can be better understood from 
the fact that organizational leadership occurs in the context 
of groups, where followers are influenced by the leaders 
to ensure their commitment and voluntary involvement 
towards predetermined outcomes. Keeping employees 
involved in making decisions in an organization is one way 
to suppress the controversial presence of political agendas, 
however, a balanced approach should be considered when 
allowing employees more involvement in the direction of an 
organization (Hochwarter et al., 2020). 

The findings of this study reveal that organizational 
politics is not a mediator in the relationship between blue 
ocean leadership style and strategic decision making 
(β = 0.07, t = 1.59, p < 0.05). This happens because 
constructive political behaviors in an organization can 
influence leaders to enhance their strategic decision 
making in order to satisfy the blue ocean leadership 
leaders that they wish to follow. In addition to this, the 
strategic decision making by the blue ocean leadership 
style leaders will also be affected from the increase level 
of the organizational politics in the organization. As a 
result, organizational politics may cause the employees to 
detach either physically or mentally from the organization 
(Vigoda-Gadot & Meisler, 2010). 

In addition, the results also indicate that decision made 
by the leaders is influenced by their emotional intelligence 
(β = 0.17, t = 1.88*, p < 0.05) The result are supported from 
previous studies by Erenda et al. (2014), and Shrestha and 
Baniya (2016) who have emphasized the role of emotional 
intelligence in strategic decision making. A leader who is 
emotionally intelligent is self-aware and intuitive to others. 
Besides, with the presence of emotional intelligence, it 
may have great benefits for the organization, in a way that 
the emotional intelligence skills can enhance the decision 
outcome and improve the quality and effectiveness of leader’s 
strategic decision making. They can effectively manage their 
relationships with people and importantly, great strategic 
decision makers will have the ability to empathize with 
others and are effective communicators. This study provided 
further evidence for the effect of emotional intelligence on 
leader’s strategic decision-making. 

Apart from that, the findings additionally revealed that 
emotional intelligence plays a crucial role in influencing 
organizational politics and strategic decision making, with a 
positive coefficient path (β = 0.16), which was significant at 
0.01 (t = 4.24**). The result is consistent with the previous 
findings, which proposed that emotional intelligence has 
moderating effects (Shrestha & Baniya, 2016; Zibenberg, 
2017). The research findings are useful for the management 
to develop future strategies effectively and to enhance the 
level of productivity in employees. Organizations and 
individuals can also benefit from the practical application of 
emotional intelligence skills in which it enhances individual 
and organizational decisions and outcomes, and turns into 
a strategy for the improvement of the individual’s and 
organization’s ability to evaluate the effect and consequences 
of decisions, at the same time enhancing the quality and 
effectiveness of the strategic decision making. 

5.  Conclusion

The purpose of this study is to examine the effect of the 
blue ocean leadership style on strategic decision making, 
with emotional intelligence as moderating variable and 
organizational politics as mediating variable. Underpinned 
by the research findings mentioned herein, this study 
sheds additional light on leadership, strategic decision 
making, organizational politics and emotional intelligence 
by providing empirical evidence with regards to the 
relationships among these four variables. The findings of 
this study suggest that by offering a research framework 
that explain the strategic decision making, this study 
contributes to some practical implications that are beneficial 
to the leaders and which could enhance the leaders’ strategic 
decision making ability. Other than that, research findings of 
this study can also be used as a guideline by the management 
to improve the organization’s strategic decision making. 
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In addition, the study could assist managers in their current 
situation in improving future performance regarding the 
process of strategic decisions on their organization. Future 
research could increase the generalizability of the findings 
by including organizations of all sizes would significantly 
contribute to understanding the link between leadership and 
strategic decision-making practices in the organization. The 
study can be replicated to other organizations, which include 
family business, state owned enterprises, private companies 
and governmental organizations, in order to broaden the 
scope of the findings. 
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