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Abstract: The success of the organization depends heavily on the competencies of the managers and 
leaders. They are responsible to develop and implement strategic plans, organize resources, lead and 
motivate human capital, and monitor and control to ensure effective implementation of the established 
plans. Managerial competencies are considered source for competitive advantage as they are valuable, 
rare, inimitable and non-substitutable. There are limited studies that have investigated the role of 
individual abilities or intelligences in influencing managerial competencies; thus, in an attempt to 
shed light and understanding into the influence of multiple intelligences on an individual’s managerial 
competencies, this study seeks the response from approximately 850 local university students by 
using HAMBA M1, a self-developed instrument to measure participants’ multiple intelligence scores.  
The responses collected from student samples were analyzed using regression analysis and the results 
indicate that Kinesthetic, Spatial, Linguistic, and Interpersonal intelligences are significant predictors 
of managerial competencies suggesting individuals with these abilities are likely to become 
competent managers who might contribute to the success of the organization. Managerial and 
research implications of the study are discussed.   
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INTRODUCTION 
 
 Stiff competition in the marketplace has forced organizations to focus on achievement-oriented culture. 
This practice has brought about a significant effect on how the leaders are recruited and developed. The 
challenge for managing organizations nowadays has never been greater.  Leaders are expected equip themselves 
with skills, knowledge, and expertise to deal with unending array of organizational problems.  As such, 
developing the right intelligence to cope with work demands; to develop and implement strategic plans, 
organize resources, lead and motivate human capital, and monitor and control to ensure effective 
implementation of the established plans, becomes a vital requirement for the leaders to lead the organization to 
achieve competitive advantage.  
 Equipping the leaders with a variety of intelligences, like those proposed by Gardner (1983, 1999), might 
create an ideal or perfect leader. However, in the real life, no one is perfect and finding the individuals with all 
the intelligences can be regarded as a never ending journey. All the human intelligences; linguistic, spatial, 
kinesthetic, musical, mathematical, interpersonal, intrapersonal, naturalist and spiritual intelligences, are 
conceptualized to be ingrained among the individuals but at different combination and different intensity. Some 
people have higher level of interpersonal intelligence but lower spiritual intelligence. There are a number of 
factors that might influence the development of these intelligences among the individuals such as family 
background, education level, affiliation with social establishment, and others.  
 The present study is intended to examine the extent to which the nine multiple intelligence dimensions of 
contribute to the managerial and leadership competencies among the students so that the required intelligences 
for leaders can be identified and nurtured so that the ideal future leaders can be prepared.  
 
Literature Review: 
Managerial Competencies: 
 Managerial competencies have broad definition that goes beyond the traditional views of task oriented 
behavior and contextual work performance. Managerial competencies refers to the set of competencies, namely 
success factors which include the key behaviors required for excellent performance in a managerial role and 
provides a road map for the range of behaviors that produce excellent performance (Schoonover, Schoonover, 
Nemerov & Ehly, 2000). 
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 Kay and Russette’s (2000) study on hospitality managers found that there are five major types of 
managerial competencies namely; (1) recognizing customer problems; (2) portraying enthusiasm; (3) 
maintaining professional and ethical standards; (4) cultivating a climate of trust; and (5) adapting creatively to 
change. These human skill elements help service providers to satisfy customers and gain their loyalty. Being a 
good manager in serving customers requires the person to be socially effective. A social effectiveness construct 
that predicts managerial competencies was developed by Semadar, Robins and Ferris (2007) which comprise of 
self-monitoring, leadership self-efficacy, emotional intelligence and political skill. 
 Meanwhile, from the technical industry point of view, Rajadhyaksha (2005) classified managerial 
competencies to comprise of perseverance, quest for learning, business understanding, visualization and 
attention to detail. Certain aspects such as visualization and attention to detail are especially true considering 
that technical and structural nature of the design and manufacturing processes involved in the industry. 
However, managers from the accounting, law and other services and customer-intensive industries ought to 
possess these skills in producing the intangible products. 
 Others view managerial competencies as manifestation of intelligence quotients (IQ) that enhances skills 
and abilities to become more productive. Kutz (2008) assimilate the concepts of context, intelligence, intuition 
and experience into a model called the contextual intelligence. Managers who have contextual intelligence 
should be able be acutely aware of any impending situation, and immediately adjusting their leadership behavior 
to exert influence and make proper decisions.  Other than IQ, spiritual quotient (SQ) and emotional quotient 
(SQ) also played vital roles in strengthening a manager’s competency.  When mediated with internal locus of 
control, spiritual quotient and emotional quotient are better predictors of managerial competencies as compared 
to intelligence quotient (Soebyakto, 2012).  
 Despite of the numerous theories and constructs of managerial competencies in the literature, Wu, Lee and 
Tzeng (2005) argued that no single managerial competency model that is fit to be used across all organizations 
especially when they need to adapt to environmental changes. Dive (2004) claimed that the existing managerial 
competency model contains too many intended competencies which makes it difficult and unfavorable be 
implemented. Six is the optimum number of managerial competencies to be suggested. 
 Wu, Lee and Tzeng (2005) establish sets of managerial competencies tailored for different tiers of 
managers; lower level managers, middle level managers and senior managers. For the senior managers, the 
competency elements involve negotiation, creating a supportive environment, managing team dynamics, 
understanding the organization, and taking strategic actions. Meanwhile the competency of middle level 
managers should involve informal communication, personal drive and resilience, and self-awareness and 
development. And finally for lower level managers, Information gathering, analysis, and problem solving, 
budgeting and financial management, understanding the industry, and cultural openness and sensitivity form the 
managerial competency construct. Variety of ways should be use when collecting essential data to develop the 
managerial competency model, including using questionnaires, focus groups, and interviews (Schoonover, 
Schoonover, Nemerov & Ehly, 2000).  
  
Multiple Intelligences: 
History of Intelligence Research: 
 Earlier work on intelligence has been strongly influenced by the Stanford-Binet paradigm of intelligence 
(Binet 1905/1916; Binet & Simon, 1916/1983). Binet was an educational psychologist with the background of 
law and medicine. His concern with intelligence testing was highly practical and theoretical as were most of 
early attempts to measure intelligence (Spearman, 1904; Terman, 1916). The approach fit well within the 
environment of operationalism, which flourished at that time. Early definition of intelligence embraced this 
approach defining it as, “intelligence as a measurable capacity must at the start be defined as the capacity to do 
well on an intelligence test. Intelligence is what the tests test” (Boring, 1942). 
 With the emergence of cognitive revolution, the operational definition of intelligence began to subside. In 
the 1960’s, researchers started to move beyond the realm of pure observation into speculation as what really 
occurs in the brain and the idea that intelligence is what intelligence tests measure is no longer sufficient. By the 
1980’s, there were those who questioned whether or not intelligence should be within the sole domain of the 
psychometricians. Robert Sternberg (1985) has proposed a triarchic theory of intellect: these arches encompass a 
component that deals with standard computational skill, a component that is sensitive to contextual factors, and 
a component that deals with novelty. He approached intelligence in terms of one’s ability to achieve success in 
one’s sociocultural context depending on the ability to capitalize on one’s strengths and to correct or 
compensate for one’s weaknesses. Sternberg emphasized that intelligence depends on one’s environment and 
the ability to adapt to it. Intelligence was no longer simply an objective measure but a means to an end.  
 Another psychologist, Howard Gardner was working on two different projects; adults with brain damaged 
and developmentally challenged children. He noted that people with brain damaged in a particular part of their 
brain, could function perfectly well on tasks that were localized in other parts of the brain. Gardner also noted 
that developmentally challenged children exhibited a similar as did adults with brain damaged. They were 
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perfectly capable of performing at high levels in some areas while struggling in others. The phenomenon is 
known as savant syndrome in which people with it have below average intelligence quotients, which classify 
them as mentally handicapped, but exhibit extreme genius in such areas as music, art or math. From his studies, 
Gardner defined intelligence as “a psychobiological potential to process information so as to solve problems or 
to fashion products that are valued in at least one cultural context”.  
 Gardner originally hypothesized that there are seven intelligences (Gardner, 1983). Eventually, he added an 
eighth intelligence (Gardner, 1999). Gardner’s eight intelligences are (a) Linguistic Intelligence, the ability to 
process and use language, (b) Logical-Mathematical Intelligence, the ability to understand and apply formal and 
informal rules of logic, (c) Musical Intelligence, the ability to compose, perform, or appreciate music, (d) Spatial 
Intelligence, the ability to recognize or manipulate patterns in either wide space or small space, (e) Bodily-
Kinesthetic Intelligence, the ability to use the body, or part thereof, to solve problems or create products, (f) 
Naturalist Intelligence, the ability to categorize and interpret the environment, (g) Interpersonal Intelligence, the 
ability to interpret and affect the motivation and intentions of others, and (h) Intrapersonal Intelligence, the 
ability to manage one’s own self in such a way to achieve one’s goals in life. Gardner strongly emphasized on 
affective introspection, however, anticipation and manipulation of the environment in such a way as to create 
desired affective responses are equally a relevant.  
 By the mid-1990’s, there were two clear schools of thought on how to view intelligence. One group 
embraced the traditional view of intelligence, which argued that intelligence is a unidimentional construct 
corresponding to logical or analytical and verbal ability. This school of thought emphasizes on a general level of 
intelligence as measured by standard tests, such as the IQ test or college entrance exams. Influential researchers, 
Herrnstein and Murray, ascertained that higher intelligence strongly relates to higher achievement and that many 
of the social problems faced today are associated to those who score poorly on the traditional measure of 
intelligence.  A more contemporary approach to intelligence was instigated by Goleman who argued that the 
type of intelligence measured by psychometricians was not as important as another type of intelligence, which 
he labeled as emotional intelligence.  
 Emotional intelligence refers to an ability to successfully manage emotional and interpersonal challenges. 
Goleman’s work was closely aligned with Sternberg’s since it focused on successful application of intelligence 
to real-life issues as opposed to pure analytic or verbal abilities. Besides, it was also strongly associated with 
Gardner’s work since it was comparable to two of Gardner’s eight intelligences. This school of thought 
emphasizes on multiple intelligences that go beyond analytical and verbal ability as it believes that traditional 
psychometric methods are less able to capture the full breath of these intelligences. People intelligence is better 
assessed by their ability to perform within some context that is valued by the society and culture in which they 
reside. 
 
The Multiple Intelligence Dimensions: 
 As proposed by Gardner (1999), eight dimensions of intelligence theory that should be applied in 
identifying and assessing the difference of human intelligence.   
  
Linguistic intelligence: 
 Linguistic and logical-mathematical intelligences are often associated with academic accomplishment. 
Linguistic intelligence involves the ability to use words effectively for reading, writing and speaking. It is 
central for providing explanations, descriptions and expressiveness. Teaching, journalism, and psychology are 
the career fields requiring skill in this area.  
 According to Gardner (1999), poetry writing is one of the linguistic intelligences examples that could 
demonstrate the human abilities to organize and construct the variations of phrases and sentences. But this 
ability is not enough to show the degree of personal aptitude which is also depending on the individual intuitive 
knowledge of linguistic form. Akbari and Hosseini (2008) indicated several factors of language use such as 
communication skills (linguist, interpersonal), meta-cognition (intrapersonal), and general cognitive abilities 
(mathematical), are corresponding and has a positive correlation with many aspects of MI. In line with this 
correlation, the language use strategies have been seen to have a significant relation to the language learners’ IQ 
scores.  
 
Logical-mathematical intelligence (Practical intelligence): 
 Logical-mathematical intelligence concerns skill in calculations as well as logical reasoning and problem-
solving. As Gardner (1999) explained this intelligence dimension as the aptitude to understand and solve the 
problem through mathematical approaches logically and analytically by applying scientific investigations. He 
also identified some professions, for examples mathematicians, philosophers, logicians and other “smart” 
individuals, as persons that have strong and acquire high level understanding in this intelligence. When dealing 
with multi-step, complex problem-solving and mental math, Logical-mathematical intelligence is the most 
required. Yalon-Chamovitz and Greenspan (2005) investigated the validation of a direct video measure for 
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practical intelligence, identified the possibility growth in practical intelligence by given the opportunity to the 
related individual to learn the age-relevant practical skills daily.  
 Sternberg et al. (2001) identified that tacit knowledge has negative influences on the academic intelligence 
and achievement. They also suggested having a separate implementation or independently while developing 
academic and practical intelligences. Meanwhile, Grigorenko and Stenberg et al. (2001) found that the physical 
and mental health play some effects toward the analytical intelligence (general intelligence) on self-reported 
adaptive functioning, subject to age and gender factors. Meanwhile creative intelligence shows marginal effects 
and consistent strong effect on practical intelligence.    
 
Musical intelligence: 
 Musical intelligence refers to the human intelligence that sensitive towards all sound elements like melody, 
tones, tempo, timbre, and emotion, and manifesting their feeling and ability through musical appreciation or 
actions such as listening, singing, composing or performing the musical instruments. Based related studies, the 
development of human musical intelligence starts in early age and gradually develop from time to time.  
 According to Gardner (1999), even the culture factors would also indirectly contribute to the development 
and competencies of musical skills. Chan (2007) in his study on MI based musical skill prediction on the gifted 
children, found that the combination of self-perceived strength with the weakness of bodily-kinesthetic 
intelligence contribute to superior musical aptitude prediction. Matare (2009) studied on the comparison based 
on improvisation methods on 24 musicians from Europe and Africa, to reflect upon their performance, found 
that self-expression, self-actualization, storytelling, communication, and social critique, also have a significant 
influence on the musical intelligence. 
 
Kinesthetic intelligence: 
 The Kinesthetic intelligence involves the ability to use one's body in differentiated ways for both expressive 
(e.g., dance, acting) and goal-directed activities (e.g., athletics, working with one's hands). According to 
Gardner (1999) this intelligence dimension is represented by three of object-related intelligences; (i) logical-
mathematical intelligence, (ii) spatial intelligence, and (iii) bodily intelligence. He described this dimension as 
the prospect of using the entire body or some elements of the human body in solving the problems or 
establishment of product. Career fields requiring this intelligence is choreography, acting, and directing movies 
or plays, and etc. Another career groups are karate masters, professional soccer players, gymnasts and others.  
 
Spatial intelligence: 
 Spatial intelligence refers to the ability to perceive the visual patterns accurately and to perform 
transformations and modifications upon one's own initial perceptions via mental imagery and is distinctively 
measured with mental rotation tasks. This dimension is also considered as mixtures of some or all abilities.  
“Spatial intelligence entails a number of loosely related capacities: the ability of to recognize instance of the 
same elements; the ability to transform or to recognize a transformation of one element into another; the 
capacity to conjure up mental imagery and then to transform that imagery; the capacity to produce a graphic 
likeness of spatial information; and the like”  
Gardner (1999) 
  
 These abilities above are functioning as a unit and their processes can strengthen the use one to another. 
Functional aspects of spatial intelligence include artistic design, map reading, and working with objects.  Visual 
artists, interior designers architect automobile mechanic or engineer are those require this kind of intelligence.   
 
Naturalist intelligence: 
 Naturalist intelligence relates to the skills to use pattern recognition to identify an individual’s species 
classification, create taxonomies, understand ecological systems, and to care for and manage the behavior of 
living entities and non-living objects. It also has been associated with the ability to classifying the objects with 
regard to significant similarities and differences among them (Gardner, 1999). Individuals strong in this 
intelligence display empathy, recognition, and understanding for living and natural things (e.g., plants, animals, 
geology). Careers requiring strong Naturalist skills include farmer, scientist, and animal behaviorist. 
 
Intrapersonal intelligence: 
 Intrapersonal intelligence includes the skills to conduct accurate self-appraisal, goal setting, self-
monitoring/correction, and emotional self-management. Intrapersonal intelligence is not similar to self-esteem, 
but it may be a strong factor in promoting self-confidence and effective stress management. As defined by 
Gardner (1999), this type of intelligence is related to the inner feelings and experiences of an individual that can 
stimulate his or her judgment and stand. Thus, it will relatively consider as among the important factors in 
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positive career selection and personal advancement (Shearer, 2004). Careers that require skills in Intrapersonal 
self-management include pilots, police officers, writers, and teachers.  
 At the same time, Furnham and Buchanan (2005) indicated that women have a higher intensity towards 
interpersonal and intrapersonal intelligences compared to men especially on neuroticism or emotional stability 
of personality. Meanwhile men have more self-confident about self-ability because their personality attributes. 
He also highlighted the culture factors could also influence the self-estimate of intelligences (Furhnam, 2001).     
 
Interpersonal intelligence: 
 Interpersonal intelligence highlights the ability to notice and make distinctions among other individuals and 
the ability to recognize the emotions, moods, perspectives, and motivations of people, are known to be critical 
factors in successful employment. The ability to manage people is required for managerial or leadership 
positions as well as teachers, counselors, and psychologists.  
 Schneider and Burton (2008) had highlighted the importance of this dimension as the forth school 
principalship’s pillar in educational management training purposes. Another three pillars are leadership, 
management, and pedagogy. This study had compared two groups of potential school principal, serving teachers 
and ex-military officers. Based on this finding, the teachers’ tendency of pillars were concentrated more on the 
pedagogical perspective rather than the latter group that more applicable on leadership and management. 
Different training approaches have been suggested in order to accommodate these distinct group characteristics 
subject to the personal intelligences scope. This study also has shown a significant relationship the inter-
personal intelligence with the intra-personal intelligence in developing the suitable training both groups.              
  
Spiritual Intelligence: 
 Spiritual Intelligence (spiritual smart) refers to the ability to think that there is an ultimate power that 
determines our destiny and that our attitudes and behaviors are in line with the ultimate goal; to achieve 
harmony and piece and more importantly, God’s blessings. Wolman (2001) used Psycho-Matrix Spiritual 
Inventory (PSI) to measure spiritual intelligence.  PSI was constructed using seven factors: divinity, 
mindfulness, intellectuality, community, extrasensory perception, childhood spirituality, and trauma. 
 
The Relationship between Multiple Intelligences and Managerial Competencies: 
 Interpersonal Intelligence is associated with the ability to recognize, emphasize and appreciate others’ 
motives, moods and intentions. Those with the ability are able to understand the feeling of other people around 
them especially their organizational counterparts and colleagues as the results of their actions and behaviors, 
making them better in terms of negotiating and creating supportive working environment in their own 
managerial capacity. Yew (2005) suggests that interpersonal intelligence has the potential to better predict 
performance outcome. Thus, Interpersonal intelligence is significantly related to management competencies. 
 Naturalist Intelligence concerns with the ability to appreciate the nature and living creatures. Putting a 
higher emphasis on managerial workload and thus ignoring the work-life balance, neglects the responsibility to 
take a good care the nature and living creatures because both aspects are closely and positively connected. 
Gardner (1999) proposed that the naturalist intelligence involved biophilia, wherein the naturalist “may well 
possess the talent of caring for, taming or interacting subtly with various living creatures”.  This may suggest 
that people with Naturalist Intelligence may have some sort of empathy, an important emotion which relates 
closely to understanding other people’s needs. Thus, Naturalist Intelligence is predicted to be significantly 
related to managerial competencies. 
 Intrapersonal Intelligence is related to being aware of one’s strengths and weaknesses and regulating 
thoughts and feelings to achieve personal goals. Being personally proficient allows an employee to become 
confident and competent in performing task accomplishments. The individual knows how to dispel negative 
thoughts or over-confidence that are proven to be self damaging. Intrapersonal intelligence can be nourished so 
that the leader is self-proficient in daily work routines through the practice of clear thinking, true self discovery, 
capability of managing stress, upholding integrity and demonstrating learning agility (Ulrich, Smallwood & 
Sweetman, 2009). Therefore, Intrapersonal Intelligence is significantly related to managerial competencies. 
 Spatial Intelligence is associated with the ability to think in three-dimensional perspectives and to transform 
one's perceptions and re-create aspects of one's visual experience via imagination. Those with this ability are 
able to virtually imagine the consequences of their actions and behaviors, thus, Spatial Intelligence is expected 
to be related to managerial competencies. Schmidt (2005) contended that job performance can be better 
predicted by general cognitive ability that is inclusive of spatial intelligence. 
 Kinesthetic Intelligence is connected to coordination of the whole body movements to achieve the desired 
goals. Managerial competencies are also related to some if not all, physical coordination of activities to achieve 
certain objectives. Those with high Kinesthetic Intelligence are able to be active and participative in their 
working environment. Gottfredson (2004) concurs that kinesthetic intelligence reflects mostly psychomotor 
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strengths such as eye-hand coordination, in which they are highly useful to assist a person in performing his or 
her job. Thus, Kinesthetic Intelligence is significantly related to Managerial Performance.  
 Linguistic Intelligence reflects the ability to think in words and to use language to express and understand 
complex meanings. Managerial competencies are associated with report writing and negotiating skills, thus 
making the two concepts to be significantly related. Visser, Ashton and Vernon’s (2006) found that there is a 
link between Linguistic Intelligence and work performance competencies. Therefore, individuals with Linguistic 
Intelligence are likely to establish a better managerial competency profile.  
 Musical Intelligence is related to the desire to achieve harmony in life, which is quite similar to the aim of 
managerial competency which is to achieving harmony in the working environment. Individuals with high score 
on Musical Intelligence are likely to establish a pleasant, undemanding, and informal work environment. Thus, 
it is expected that musical Intelligence is significantly related to managerial competencies. 
 Logical Intelligence reflects reasoning ability. Individuals with high reasoning ability are able to quantify 
their actions; weighing the positive and negative sides of their actions. In profit driven organizations, figures and 
details such as profit and loss, overhead costs and other numeral indicators are the key points to consider and 
analyze before making critical business decision. The ability to make decisions based on logic reasoning will 
ensure that the outcomes are positively accepted by the people and yet don’t jeopardize the organization’s future 
at the same time. Thus, Logical Intelligence is significantly related to managerial competencies. 
 Spiritual Intelligence involves achieving God’s blessings. Among the main religions, God has instructed the 
individuals to work as if they are going to live forever and to pray as if they are going to die tomorrow. Besides, 
being spiritually intelligence is about respecting the value of upholding righteousness while avoiding 
wrongdoings as promoted by most religions available. A person with spiritual intelligence is capable of being 
fully responsible, sincere and takes pride and honor of his or her own work. Thus, Spiritual Intelligence is 
significantly related to managerial competencies. 
 
Methodology: 
Measures: 
 Questionnaire with refined items for Multiple Intelligences known as HAMBA MI and Work-Life Balance 
were used during the data collection process. Multiple Intelligences consist of nine dimensions represented by 
Musical Intelligence (5 items), Kinesthetic Intelligence (7 items), Logical Intelligence (4 items), Spatial 
Intelligence (5 items), Linguistic Intelligence (9 items), Interpersonal Intelligence (8 items), Intrapersonal 
Intelligence (7 items), Naturalist Intelligence (8 items), and Spiritual Intelligence (6 items). The dependent 
variable, Work-Life Balance was represented by 4 items. 
 Sample item for each Multiple Intelligences dimension is as follows; Musical Intelligence – I can 
concentrate better when listening to music, Kinesthetic Intelligence- I enjoy physical activities, Logical 
Intelligence – I enjoy solving logic puzzles, Spatial Intelligence – I enjoy visiting and exploring new places, 
Linguistic Intelligence- I always participate in discussion and debate, Interpersonal Intelligence- I often have 
people coming to me to talk over personal matters or to ask for advice, Intrapersonal Intelligence – I use my 
emotions to think of possible consequences of my actions, Naturalist Intelligence – I read articles, books, or 
magazines about nature, and Spiritual Intelligence – I often respect other people. All these items were measured 
by using 5-point Likert scale, ranging from 1 – low agreement to 5 – high agreement with the given statements. 
Sample item for Work-Life Balance is – Balancing the demands of personal and professional life is more 
important to me than achieving a high level managerial position. All these items were measured by using 5-
point Likert scale, ranging from 1 – low agreement to 5 – high agreement with the given statements. 
 A total of 1000 sets of questionnaire were personally distributed to UiTM students from various faculties 
(19 faculties in the main campus) using a purposive sampling technique. The utilization of this technique is to 
ensure that the sample is representative of all UiTM students in the main campus. Out of 1000 sets of 
questionnaire, 857 sets were returned, yielding a response rate of 85.7%. Data were collected within the period 
of one month in June 2011. 
 Respondents were asked about their age, program of study attended, and Cumulative Grade Point Average 
(CGPA). From the responses (as displayed in Table 1), 297 or 34.7% of the respondents are male and 560 or 
65% of the respondents are female. These figures represent the actual distribution of UiTM students in the main 
campus. Regarding the program of study attended by the students, 19 faculties were included and the 
questionnaires were almost equally distributed to the students (50 sets of questionnaire for each faculty). 
Looking at the students’ CGPA distribution, the majority of the students had CGPA in the range of 3.1 to 3.5 
(382 respondents). 382 students had CGPA between 3.51 and 4.0 while 194 students had CGPA in the range of 
2.51 – 3.0. The rest of the respondents had CGPA lower than 2.5. 
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Table 1: Respondents’ Profile. 
  Frequency Percentage 

Gender Male 297 34.7 
 Female 560 65.3 

Faculties Office Management and Technology 50 5.8 
 Business Management 48 5.5 
 Hotel and Tourism Management 50 5.8 
 Accountancy 50 5.8 
 Chemical Engineering 50 5.8 
 Architecture, Planning and Surveying 50 5.8 
 Administrative Sciences and Policy Studies 50 5.8 
 Sport Sciences and Recreation 50 5.8 
 Pharmacy 50 5.8 
 Communication and Media Studies 50 5.8 
 Health Sciences 50 5.8 
 Artistic and Creative Technology 50 5.8 
 Electrical Engineering 48 5.5 
 Art and Design 47 5.4 
 Dentistry 44 5.1 
 Law 43 5.0 
 Applied Sciences 30 3.5 
 Information Management 37 4.3 
 Plantation and Agro technology 19 2.2 

CGPA 2.0 – 2.5 21 2.5 
 2.51 – 3.0 194 23.3 
 3.1 – 3.5 382 45.8 
 3.51 – 4.0 235 28.2 

 
Factor Analysis: 
 Principal Component Factor Analyses with oblique rotation were utilized to identify the underlying 
structure or dimensions in the independent and dependent variables in this study. Factor analysis can recognize 
whether a common factor or more than a single factor is present in the responses to the items. In essence, factor 
analysis was used to understand the underlying structure in the data matrix, to identify the most parsimonious 
set of variables, and to establish the goodness of measures for testing the hypotheses (Hair, Black, Babin, 
Anderson & Tatham,  2006).    
 Conducting factor analysis, several statistical values are observed to establish whether the items are suitable 
to be factor analyzed. This is accomplished by examining the values of Measure of Sampling Adequacy (MSA), 
Kaiser-Meyer-Olkin (KMO) and the Bartlett’s test of Sphericity.  The MSA value for the individual items was 
set to be above .50 and the KMO (overall items) value to be above .60. The Bartlett’s test of Sphericity is 
observed to detect the presence of significant correlations among variables. It is appropriate to proceed with the 
factor analysis if the value of the test is large and significant (p<.05) (Hair et al., 2006).  
 Overall, two (2) factor analyses were performed independently for each scale concerning Multiple 
Intelligences and Career Orientation. Two criteria were used to determine the number of factors to be extracted: 
(1) the absolute magnitude of the eigenvalues of factors (eigenvalue greater than one criterion), and (2) the 
relative magnitude of the eigenvalues (scree test plot) (Hair et al., 2006). The eigenvalue of a factor represents 
the amount of total variance accounted by the factor. The total amount of variance explained by the factor(s) 
was set at 60.0 % and above (Hair et al., 2006). In addition, the scree test plot was also inspected to find a point 
at which the shape of the curve changed direction and became horizontal. All factors above the elbow, or a 
break in the plot, were retained as these factors contributed the most to the variance in the data set. In 
interpreting the factors, only items with a loading of .40 or greater on one factor were considered. In the case of 
cross-loadings (an item that loads at .32 or higher on two or more factors (Tabachnick & Fidell, 2001) or the 
difference between and among factors is less than .10 (Youndt, Snell, Dean, & Lepak, 1996), the items were 
considered for deletion. The clean factors were then interpreted or named by examining the largest values 
linking the factors to the items in the rotated factor matrix. Reliability tests were subsequently carried out after 
factor analyses.   
  
Factor Analysis of Multiple Intelligence: 
 Assessing the validity of the Multiple Intelligences Scale, Principle Component Factor Analysis was 
conducted. There were initially 59 items for the scale with different number of items for the nine dimensions; 
Musical Intelligence (5 items), Kinesthetic Intelligence (7 items), Logical Intelligence (4 items), Spatial 
Intelligence (5 items), Linguistic Intelligence (9 items), Interpersonal Intelligence (8 items), Intrapersonal 
Intelligence (7 items), Naturalist Intelligence (8 items), and Spiritual Intelligence (6 items).  Factor analysis with 
oblique rotation was used to determine factors’ dimensionality. The results of the analysis revealed that 58 items 
formed 9 structures equivalent to the original structures. One item was discarded due to high cross loading. 
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 The KMO measure of sampling adequacy for the Multiple Intelligences scale is .933 indicating that the 
items were interrelated. Bartlett’s Test of Sphericity shows a significant value (Approx. Chi-Square = 
26190.816, p<.001) indicating the significance of the correlation matrix and appropriateness for factor analysis. 
Moreover, the individual MSA values range from .852 to .967, indicating that the data matrix was suitable to be 
factor analyzed. 
 Results of factor analysis with oblique rotation indicated the existence of nine factors with initial 
eigenvalues greater than one that explained 61.761 % of total variance. The results of a scree test also provided 
support for a nine-factor solution. The first factor comprised eight items with loadings range from .461 to .725.  
This factor mainly embraced respondents’ ability to appreciate the relationship with others; therefore, the 
original name of Interpersonal Intelligence was retained. The second factor loadings ranged from .551 to .828.  
This factor consisted of seven items which reflected students’ perceptions on the ability to manage their 
emotions; therefore, the original name of Intrapersonal Intelligence was retained.  
 The third factor contained seven items with loadings ranged from .550 to .846. The factor involved 
respondents’ perceptions on their ability to involve in physical activities; therefore, the original name of 
Kinesthetic Intelligence was preserved. The fourth factor was represented by eight items with loadings ranged 
from .558 to .774.  This factor reflected the students’ perceptions on the ability to appreciate the nature; thus, the 
original name of Naturalist Intelligence was upheld. The fifth factor comprised four items with loadings range 
from .510 to .874.  This factor mainly embraced respondents’ ability to rely on logical thought; therefore, the 
original name of Logical Intelligence was retained. The sixth factor emerged with loadings ranged from .596 to 
.768.  This factor consisted of six items which reflected students’ perceptions on the ability to engage in spiritual 
tendency; therefore, the original name of Spiritual Intelligence was retained. 
 
Table 2: Results of factor analysis for multiple intelligence items. 

 Interpersonal Intrapersonal Kinesthetic Naturalist Logical Spiritual Musical Linguistic Spatial 

MI1       .759   

MI2       .824   

MI3       .722   

MI4       .669   

MI5       .584   

MI6   .619       

MI7   .723       

MI8   .550       

MI9   .695       

MI10   .744       

MI11   .846       

MI12   .687       

MI13     .836     

MI14     .874     

MI15     .805     

MI16     .510     

MI17         -.629 

MI18         -.638 

MI19         -.671 

MI20         -.628 

MI21         -.583 

MI22        .752  

MI23        .404  

MI24        .589  

MI25        .567  

MI26        .773  
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MI27        .739  

MI28        .694  

MI29        .753  

MI30        .774  

MI31 .461       .451  

MI32 .544         

MI33 .561         

MI34 .592         

MI35 .722         

MI36 .725         

MI37 .530         

MI38 .540         

MI39  .671        

MI40  .699        

MI41  .708        

MI42  .657        

MI43  .828        

MI44  .670        

MI45  .551        

MI46    -.715      

MI47    -.601      

MI48    -.558      

MI49    -.767      

MI50    -.774      

MI51    -.772      

MI52    -.715      

MI53    -.626      

MI54      -.747    

MI55      -.768    

MI56      -.596    

MI57      -.738    

MI58      -.735    

MI59      -.708    

Total Variance Explained 61.761 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .933 

MSA .852 - .967 

Bartlett's Test of Sphericity Approx. Chi-Square 26190.816 

 df 1711 

 Sig. .000 

 
 The seventh factor contained five items with loadings ranged from .584 to .824. The factor involved 
respondents’ perceptions on their ability to appreciate musical endeavors; therefore, the original name of 
Musical Intelligence was preserved. The eighth factor was represented by eight items with loadings ranged from 
.558 to .774.  This factor reflected the students’ perceptions on the ability to have linguistic propensity; thus, the 
original name of Linguistic Intelligence was upheld. The ninth factor comprised five items with loadings range 
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from .583 to .671.  This factor mainly embraced respondents’ ability to rely on spatial propensity; therefore, the 
original name of Spatial Intelligence was retained. 
 
Correlation and Reliability Analyses: 
 
Table 3: Results of correlation and reliability analyses. 

No Variables Mean SD 1 2 3 4 5 6 7 8 9 10 
1 Musical 3.99 .70 (.81)          
2 Kinesthetic 3.74 .74 .470** (.88)         
3 Logical 3.75 .78 .180** .431** (.85)        
4 Spatial 4.02 .59 .307** .353** .424** (.77)       
5 Linguistic 3.46 .89 .293** .508** .404** .348** (.89)      
6 Interpersonal 3.84 .69 .270** .358** .299** .400** .594** (.90)     
7 Intrapersonal 3.91 .64 .303** .316** .274** .437** .369** .548** (.86)    
8 Naturalist 3.71 .79 .282** .374** .307** .410** .457** .432** .524** (.84)   
9 Spiritual 4.14 .60 .265** .285** .260** .388** .254** .349** .376** .397** (.84)  
10 Managerial 

Competencies 
3.77 .73 .249** .387** .323** .372** .573** .564** .374** .373** .275** (.83) 

  
 Results of correlation analysis indicate that all variables are moderately correlated with each other. The 
correlated variables indicate significant relationships among them which should be highly considered in 
explaining the phenomena. All Multiple Intelligences variables are significantly correlated with each other with 
the lowest correlation is between Logical and Musical Intelligences (r = .180, p < .01) and the highest is 
between Linguistic and Interpersonal Intelligences (r = .594, p < .01). These significant values indicate the 
convergent validity of the measures. Besides, all variables of Multiple Intelligences correlate significantly with 
Managerial Competencies with the highest correlation with Linguistic Intelligence (r=.573, p < .01) and the 
lowest correlation with Musical Intelligence (r=.249, p < .01).  
 The Cronbach’s alphas for independent variables are in the range of .77 to .90. The figures indicate that the 
measure had high internal consistency and stability. The analyses also produced high reliability coefficients for 
the dependent variable with Cronbach’s alphas exceeding .70. Hence, based on the reliability analyses, the 
measures used in the study were highly reliable, thus, suggested its readiness for further analyses. With regard to 
mean and standard deviation values, the figures indicate the varying degree of respondents’ scores on the 
studied variables. For Multiple Intelligences dimensions, the highest mean value is for Spiritual Intelligence 
variable (M=4.14, SD=.60) and the lowest mean value is for Naturalist Intelligence variable (M=3.71, SD=.79). 
The Managerial Competencies variable portrays high mean value (M=3.77, SD=.73). 
 
Multiple Regression Analyses: 
 
Table 4: Results of multiple regression analysis. 

 Standardized Beta 
Musical Intelligence .001 

Kinesthetic Intelligence .065* 
Logical Intelligence .031 
Spatial Intelligence .091*** 

Linguistic Intelligence .302*** 
Interpersonal Intelligence .291*** 
Intrapersonal Intelligence .015 

Naturalist Intelligence .022 
Spiritual Intelligence .020 

R² .426 
Adjusted R² .420 

F Value 69.901 
Significance F Value .000 

Durbin-Watson 1.762 
 
 Multiple regression analysis was performed to test the influence of Multiple Intelligence factors on 
Managerial Competencies. Nine Multiple Intelligence factors were entered into the regression analysis. The 
results of the regression analysis are shown on Table 4. In general, the regression model was found to be 
statistically significant (R²=.426, Adjusted R²=.426, F Value=69.901, p= .00). Out of the nine Multiple 
Intelligence factors tested, four factors had significant positive effects on Managerial Competencies. The 
Multiple Intelligence factors are kinesthetic (β=.065, p<.0.05), spatial (β=.091, p<.0.001), linguistic (β=.302, 
p<.0.001) and interpersonal intelligence (β=.291, p<.0.001). Based on the beta-values, it can be concluded that 
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linguistic intelligence has the highest explanatory power in predicting the Managerial Competencies, followed 
by interpersonal intelligence, spatial intelligence and kinesthetic intelligence. 
 

RESULTS AND DISCUSSION 
 
 Spatial Intelligence is found to significantly influence Managerial Competencies. Managers who are able to 
portray leadership qualities and possess a strong sense of direction and objectives will be able to motivate their 
employees into achieving organizational goals.   
 From the results, Interpersonal Intelligence is established to influence Managerial Competencies. 
Interpersonal intelligence is related to the ability to establish relationship with others through interaction, 
emotional understanding and relationship management. One of the most important competencies that managers 
must have is the ability to understand and interact with people all levels of management.  Such managers are 
expected to be people centered so that they are able to lead others into accomplishing tasks and achieving 
organizational objectives. This finding is somewhat in agreement with Yew’s (2005) findings that interpersonal 
intelligence has the potential to better predict performance outcome. 
 Linguistic Intelligence reflects the ability to think in words and to use language to express and understand 
complex meanings. Managerial competencies are often positively connotated with the ability to be in charge of 
complex and challenging situations, thus making the two concepts to be significantly related. This is in line 
Visser, Ashton and Vernon’s (2006) findings that individuals with strong Linguistic Intelligence are likely to 
establish a solid performance in work, and thus it may indirectly reinforce the managerial competencies.  
 Employees need not only their brains, but with brawl as well to be managerially competent. Brawl here 
doesn’t mean fight, but it refers to the physical energy or kinesthetic intelligence. It indicates that its not just 
about being mentally active at the office in order to be competent, but physically active too. Involvement in 
physical and sports activities are often linked with healthier mind (Landers & Arent, 2001), and subsequently 
the enhanced cognitive ability may guide the person to be effective in decision making. Thus kinesthetic 
intelligence has the power to influence managerial competencies. 
 
Conclusion: 
 Based on the student sample, it was established that Spatial, Interpersonal and Linguistic Intelligences are 
significant to influence Managerial Competencies. These three intelligences are important to be inculcated in 
individuals so that they are able to display positive leadership qualities. Managers’ ability to display 
organizational direction and their skills in developing interpersonal relationship with employees may assist in 
creating a conducive working environment for all members of the organization.  A manager with high Spatial, 
Interpersonal and Linguistic helps to establish and encourage norms, roles, and rules for efficient application to 
known tasks, but are also able to be responsive to change by employing sensitivity, 
 
Managerial Implication: 
 Managerial Competencies has been discovered to bring significant positive impact to the employees’ work 
attitudes, thus, managers possess certain competencies to enable them to accomplish organizational objectives 
successfully. This study gives evidence to the need for managers to develop spatial, kinesthetic, interpersonal 
and linguistic intelligences as important competencies for a successful and effective management of an 
organization. The focus on human skills, i.e., the ability to interact well with other people through effective 
communication skills instead of internal development may prove to be a potent ingredient in developing 
successful organization. 
 
Suggestions for Future Research: 
 The main objective of the study is to examine the predictive validity of the newly developed research 
instrument measuring Multiple Intelligences on Managerial Competencies. Using student sample is adequate to 
fulfill the research objective but the findings might be limited in their applicability, thus, interested future 
researchers are suggested to replicate the study by focusing on the real workplace setting so that future research 
findings can be used to further validate the present outcomes. 
 

REFERENCES 
 

Akbari, R. and K. Hosseine, 2008.  Multiple intelligences and language learning strategies: Investigating 
possible relations.  System, 36: 141-155. 

Boring, E.G., 1942.  Human Nature vs Sensation: William James and the Psychology of the Present. 
American Journal of Psychology, 55: 310-327. 

Chan, D.W., 2007.  Musical and Multiple Intelligence Among Chinese Gifted Students in Hong Kong:  Do 
Self-perception Predict Abilities?  Personality and Individual Differences, 43: 1604-1615. 



Aust. J. Basic & Appl. Sci., 7(10): 286-297, 2013 

297 
 

Dive, B., 2004. Education Management. Auckland: New Zealand Management. 
Furnham, A. and T. Buchanan, 2005.  Personality, Gender and Self-perceived Intelligence. Personality and 

Individual Differences, 39: 543-555. 
Furnham, A., 2001.  Self-estimates of Intelligence: Culture and Gender Difference in Self and Other 

Estimates of both General (g) and Multiple Intelligences. Personality and Individual Differences, 31: 1381-
1405. 

Gardner, H., 1983/1993.  Frames of Mind:  The Theory of Multiple Intelligences.  New York:  Basic Books. 
Gardner, H., 1993.  Multiple Intelligences:  The Theory in Practice.  New York:  Basic Books. 
Gardner, H., 1999.  Intelligence Reframed:  Multiple Intelligence for the 21st Century.  New York:  Basic 

Books. 
Gottfredson, L.S., 2004. Schools and the g factor. The Wilson Quarterly, 28(3): 35-45. 
Grigorenko, E.L. and R.J. Sternberg, 2001. Analytical, Creative and Practical Intelligence as Predictors of 

Self-reported Adaptive Functioning:  A Case Study in Russia.  Intelligence, 29: 57-73. 
Hair, J.F.J., W.C. Black, B.J. Babin, R.E. Anderson and R.L. Tatham, 2006. Multivariate data analysis (6th 

ed.). New Jersey, NJ: Pearson Education, Inc. 
Kagan, S. and M. Kagan, 1998.  Multiple Intelligences:  The Complete MI Book.  San Clemente, CA:  

Kagan Coperative Learning. 
Kay, C. and J. Russette, 2000. Hospitality-management Competencies Identifying Managers' Essential 

Skills. Cornell Hotel and Restaurant Administration Quarterly, 41(2): 52-63. 
Kutz, M., 2008. Toward a conceptual model of contextual intelligence: a transferable leadership 

construct. Kravis Leadership Institute Leadership Review, 8: 18-31. 
Landers, D.M. and S.M. Arent, 2001. Physical activity and mental health. Handbook of sport 

psychology, 2: 740-765. 
Matare, J., 2009. Creativity or Musical Intelligence? A Comparative Study of Improvisation/improvisation 

Performance by European and African Musicians.  Thinking Skills and Creativity, 4: 194-203. 
Rajadhyaksha, U., 2005. Managerial competence: do technical capabilities matter? Vikalpa, 30(2): 47. 
Schmidt, F.L., 2002. The role of general cognitive ability and job performance: Why there cannot be a 

debate. Human performance,15(1-2): 187-210. 
Schneider, A. and N. Burton, 2008.  Personal Intelligences:  The Fourth Pillar of School Principalship? 

Management in Education. British Educational Leadership, Management and Administration Society 
(BELMAS), 22(4): 22-30. 

Schoonover, S.C., H. Schoonover, D. Nemerov and C. Ehly, 2000. Competency-Based HR Applications: 
Results of a Comprehensive Survey. 

Semadar, A., G. Robins and G.R. Ferris, 2006. Comparing the validity of multiple social effectiveness 
constructs in the prediction of managerial job performance. Journal of Organizational Behavior, 27: 443-461. 

Shearer, C.B., 2004. The Theory of Multiple Intelligences, Career Development and the MIDAS 
Assessment, Ohio. 

Soebyakto, B., 2012. An Empirical Testing of Intelligence, Emotional and Spiritual Quotients Quality of 
Managers using Structural Equation Modeling. International Journal of Independent Research and Studies, 1(1): 
1-12. 

Sternberg, R.J., C. Nokes, P.W. Geissler, R. Prince, F. Okatcha, D.A. Bundy and E.L. Grigorenko, 2001.  
The Relationship Between Academic and Practical Intelligence:  A Case Study in Kenya.  Intelligence, 29: 401-
418. 

Tabachnick, B.G. and L.S. Fidell, 2001. Using multivariate statistics. Boston: Allyn and Bacon. 
Ulrich, D., N. Smallwood and K. Sweetman, 2009. The leadership code: Five rules to lead by. Boston: 

Harvard Business Press. 
Visser, B.A., M.C. Ashton and P.A. Vernon, 2006. Beyond: Putting multiple intelligences theory to the 

test. Intelligence, 34(5): 487-502. 
Waterhouse, L., 2006. Multiple intelligences, the Mozart effect, and emotional intelligence: A critical 

review. Educational Psychologist, 41(4): 207-225. 
Wu, W.W., Y.T. Lee and G.H. Tzeng, 2005. Simplifying the manager competency model by using the 

rough set approach. In Rough Sets, Fuzzy Sets, Data Mining, and Granular Computing (pp. 484-494). Springer 
Berlin Heidelberg. 

Yalon-Chamovitz, S. and S. Greenspan, 2005.  Ability to Identify, Explain and Solve Problems in Everyday 
Tasks:  Preliminary Validation of a Direct Video Measure of Practical Intelligence.  Research in Development 
Disabilities, 26: 219-230. 

Yew, M.C., 2005. Job offers of multi-national accounting firms: The effects of emotional intelligence, 
extra-curricular activities, and academic performance. Accounting Education, 14(1): 75-93.  

Youndt, M.A., S.A. Snell, J.W.J. Dean and D.P. Lepak, 1996. Human resource management, manufacturing 
strategy, and firm performance. Academy of Management Journal, 39(4): 836-866.  


