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Abstract  

 

Although self-leadership offers potential benefits to develop human capital that enables 

individuals to work smarter, it is still an under-researched topic. Hence, the main 

purpose of this study was to examine the relationship between individual and situational 

characteristics with self-leadership behaviors in academia. The objectives of this 

research were to investigate and assess the effect of individual traits on self-leadership, 

to examine whether the relationship between individual traits and self-leadership is 

moderated by situational characteristics, to address some of the methodological 

limitations of previous research by investigating the interaction effect between 

individual and situational factors on self-leadership at two points in time, and to study 

these relationship in two culturally different samples, comprised of people from 

different university settings.  

 

For Study 1, multiple regression was used to analyze individual characteristics of self-

leaders, whereas for Study 2, structural equation modeling (SEM) was used to analyze 

latent interaction effects. The findings indicate that individual characteristics (i.e., 

conscientiousness, extraversion, and affective commitment) do indeed predict self-

leadership. In addition, perceived stressful environment was found to moderate the 

relationships between individual traits and self-leadership behaviors. This study also 

employed a rigorous validation technique using SEM and therefore, this study was able 

to address some of the methodological limitations of previous studies such as common 

method variance by examining the proposed relationships in a longitudinal setting with 

two waves.  
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CHAPTER 1 

INTRODUCTION 

 

1.1 OVERVIEW 

Much of the scholarly research in the field of motivation and leadership is triggered by 

the quest to understand the factors that determine the effectiveness of human capital and 

workplace productivity. The purpose of these studies is to find behavioral and 

motivational strategies that will foster desirable organizational behavior and 

performance. Human capital is one of the three elements of intellectual capital and is a 

valuable asset to an organization (Bontis & Chua 2000). Human capital means the 

resources of people, their knowledge, skills, abilities, attitudes, and aptitudes. Human 

capital is referred to as an asset because it can bring a positive return to an organization. 

This is why some organizations invest heavily in human capital, such as training and 

development. This is also why scholarly research has spent a great deal of time and 

effort seeking the factors that lead to human capital effectiveness.  

 

In today’s organizations, work is characterized by a flexible and dynamic organizational 

structure (Ilgen & Pulakos 1999), fewer layers of management, and a decentralized 

decision-making process (Daft & Lewin 1993). Changes in organizations and their 

environments over the past few years have increasingly prompted employers to 

encourage their employees to take on greater responsibility for their own job tasks and 

work behavior. Renn and colleagues (2005) asserted that due to these shrinking layers 

of management, individual self-management is becoming increasingly necessary for 

organizational success.  



2 
 

 

As such, self-management and self-leadership are increasingly being turned to as a 

panacea for employee’s increased responsibility and decreased supervision (Day & 

Unsworth 2013). This approach suggests that individuals can influence their own 

behavior and lead themselves in whatever way they want to, provided they have the 

skills and use the strategies to do so (Manz & Neck 2004). Self-leadership is the process 

of influencing oneself to establish the self-direction and self-motivation necessary to 

behave and perform in desirable ways (Godwin, Neck & Houghton 1999; Houghton & 

Neck 2002; Manz 1986). Many studies have established positive associations between 

the practice of self-leadership and benefits to organizations, such as innovative 

behaviors at work (Carmeli, Meitar & Weisberg 2006), productivity/quality (Frayne & 

Geringer 2000), mental performance and job satisfaction (Neck & Manz 1996), and 

proactive behavior (Saks & Ashforth 1996). It has also been found that self-leadership 

enhances individual performance, self-efficacy and satisfaction (Stewart, Carson & 

Cardy 1996). Research on self-leadership has found strong support for the notion that 

self-leadership strategies are effective in enhancing individual performance in clinical, 

athletic, and educational settings (Neck & Manz 1992). This study, therefore, focuses 

on the practice of self-leadership due to its importance in today’s workplace. 

 

1.2 THEORETICAL SUPPORT FOR THE STUDY 

Self-leadership is a theory that emphasizes the overall improved performance and 

enhanced effectiveness of people. The concept of self-leadership relates to Bandura’s 

(1986) work and to the similar concepts of self-management and self-regulation. There 

are three dimensions of self-leadership: (1) behavior-focused strategies, (2) natural 
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reward strategies, and (3) constructive thought pattern strategies (Neck & Houghton 

2006). Behavior-focused strategies include self-observation, self-set goals, self-cueing, 

self-punishment or self-discipline, and self-reward (Neck & Houghton 2006). This 

strategy seeks to give individuals control over themselves. Natural reward strategies 

focus on what individuals enjoy doing and on the enjoyable aspects of tasks (Manz & 

Neck 2004). Constructive thought pattern strategies, also known as thought self-

leadership (TSL) include positive self-talk, mental imagery or visualizing successful 

performance, and evaluating beliefs and assumptions that lead to improved and more 

optimistic self-dialogues (Neck & Houghton 2006). All these strategies require 

individuals to utilize personal awareness, self-reflection and self-control to provide 

feedback in order to stay motivated and on track; and also take corrective action if 

deemed necessary.  

 

The reason why self-leadership is important is that it is expected to have a number of 

benefits both to the organization and to individual employees. For example, when 

individuals are motivated to do something, they do it for the pure joy of doing it, not 

because of rewards or other consequences of doing it. This means that the joy and 

satisfaction that they get out of doing the task or activity is its own reward. Manz and 

Sims (1991) argued that it is vital for individuals to learn how to lead themselves before 

learning how to lead others. In addition, individuals who practice self-leadership will 

contribute significantly to organizations, because they will perform and behave with a 

view to achieving personal and organizational goals. Furthermore, self-leadership has 

been found to be positively related to organizational outcomes, such as job satisfaction, 

productivity and quality, creativity, self-efficacy, psychological empowerment, and 

career success (Stewart, Courtright & Manz 2011).  
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Given the potential benefits of self-leadership and its increasing popularity, it is  

surprising that self-leadership is an under-researched topic (Neck & Houghton 2006). 

As I will discuss in the next chapter, some research has examined the relationship 

between personality and self-leadership, yet few rigorous studies have been conducted. 

According to a recent review by Stewart, Courtright and Manz (2011), little is known 

about the characteristics of individuals who are self-leaders. This is surprising given that 

some studies of self-leadership assume that personality traits are mostly responsible for 

self-leadership behavior (Houghton et al. 2004; Williams et al. 1995; Williams 1997). 

Given this focus on personality it is not surprising that attention has not been paid to 

non-personality characteristics, such as the attitudes of individuals.  

 

More importantly, very little attention has been given to the situational characteristics 

that might be interacting with the individual differences. Situational predictors have 

been recently highlighted as crucial (Neck & Houghton 2006), but have been neglected 

in self-leadership research and therefore, remain unexplored. Furthermore, while the 

interplay between the person and the situation has been recognized repeatedly in many 

other literatures (e.g., person-situation on job performance and provision of effort), this 

has not been the case with self-leadership. Yet, from a managerial point of view, 

understanding how traits and the work context affect employees’ self-leadership 

behavior, and not just outcomes, can be immensely helpful. This is because an 

understanding of how individual and situational factors influence self-leadership can 

help top-level management make more informed decisions when implementing human 

resources development programs in their organizations.  
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Given the relatively scarce, fragmented, and poor quality research on the links between 

individual and situational factors, on the one hand, and with self-leadership, on the 

other, it is necessary that more rigorous studies be conducted to fill the gap. Thus, this 

study goes beyond existing studies by investigating the effect of individual and 

situational factors on the practice of self-leadership. More specifically, I argue that it is 

necessary to understand the degree to which individual differences (i.e., personality 

traits and attitudes) and situational factors (i.e., job autonomy, time pressure, perceived 

stressfulness of the environment) are related to self-leadership.  

 

In addition, to date, very little self-leadership research has been conducted outside of 

Western populations. While self-leadership is a valid concept, its application is likely to 

differ across cultures (Alves et al. 2006). While there have been a few studies on self-

leadership done in Confucian countries such as China (Ho & Nesbit 2009; Neubert & 

Wu 2006) and Taiwan (Chung et al. 2011), no research has been done in an Asian 

multicultural/multireligion country like Malaysia consisting of the three major 

ethnicities of Malay, Chinese, Indian, Sabah and Sarawak ethnicities. It is important that 

we study self-leadership in multicultural contexts because it will serve as a foundation 

for understanding its potential generalizability.  

 

1.3 RESEARCH QUESTIONS 

As noted earlier, most of the extant literature on self-leadership has focused on self-

leadership training and its consequences. There is still remarkably little research on the 

personality traits of individuals who are self-leaders (Stewart, Courtright & Manz 2011) 
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and the potential moderating effects of situational factors on the relationship between 

individual differences and self-leadership. These questions around the antecedents of 

self-leadership are important given the likely outcomes of self-leadership once 

employees use it. Therefore, the research questions for this thesis are:  

a) What attributes or individual differences predict self-leadership? 

b) Under what conditions are individuals more likely to practice self-

leadership? 

 

Given the mounting interest in the effects of personality on individual behavior in the 

workplace (Houghton et al. 2004; Neck & Houghton 2006), research on personality and 

other individual differences as predictors of self-leadership has been urged (Houghton et 

al. 2004) due to limited studies that have been done so far. Therefore, this thesis will 

examine the interactive effect of individual and situational factors on self-leadership.  

 

1.4 PURPOSE OF THE STUDY 

The purpose of this research is to increase our understanding of the relationship between 

self-leadership behaviors, on the one hand, and situational and individual differences, 

on the other. The findings of this study should increase knowledge about self-leadership 

in ways that can be utilized in developing human resources. The first goal is to 

investigate and assess the effect of individual personality traits on self-leadership. 

Because previous research has given very little attention to the relationship between 

individual characteristics and self-leadership at the individual level, it is imperative to 

investigate the traits of individuals who are self-leaders. This study is significant 
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because it will help us increase understanding of the natural tendencies of individuals as 

self-leaders.  

 

The second goal is to investigate and assess the effect of attitudes on self-leadership. 

This is because how people behave at work also depends on their attitudes (Carpenter, 

Bauer & Erdogan 2009). It seems plausible that employees’ attitudes may also have an 

impact on their practice of self-leadership strategies in the workplace, a relationship that 

has not previously been investigated. The third goal is to examine whether the 

relationship between individual characteristics and self-leadership is moderated by 

situational characteristics. This is because behavior is not only a function of personality, 

but also of the situation. To date, no study has examined situational determinants of 

self-leadership.  

 

The fourth goal is to address some of the methodological limitations of previous 

research by investigating the interactive effect between individual and situational factors 

on self-leadership at two points in time (six months apart). Conducting a lagged study 

will reduce the hazard of common method variance and increase the confidence in the 

findings. The use of a lagged design may compensate for the potential problems 

inherent in the self-report method, by creating separation between the collection of 

independent variables and dependent variables, which in theory should decrease the bias 

(Crampton & Wagner 1994; Doty & Glick 1998; Evans 1985; Podsakoff & Dalton 

1987; Podsakoff et al. 2003; Podsakoff, Mackenzie & Podsakoff 2012; Spector 2006; 

Williams & Brown 1994). In addition, researchers could assess whether these relations 
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hold over time. This is because a cross-sectional study would not be able to tell us if the 

situation at work, such as time pressures, alters people’s preferences over time. 

 

1.5 SIGNIFICANCE OF THE STUDY 

Manz (1986) stated that self-leadership is crucial in determining managerial 

effectiveness. Manz and Sims (1991) argued that it is vital for individuals to know how 

to lead themselves before they lead or manage others. Therefore, they need first to make 

sure that they are themselves effective self-leaders, so that they can set an example for 

the people they want to lead.  

 

The higher education institution comprises a significant portion of the Malaysian 

economy. It also provides a compelling background for a research study grounded in the 

discipline of human capital. It is vital to understand the contributing factors that 

influence the practice of self-leadership in academic settings, because they occupy a 

prominent position in the knowledge production processes. In an environment that 

acknowledges higher education as a key player in the building of a nation (Ahmat 

1980), a study of the factors that influence self-leadership would be a useful addition to 

knowledge. Furthermore, because the Malaysian economy is changing from a labor-

intensive one based on lower-end manufactured products to one based on the production 

of knowledge, it seemed sensible to develop new soft skills such as self-leadership 

strategies as part of the process of developing human capital in Malaysia’s aspiration to 

become a fully developed nation. In particular, the increasing emphasis on work that 

involves investment of intellectual and human capital of skilled professionals (Bligh, 

Pearce & Kohles 2006) make it more necessary for individuals to practice self-



9 
 

leadership. Malaysian universities have made considerable efforts to improve their 

world ratings and service delivery to the students to enhance their performance. Yet, 

although there have been some discussions of how to provide soft skills to academics, 

there has been no research on self-leadership skills among academics within the 

Malaysian public universities. For example, Ball (2007) asserted that self-leadership can 

be effective for academics in research. 

 

This study is also theoretically meaningful, in that it conceptualizes the role of 

situational strength in the expression of self-leadership behavior. Self-leadership is 

considered important for developing employees’ enthusiasm for, commitment to, and 

performance in organizations (Manz 1986). Therefore, exploring whether specific 

situational characteristics have an impact on employee self-leadership behavior is of 

great importance. Previous empirical research examined the relationship between self-

leadership and performance (Prussia, Anderson & Manz 1998), but no research has yet 

examined the interaction between person and situation to answer an important question 

about under what conditions are situations likely to influence individuals to practice 

self-leadership.  

 

The findings of this thesis will contribute to the body of knowledge in several ways. 

First, it will increase our understanding not only of the characteristics of individuals 

with the propensity to practice self-leadership, but also of the types of contexts or 

situations that may facilitate self-leadership behavior. Second, this study contributes to 

self-leadership theory and empirical knowledge by investigating the interaction between 

individual and situational factors that influence self-leadership behavior. Individuals 
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who self-lead have the ability to initiate positive behavioral outcomes; thus, it is 

important to know if the individual’s self-leadership would be different in every context 

and situation.  

 

In addition, the self-leadership construct has been relatively slow to develop (Neck & 

Houghton 2006) due to the lack of a validated measurement scale. This study will fill a 

void in the literature due to the fact that it is empirical as opposed to conceptual. The 

rationale behind this is based on Reichers and Schneider’s (1990) three-stage model for 

the evolution of constructs; where the first stage of the model, concept introduction and 

elaboration, involves attempts to legitimize the new construct through the presentation 

of preliminary research evidence in support of the concept’s validity. The self-

leadership construct has spent about 10 – 15 years in this stage. Then, the second stage 

is the concept evaluation and argumentation that entails concerns and problems with 

the operationalization, measurement, and validity of empirical findings related to the 

concept. In response to these concerns, mediators and moderators are introduced in an 

effort to clarify underlying processes and suggest boundary conditions. At this stage, 

problems, concerns and criticisms have been raised and responses have been provided 

(Neck & Houghton 2006). In addition, Stewart, Courtright, and Manz’s (2011) review 

has helped move self-leadership into this stage. Other publications in recent years 

(Konradt, Andreben & Ellwart 2009; Unsworth & Mason 2012) have helped move self-

leadership into the advanced part of stage two. This is where this study will contribute 

greatly by supporting the construct validity in the advanced part of stage two for the 

evolution of constructs. In the third stage, concept consolidation and accommodation, 

generally accepted definitions are established, meta-analytic studies are advanced, and 

the construct begins to appear as a mediator and moderator in general models.  
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1.6 OUTLINE OF THE THESIS 

In this introductory chapter, I provided an overview of the research, a brief explanation 

of the manner in which the research is to be examined, and the main research questions. 

Chapter 2 constitutes the literature review on the theory and concepts of self-leadership. 

Chapter 3 describes the conceptual framework and discussion on the individual 

differences and situational factors, followed by a discussion of the interaction effect 

between work situation and individual traits on self-leadership. Chapter 4 contains a 

report of the results of Study 1 with an introduction, methodology, and discussion of the 

findings. Chapter 5 presents a report on the results of Study 2 with a description of the 

methodology and the instruments used to measure the variables. There is also a 

discussion of psychometric properties, reliability and construct validity of the 

instruments used for this study. Chapter 6 presents the full structural model, followed by 

analysis of the data and hypotheses testing. Chapter 7 concludes the thesis by discussing 

the implications of the research, its contribution to the body of knowledge in this area, 

and some of the potential limitations of the findings. 
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CHAPTER 2 

LITERATURE REVIEW 

 

2.1 INTRODUCTION 

The purpose of this study is to understand when self-leadership behaviors are likely to 

emerge. This chapter begins by explaining the theoretical grounding of the study and 

outlines the various parallels and discrepancies in self-leadership strategies in order to 

facilitate a more complete understanding of the meaning of self-leadership. First, a 

thematic overview of self-leadership evolution will be described briefly and how the 

theories of self-leadership have evolved will be provided. Second, relevant theories 

underpinning this research will be discussed in detail. Third, the three self-leadership 

strategies will be described, and fourth, the practicality and applicability of self-

leadership strategies will be discussed. Finally, earlier research on self-leadership will 

be discussed in this chapter and in Chapter 3 the theoretical framework and hypotheses 

for this study will be presented.  

 

Firstly, it is important to understand the definition of self-leadership so that we can 

understand how it links with other established motivation and self-influence theories. 

Self-leadership (Manz 1986; Manz & Neck 2004) is defined as a process through which 

individuals influence themselves by controlling their own actions and thinking through 

the use of specific sets of behavioral and cognitive strategies (Neck & Houghton 2006) 

to accomplish desirable outcomes (Manz 1992). Self-leadership operates within a larger 

framework of self-regulation theory (Neck & Houghton 2006) where people are 

naturally engaged in self-regulation behavior, motivation, and cognition. Self-leadership 
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is a normative theory which prescribes the strategies that should be applied and is more 

common in applied fields, such as business and management (Neck & Houghton 2006).  

  

2.1.1 An Overview of Leadership  

According to Neck and Manz (2010), in order to understand the process of self-

leadership, it is useful to explore the meaning of leadership. Although the meaning of 

leadership has been conceived in many ways, experts in this area have reached a 

consensus on the definition of leadership as “influencing, motivating, and enabling 

others to contribute toward the effectiveness and success of the organizations…” 

(McShane & Von Glinow 2008; pp. 402). From this definition, influencing and 

motivating is such a powerful tool for individuals to exert towards effectiveness. This is 

because leaders would apply various forms of influence in order to ensure their 

followers would be motivated to achieve specific goals.  

 

Often, when we hear the term leadership, we picture a leader giving orders to his or her 

subordinates. This is an example of an external view of leadership. However, the source 

of leadership can also come from within oneself, which is self-leadership; where one 

influences oneself to achieve the motivation and direction necessary to perform. 

Although this is not a “one size fits all approach” of becoming an effective leader, many 

researchers agree that effective leadership begins with being an effective individual so 

as to meet today’s challenges (DiLiello 2006). In line with the motto, “God only helps 

those who help themselves”, self-leadership theory prescribed strategies on how 

individuals can help themselves to achieve what they desire. When they have improved 

individual effectiveness, they will be able to lead others to positively impact 
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organizational outcomes (Houghton & Neck 2002; Manz & Neck 2004; Manz & Sims 

1980; Manz & Sims 2001). 

 

2.1.2 Overview of Motivation Theory  

To understand the role of self-leadership as a motivational strategy, this section aims to 

provide a discussion of motivation theories. Deci and Ryan (1985) defined motivation 

as the search of the energy and direction of behavior, and the study of the reasons for 

behaviors. The concept of motivation consists of two elements: goal choice and self-

regulation (Bandura 1986; Kanfer & Ackerman 1989; Kanfer 1990; Kanfer 1991). 

Goals activate cognitively-based motivational processes (Kanfer 1990). Behavior may 

be the result of motivation and explain direction of action. When individuals have a 

goal, they dedicate a part of their available resources to focusing on accomplishing this 

goal. The attention given to achieve their goals is different from wishes and intentions 

(Kanfer 1990). This is because having the wish to achieve a high score is a weak 

influence on action until the person gives a committed attention and effort towards the 

desired outcome (Kanfer 1990).  

 

Building on from the idea that motivation can influence individuals to do something so 

that they can achieve their goal, this section illustrates how individuals can drive 

themself towards achieving their goal. Type of goal and particular characteristics of the 

goal influence the action and focus of self-regulatory activities (Kanfer 1990). Self-

regulation is triggered when the perceived difficulty of achieving the goal is high and 

the individuals sustain a minimal degree of confidence that they have the ability to 

achieve the goal (Bandura 1977; Bandura 1986; Carver & Scheier 1981; Kanfer & 
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Ackerman 1989). Self-regulation refers to the motivational processes a person is willing 

to exert in order to influence, initiate and give a sustained effort towards goal 

achievement. Self-regulation consist of three related activities: self-monitoring or self-

observation, self-evaluation, and self-reactions (Kanfer 1990). Self-monitoring is the 

observation of one’s own thoughts, actions, behaviors, or events where the observation 

provides information about the present performance. Self-evaluation is the comparison 

between the present situation with the goal or standard. This comparison affects self-

reactions with either self-satisfaction or dissatisfaction, and self-efficacy expectations 

(Kanfer 1990).   

 

 2.1.3 Self-Regulation and Self-Leadership  

To further understand the role of self-leadership, this section compares between self-

regulation and self-leadership. This is because self-leadership operates within the 

theoretical framework of self-regulation (Neck & Houghton 2006) by focusing on the 

self-regulation of behaviors and thought processes (Houghton et al. 2012). Self-

regulation is defined as any effort individuals make to control their own behavior for the 

sake of doing so and which leads to the achievement of goals (Bandura 1991). 

According to Neck and Houghton (2006), self-regulation theory is a descriptive theory 

that explains how behavior happens. As mentioned in the last paragraph, self-regulation 

consists of three interdependent activities; which are self-observation, self-evaluation, 

and self-reaction. This is significant because self-leadership strategies are derived from 

these three activities. For example, self-observation is the act of being aware of oneself 

and frequently observing one’s own behavior by judging the appropriateness of the 

behavior according to the desirable outcomes. This strategy has been expanded as 

behavioral focused in self-leadership dimensions. Self-evaluation is the process of 
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evaluating one’s own performance with the desired results that leads to self-reactions. 

This has been conceptualized as constructive thought pattern strategies in self-

leadership. Self-regulatory processes occasionally fail to operate smoothly and 

sometimes do not lead to successful performance (Neck & Houghton 2006). Therefore, 

the practice of self-leadership acts as an approach of self-regulation. For example, self-

talk and mental imagery are effective ways to improve self-regulation. This can be done 

by increasing individuals’ confidence in achieving what they hope to because the 

positive perceptions will lead them to increase their own capabilities of achieving their 

goals.  

 

To conclude, self-regulation is a concept of social cognitive theory in which the 

dimensions of self-regulation are derived from the triadic model of determination 

(Bandura 1991). Social cognitive theory views self-regulation as a mechanism that is 

affected by both internal and external factors, which are controlled by the individual 

(Bandura 1986). Therefore, self-leadership is a type of self-regulation (Neck & 

Houghton 2006) underpinned by social cognitive theory (Manz & Sims 1980; Unsworth 

& Mason 2012). 

 

 2.1.4 Self-Management and Self-Leadership 

Another point to consider is between self-management and self-leadership. This is 

because self-leadership was introduced as an extension of self-management (Manz 

1986). Manz and Sims (1980) described self-management in terms of how people 

behave, primarily by way of considering which individuals take responsibility for their 

jobs above and beyond the traditional responsibilities, such as choosing a less attractive 
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but perhaps more desirable behavior toward pre-set goals (Manz 1986). Before self-

leadership was introduced as an extension of self-management, Manz and Sims (1980) 

had proposed self-management as a substitute for leadership (VanSandt & Neck 2003). 

However, self-leadership is connected more closely to motivational processes because it 

is a self-influencing process (Stewart, Courtright & Manz 2011) that works by utilizing 

a set of strategies in order to behave in desirable ways and perform effectively. Self-

leadership is related to what is to be done and why, whereas self-management is related 

to how a job is to be done (Manz & Sims 1980; Manz 1986). Self-leadership aims for 

individual personal fulfillment, whereas self-management aims for effectiveness in the 

work environment. Self-leadership is internally motivated, whereas self-management is 

externally motivated (Neck & Houghton 2006). Self-leadership focuses on efficacy, 

whereas self-management focuses on efficiency. Therefore, self-leadership goes beyond 

self-management by allowing individuals to self-lead with an emphasis on the intrinsic 

value of the job, whereas self-management is developed from self-regulation with the 

addition of individuals’ responsibility towards identifying and resolving problems.  

 

According to Manz and Neck (2004), self-leadership is the process whereby individuals 

control their behavior, influence and lead themselves using specific sets of behavioral 

and cognitive strategies to improve their motivation, and influence their behavior in 

desirable ways. Houghton and Neck (2002) view self-leadership as individuals leading 

themselves to improve their effectiveness and performance by managing themselves to 

do a job that needs to be done but is not naturally motivating. Prussia, Anderson and 

Manz (1998) defined self-leadership as a collection of strategies individuals use to 

influence themselves to achieve the self-motivation, self-management and self-direction 

needed to behave in desirable ways. Based on the various definitions provided, I 
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conclude that self-leadership is the starting point of a willful act to achieve one’s goals, 

and it can therefore be viewed as a humanistic approach because it prescribes behavioral 

and cognitive strategies. Indeed, self-leadership has the potential to enhance human 

capital development and to achieve effective work attitudes and outcomes. Therefore, 

self-leadership can also be viewed as a motivational process that can influence personal 

effectiveness.  

 

2.2 SELF-LEADERSHIP THEORETICAL CONTEXTS 

Having briefly described theories of self-leadership, the relevant theories and concepts 

that underpin this research will be discussed in detail. Self-leadership has its 

philosophical roots in social cognitive theory (Bandura 1986), self-determination theory 

(Deci & Ryan 1985), and cognitive therapy (Beck 1970; Burns 1980). This section will 

first consider the theoretical contexts related to self-leadership and then go on to address 

the practicality and applicability of self-leadership.  

 

2.2.1 Social Cognitive Theory (Social Learning Theory) 

Self-leadership operates within the context of social learning theory (Bandura 1977) and 

social cognitive theory (Bandura 1986). Social cognitive theory proposes that human 

behavior can be explained by a triadic model of mutual effect to explain human 

functioning that includes environmental influences, cognitive influences and behavior 

(Bandura 1986). According to Bandura (1986), each dimension works as a determinant 

of the other. This means that there is a continuous interaction between behavior and 

environment. The environment in question can be a family, work, or social environment 

that affects people’s feelings and behavior (Bandura 1986; 1991; 1997). The theory also 
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suggests that individuals have control over their own set of performance standards. 

According to Bandura (2001), humans are thinkers who can choose to think either 

positively or negatively, which in turn suggests that their behavior is determined by 

cognitive processes that are put into action by the effects of the environment. Therefore, 

social cognitive theory is similar to self-regulation theory in the process of involving 

self-monitoring, self-judgments and self-reactions (Neck & Houghton 2006). 

 

One aspect which illustrates a unique human capability that people utilize to evaluate 

and alter their thought and behavior is self-reflection (Bandura 1986). This theory 

recognizes the human capacity for adaptation and change (Manz & Neck 2004). 

According to Manz and Neck (2004), Bandura’s theory emphasized the capacity of 

individuals to manage or control themselves especially when faced with difficult but 

important tasks. The essence of this theory is that the beliefs that individuals have about 

themselves are the key elements in the practice of control and personal agency. In line 

with this thought, the beliefs that individuals have about themselves and their abilities 

are essential elements of self-control. This is where the term self-efficacy, which refers 

to individuals’ self-assessments of their capabilities, emerged. The importance of self-

efficacy is in the way in which it affects direction and persistence of effort. In addition, 

self-leadership, which was originally conceptualized by Manz (1986) as a “self-

influence perspective that concerns leading oneself toward performance of naturally 

motivating tasks as well as managing oneself to do work that must be done but is not 

naturally motivating” (p. 589), has emerged from the social learning literature (Bandura 

1977) and related self-control systems from social cognitive theory (Bandura 1986).   
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2.2.2 Self-Determination Theory (SDT) 

The conceptualization of self-leadership’s strategies (i.e., feelings of competence and 

self-control) is based on self-determination theory (Manz & Neck 2004). Self-

determination theory (Deci & Ryan 1985) suggests that motivation comprises of 

intrinsic and extrinsic motivation. Intrinsic motivation is developed internally within a 

person, whereas extrinsic motivation refers to external factors such as tangible rewards 

(Deci & Ryan 1985). Deci and Ryan (1985) proposed that humans are active 

participants who seek to achieve their needs and goals, which become internalized. 

According to Deci and Ryan (1985), people are motivated by innate psychological 

needs. An individual’s inner tendency to be effective in his or her life and career may 

drive him or her to further studies for the pleasure of gaining knowledge, whereas 

extrinsic motivation may drive individuals to further studies for the sake of attaining 

promotion. In addition, Ryan and Deci (2000b) proposed that individuals with extrinsic 

motivation based on different reasoning or goals which include external regulation 

(compliance with external rewards and constraints) and introjection (self-control, self-

reward and self-punishment).  

 

Indeed, Deci and Ryan (1985) argued that humans have the ability to make choices and 

act according to their interests and goals. However, having the ability to make choices 

and act according to one’s interests and goals would not be of much help without 

efficacy. This brings us back to social cognitive theory’s emphasis on the importance of 

self-efficacy, which refers to the necessity of a person’s self-assessment of their 

capabilities to perform a task (Bandura 1982). In other words, having the will to do 



21 
 

something with the ability to do it will be a reality with the wants and needs to do it. 

Having said that, self-determination theory has become an important part of self-

leadership, in which natural rewards strategies represent a form of intrinsic motivation 

in self-regulation (Manz 1986).  

 

2.2.3 Cognitive Therapy and Positive Psychology 

Another dimension of self-leadership, which is the constructive thought patterns 

strategies, suggests that self-leadership is also linked to cognitive therapy and/or 

positive psychology. In particular, Manz and Neck (1991) linked self-leadership with 

cognitive therapy by suggesting various strategies, such as challenging dysfunctional 

thoughts by using rational thoughts and beliefs. Cognitive therapy is a strategy for mood 

modification that stresses the control of thoughts (Beck 1970; Burns 1980; Ellis 1962). 

Ellis (2000) indicated that one of the main ideas of cognitive therapy is to use rational 

thinking to challenge irrational thoughts that often lead to depression. According to 

Burns (1980) and Ellis (2000), many of the problems that individuals encounter in 

today’s world result from dysfunctional thought processes that often lead to depression. 

In response to this, constructive thought pattern strategies seek to eliminate or alter such 

distorted beliefs. This theory contributes to self-leadership by challenging the 

dysfunctional ways individuals think about themselves.  

 

Accordingly, positive psychology is described as the study of human strengths and 

optimal functioning to foster well-being and happiness (Pajares 2001). According to 

Seligman and Csikszentmihalyi (2000), one of the main objectives of positive 

psychology is to promote research on the positive dispositional traits that are thought to 
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contribute to subjective well-being and psychological health, which has been neglected 

in the field of psychology. This is largely the case because researchers only start asking 

questions about human experience when negative emotions, distress, and mental illness 

occur (Seligman et al. 2005). Positive psychology is relevant to self-leadership as a part 

of a study that contributes to the strategies that promote individuals’ thinking in 

beneficial ways.  

 

Due to high workload and time pressure, the increasing rates of negative consequences 

on psychological health, such as reduced job satisfaction, a decline in motivation, and 

increased work stress make it important that a solution be found. This is where the 

importance of cognitive therapy comes in, which is similar to Bandura’s (1986) theory 

which explains that individuals possess a self-system that gives them the ability to 

develop self-control over their thoughts, feelings and actions. The theory is in 

agreement with Manz and Neck’s (1991) discussion that individuals are able to control 

their thought; which will, in turn, affect their behavior and mood (Burns 1980). This 

suggests that behavioral choices exist in the mind, which means that the ability to 

control one’s thought processes is an important feature of self-leadership. According to 

Manz and Neck (2004), individuals have a choice to consider their situations, either 

positively or negatively. This is not to say that all things to do with external rewards or 

forces are unimportant. However, individuals’ thought processes do play an important 

role that will affect how they will behave in the future. 
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2.3 SELF-LEADERSHIP STRATEGIES 

Moving on from the theoretical context, this section provides a general discussion of 

self-leadership strategies to demonstrate how the strategies are linked with the theories 

presented previously. Self-leadership (Manz 1986) is a self-influence process through 

which individuals manage their own behavior and thoughts in order to achieve the self-

direction and self-motivation necessary to behave and perform effectively in the 

workplace (Manz 1992; Manz & Neck 2004). The practice of self-leadership behavior 

would lead individuals to improve their work performance by applying a specific set of 

behavioral and cognitive strategies (Houghton & Yoho 2005). Self-leadership involves 

the utilization of behavioral and mental techniques that are divided into three strategies: 

behavior focused strategies, natural reward strategies and constructive thought pattern 

strategies (Houghton et al. 2004; Neck & Houghton 2006; Prussia, Anderson & Manz 

1998). These strategies teach people to be conscious of their own behavior and thought 

to be more effective in their work-life.  

 

2.3.1 Behavior Focused Strategies 

Self-leadership strategies are based on Bandura’s (1986) social cognitive theory which 

explains triadic reciprocal relationships between behavioral, personal and environmental 

characteristics  (Manz 1986). Behavior focused strategies encourage individuals to 

generate desirable behavior that will lead to positive outcomes and at the same time 

restrain undesirable behavior (Manz & Neck 2004). Behavior focused strategies include 

self-observation, self-goal setting, self-reward, self-discipline (or self-punishment), self-

cueing, and practice (Neck & Houghton 2006). The first strategy is self-observation, in 

which one observes and tries to become aware of when, why, and under what conditions 
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one engages in certain behaviors as a means of controlling oneself (Alves et al. 2006; 

Manz 1992). The objective of self-observation is to identify behavior patterns and 

evaluate which behaviors are good and should be continued, as well as which behaviors 

are destructive and should be eliminated (Manz 1986). By observing oneself, one is 

reflecting on one’s own behavior as a means of checking the behavior for any 

discrepancies that may jeopardize one’s goal. This strategy allows individuals to 

monitor their own performance. If they notice any behavior that is not effective, they 

can make an adjustment to it. Therefore, self-awareness is an effective way to identify 

behaviors that are important for individuals that they would like to either improve, or 

reduce (Manz & Neck 2004).  

 

The second strategy is self-goal setting, which could be used to improve performance 

by energizing the effort necessary to accomplish the goals (Locke & Latham 1990). 

Self-goal setting orients individuals towards specific achievable goals and the 

assessment includes determining whether the goals are realistic. This strategy suggests 

that, although setting challenging goals might improve performance, it must also be 

realistic so that it can be achieved. The third strategy is self-reward, which is “one of the 

most powerful methods to lead ourselves to new achievements” (Manz 1992; p. 82). 

Self-reward refers to creating mental and physical incentives that motivate individuals 

to achieve their goals. The fourth strategy is self-discipline or self-correcting feedback, 

which can be used to shape desirable behaviors effectively (Hardy 2004; Neck & 

Houghton 2006). The next strategy is self-cueing. This makes use of reminders and 

positive cues to remind a person of important tasks, which can serve as an effective 

means of encouraging constructive behaviors and reducing or eliminating destructive 

ones (Alves et al. 2006; Neck & Houghton 2006). As an example, a person uses cueing 
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by making lists of priorities as a guide for daily activities. The final strategy involves 

practicing or rehearsing an activity before any presentation or performance. This 

strategy requires individuals to anticipate challenges before the actual event so that they 

can avoid costly errors (Manz & Neck 2004).  

 

In summary, behavior focused strategies encourage individuals to observe their own 

behavior, reflect on the impact of their action, identify and assess effective and 

ineffective behaviors, set goals to enhance their behavior, and reward themselves when 

they achieve their goals. By utilizing behavior focused strategies, individuals experience 

effective behavior and consequently improved performance. This is consistent with 

Manz’s (1986) statement that individuals’ values, beliefs, and goals directly affect their 

behavior. For example, Politis (2006) found that behavioral-focused strategies have a 

direct, positive and significant relationship with job satisfaction, which, in turn, leads to 

team performance. The other two self-leadership strategies are natural reward and 

constructive thought patterns, which complete the self-leadership integrative reciprocal 

model. 

 

 2.3.2 Natural Reward Strategies 

The intrinsic motivation of self-determination theory (Deci & Ryan 1985) is a central 

part of self-leadership’s conceptualization of natural rewards strategies (Manz & Neck 

2004; Neck & Houghton 2006), which is used to find meaning and purpose in the job 

(Manz 1986). Natural reward strategies focus on incorporating more enjoyable features 

into a given activity, so that the task itself becomes naturally rewarding (Houghton et al. 

2004). Natural reward strategies include a commitment to, belief in, and enjoyment of 



26 
 

the work for its own value. The natural rewards dimension is the motivation component 

of self-leadership, which is related to self-determination theory (Deci & Ryan 1985), 

and the strategies are designed to help increase individuals’ intrinsic motivation to 

perform a task (Manz & Neck 2004). The natural rewards strategy is a useful way to 

deal with such unpleasant tasks constructively (Anderson & Prussia 1997) so that the 

tasks become worth doing. 

 

To further understand the role of natural rewards strategy is by discussing the two 

aspects of natural rewards; which are feelings of competence and feelings of self-control 

(Manz & Neck 2004). Doing tasks that one enjoys and enhancing tasks provide certain 

specific rewards. This is because individuals obtain feelings of competence when they 

improve their performance in any activity that they like and thus, find it more enjoyable. 

Individuals will have feelings of self-control if they have the power to determine what 

happens around them (Deci & Ryan 2000). 

 

The cognitive aspect of natural rewards requires focusing thoughts on the enjoyable 

aspects of a task, rather than the unpleasant aspects to make it more enjoyable and 

rewarding (Stewart, Courtright & Manz 2011). For example, although academics’ 

workloads are very demanding, focusing on the enjoyable aspects of the work, such as 

teaching and doing research would make it more meaningful and enjoyable for many 

academics. The objective is to sustain one’s motivation while completing a difficult or 

undesirable task. According to Deci and Ryan (1985), being intrinsically motivated is 

an important factor in enduring through difficult, confidence-sapping and frustrating 

moments. As most activities have both pleasant and unpleasant aspects, individuals can 
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focus on the pleasant aspects of the tasks while working. Manz and Neck (2004) 

proposed that the primary idea is to lead individuals to embrace and take ownership of 

the tasks and think of the benefit of doing the tasks.  

 

In summary, natural reward strategies focus on positive perceptions and motivate 

individuals to find pleasure in their work for its intrinsic rewards. The ability to be able 

to focus on the job for the pleasure of doing it, is like working on a hobby that can lead 

to increased feelings of competence, self-control and a sense of purpose. If one is able 

to achieve this, it would inspire one to wake up every morning feeling happy to go to 

work (Manz & Neck 2004; Ryan & Deci 2000a). 

 

2.3.3 Constructive Thought Pattern Strategies 

Constructive thought pattern strategies are largely based on cognitive behavioral therapy 

(Beck 1970; Burns 1980; Ellis 1962), which involves the identification and 

modification of dysfunctional beliefs and the use of positive self-talk and mental 

imagery as the power of “positive thinking” (Peale 1953). Constructive thought pattern 

strategies are used to alter thought patterns in desirable ways that can positively impact 

performance (Neck & Manz 1992). These strategies are used to help identify any 

dysfunctional beliefs and to change them to more positive ones (Manz & Neck 2004). 

Specific thought oriented strategies include the evaluation and challenging of irrational 

beliefs and assumptions, mental imagery of successful future performance, using new 

improved scripts and positive self-talk (Houghton & Neck 2002). 
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Constructive thought patterns focus on developing positive thinking and concentrating 

on opportunities rather than obstacles (Manz 1992; Neck et al. 1999). Neck and 

colleagues (1999) suggested cognitive strategies that focus on self-talk, mental imagery, 

beliefs and assumptions, and thought patterns as tools to improve entrepreneurs’ 

thought patterns, self-efficacy and performance. The objective of this strategy is to 

develop habitual positive thinking and to eliminate dysfunctional thought patterns 

(Neck, Stewart & Manz 1995). Manz and Neck (1991; 2004) suggested that individuals’ 

thoughts could have an effect on their behavior; therefore, it would be beneficial for 

organizations to encourage positive thinking. Constructive thought patterns (Manz 

1992; Manz & Neck 2004) can promote well-being and improve performance, whereas 

dysfunctional thought patterns can lead individuals to life problems, such as depression.  

 

Manz and Neck (2004) suggested that there are four possible patterns of constructive 

thought: evaluating beliefs and assumptions, using new improved scripts, mental 

imagery, and self-talk. One improves one’s own belief system by identifying beliefs, 

values and assumptions and analyzing their accuracy (Neck, Nouri & Godwin 2003). 

The first step is to identify any dysfunctional scripts one might have and evaluate the 

beliefs and assumptions (Prussia, Anderson & Manz 1998). According to Burns (1980), 

there are 11 primary categories of dysfunctional thinking: extreme thinking (all-or-

nothing thinking), over-generalization, mental filter, disqualifying the positive, jumping 

to conclusions (mind reading and fortune telling), magnifying and minimizing, 

emotional reasoning, should statements, labeling and mislabeling, and personalization. 

The theory behind these cognitive distortions was first introduced by Beck (1970). 

According to Manz and Neck (2004), a mental script is an individual’s perception of an 

event that is influenced by previous experiences in life.  
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The second step is to challenge the assumptions and then eliminate dysfunctional beliefs 

(Manz & Neck 2004). Manz and Neck (2004) also suggested that when people are 

aware of any dysfunctional beliefs they might have, they are likely to be able to think 

positively by eliminating the negative thinking. This strategy is also viewed as 

opportunity thinking, whereby individuals view challenges as opportunities rather than 

obstacles (Neck, Nouri & Godwin 2003). Neck and Manz (1996) conducted a training 

intervention-based field study to empirically investigate the applicability of thought 

self-leadership in an organizational setting (of bankruptcy financial status). In their 

study, Neck and Manz (1996) found that employees who received the constructive 

thought training experienced improved mental performance, positive affect, job 

satisfaction, and reduced nervousness compared to employees who did not receive the 

training. In addition, they found that employees who received training experienced 

improved perception of self-efficacy and more optimistic perceptions towards their 

organization’s bankruptcy condition compared to those who did not receive the training.  

 

The third step is to visualize one’s performance prior to the actual event (Manz & Neck 

2004). This strategy is called “mental practice” or “mental imagery” (Neck & Manz 

1992) and has been researched and used in several fields and found to be effective 

(Finke 1989). For example, research in sports psychology, clinical psychology, and 

counseling education has studied the relationship between mental imagery and 

performance (Neck & Manz 1992) and found that mental imagery can be viewed as a 

valid method to enhance performance (Neck & Manz 1992). Neck and Milliman (1994) 

suggested that the objective of mental imagery is to visualize the desired results, which 

includes goal achievement and the thoughts and feelings associated with successful 
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performance. In addition, Neck and Milliman (1994) asserted that thought self-

leadership can facilitate individuals to influence or lead themselves toward spirituality 

in their work life. For example, employees can mentally picture themselves interacting 

with fellow colleagues and clients, enjoying the process and feeling that they have 

served their purpose to help people in any way they can.   

 

The fourth strategy is self-talk, which is one’s inner speech to oneself (Hardy 2006). 

The goal of the self-talk strategy is to develop and maintain constructive self-talk 

patterns (Godwin, Neck & Houghton 1999). Manz and Neck (2004) explained that 

constructive self-talk reinforces positive thoughts and motivation. According to Neck 

and Manz (1992), research has shown that the use of self-talk in sports psychology has 

led to successful performance (Mahoney & Avener 1977; Meyers et al. 1979). In 

addition, in clinical psychology research, self-talk was successfully used to help 

smokers quit smoking (Steffy, Meichenbaum & Best 1970). Similarly, Meichenbaum 

and Goodman (1971) research indicated that training impulsive children to talk to 

themselves was effective in controlling their behavior. Whereas in the field of 

counseling psychology, Kurpius, Benjamin and Morran’s (1985) research on counselor 

trainees has found that positive self-talk increased cognitive processing. This study 

investigated the effects of teaching counselor trainees a cognitive self-instruction 

strategy (Kurpius, Benjamin & Morran 1985). Results indicated that acquiring a 

cognitive self-instruction strategy improved the trainees’ performance. 

 

According to Manz and Neck (1991), evaluating beliefs and assumptions and using 

new, improved scripts, mental imagery, and self-talk is mutually influential in creating 
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positive thought patterns in individuals. These four constructive thought pattern 

strategies are also known as thought self-leadership (TSL). Neck and Houghton (2006) 

explained that this process is a continuous cycle that individuals have to engage in by 

monitoring themselves, adjusting their negative thought patterns to constructive ones, 

and getting feedback on their performance. Neck, Smith and Godwin (1997) offered a 

step-by-step process on how to apply the cognitive approach to diversity training. 

Rather than forcing attitudinal change, Neck, Smith and Godwin (1997) suggested TSL 

be used to overcome the challenge of diversity in the workplace. In addition, Houghton, 

Neck and Manz (2003) suggested that TSL combined with self-efficacy has the 

potential to facilitate work team sustainability. Moreover, Houghton and Jinkerson 

(2007) found that constructive thought strategies were related to job satisfaction, which 

is an important milestone toward understanding the potential role of TSL in enhancing 

employee well-being. Their results indicated that constructive thought strategies have 

the potential to enhance employee job satisfaction and well-being (Houghton & 

Jinkerson 2007).   

 

 2.3.4 Self-Leadership Criticisms 

Although it has been expanding based on a strong appeal, self-leadership has not been 

without its criticisms as the construct has developed (Neck & Houghton 2006). For 

example, many self-leadership studies have been conceptual with only a few empirical 

studies examining self-leadership in the workplace. The reason for this may be due in 

part to the fact that a validated measurement scale has been slow to develop (Neck & 

Houghton 2006). Over the past decade or so, self-leadership construct has begun to 

move on in advance stage as responses have been provided to concerns and criticisms.  
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The most common criticism of self-leadership is that it is theoretically similar with 

motivation theories such as self-regulation (Neck & Houghton 2006). Many of self-

leadership strategies are based from other established motivation and self-influence 

theories. Therefore, critics suggested that self-leadership is redundant with other classic 

theories of motivation (Markham & Markham 1995). In response to the criticisms, Neck 

and Houghton (2006) explained that self-leadership is a normative theory as opposed to 

a descriptive or deductive theory. Normative theories are prescriptive that emphasize 

how something should be done; whereas deductive or descriptive theories tend to 

explain the basic operation or various phenomena (Neck & Houghton 2006). In this 

case, self-leadership strategies operate within the theoretical framework of self-

regulation.  

 

2.4 PRACTICALITY AND APPLICABILITY OF SELF-LEADERSHIP 

STRATEGIES 

Moving from prior research in the field to the practicality and applicability of self-

leadership, the question as to whether there are certain qualities or characteristics that 

influence individuals to be engaged in self-leadership strategies remains to be answered. 

To date, a lot of research in self-leadership has been concerned with examining separate 

components of self-leadership rather than the combination of the three components of 

self-leadership. For example, a great deal of research and theories has focused on only 

constructive thought pattern strategies or TSL with performance (Neck & Manz 1992; 

Neck, Stewart & Manz 1995), spirituality at the workplace (Neck & Milliman 1994), 

employee cognition and mental performance (Neck & Manz 1996), diversity 
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management (Neck, Smith & Godwin 1997), application to the entrepreneurial process 

(Neck et al. 1999), goal setting (Godwin, Neck & Houghton 1999; Neck, Nouri & 

Godwin 2003), self-efficacy (Houghton, Neck & Manz 2003), and job satisfaction 

(Houghton & Jinkerson 2007).  

 

However, more information about the combination of three self-leadership strategies is 

needed. While constructive thought pattern strategies or TSL is a very useful concept, it 

is only one part of the self-leadership set of three strategies. Self-leadership has been 

conceptualized as comprising three dimensions, not just one. Therefore, this study 

attempts to test the full theory, not just part of the theory. The following papers 

similarly consider the combination of the three self-leadership dimensions as strategies 

to achieve desirable behavior and effective performance.  

 

2.4.1 Outcomes of Self-Leadership 

So far, self-leadership research has primarily focused on workplace improvement and 

personal effectiveness. For example, Manz (1983) and Manz and Neck (2004) 

suggested self-leadership as a strategy for personal effectiveness in one’s life and work. 

Meanwhile, Neck, Ashcraft, and VanSandt (1998) proposed self-leadership as a way of 

empowering non-profit employees. Self-leadership has also been discussed with the 

concepts of entrepreneurship (D'Intino et al. 2007), innovation and creativity (DiLiello 

& Houghton 2006), goal-setting (Godwin, Neck & Houghton 1999), personality 

(Williams 1997), and ethical decision-making (VanSandt & Neck 2003).  
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According to Bandura (1977), an individual’s performance history is the strongest 

contributor towards self-efficacy perceptions. This is because, if individuals have 

established a feeling of competence, it can greatly enhance their motivation to do a task. 

This contention is supported by a study in which the researchers investigated the 

mediating role of self-efficacy between self-leadership and performance, and which 

indeed found that self-leadership had a significant effect on self-efficacy and that self-

efficacy affected performance (Prussia, Anderson & Manz 1998). In addition, Roberts 

and Foti (1998) investigated the interaction between self-leadership and work structure 

and the relation of these to job satisfaction. The results of their study suggested that 

employees’ responses to their job may be influenced by specific combinations of person 

and situation in the aspects of supervisory structure and job autonomy (Roberts & Foti 

1998).  

 

In addition, DiLiello and Houghton (2006) posited that individuals who practice self-

leadership would have more potential to be innovative and creative than individuals 

who do not practice self-leadership. Meanwhile, Konradt, Andreben and Ellwart (2009) 

used a multilevel approach to investigate the impact of self-leadership in teams. Their 

study demonstrated a positive relationship between self-leadership and performance, 

mediated by self-efficacy; however, autonomy and task type showed no moderating 

effect on the relationship between self-leadership and performance (Konradt, Andreben 

& Ellwart 2009). Unsworth and Mason (2012) reported on two field studies, which 

demonstrated that self-leadership training reduced strain through self-efficacy and 

positive affect. The results of their study suggested that self-leadership training could be 

utilized as a preventive approach to stress management.  

 



35 
 

As can be seen from the list of outcomes above, the research on self-leadership shows 

an effect on self-efficacy, performance, job satisfaction and well-being. However, there 

is a need to understand when self-leadership behaviors are likely to emerge. In other 

words, although it is good to know the outcomes of self-leadership, until we have 

established who the self-leaders are and what conditions are likely to influence these 

self-leaders to practice self-leadership, going further towards outcomes is unlikely to 

produce positive results. This is important for employers so that they can employ a 

suitable strategy for human resource development. In addition, we also need to know 

what conditions are suitable for employees to engage in self-leadership. This 

information is essential for employers so that they can provide employees with the 

opportunity to facilitate the utilization of self-leadership strategies. Therefore, having 

this information beforehand is imperative so that organizations can reduce the cost of 

unnecessary training of human capital.  

 

2.4.2 Antecedents of Self-Leadership 

Williams (1997) suggested that a number of personality traits are likely to be associated 

with self-leadership skills, predicting positive associations between self-leadership and 

extraversion, conscientiousness, self-efficacy, internal locus of control, and emotional 

stability. Stewart, Carson and Cardy (1996) conducted a field investigation that 

examined the effects of conscientiousness and self-leadership training on employees. 

They found that individuals with low conscientiousness benefit most from the training. 

This is because individuals with high conscientiousness were already practicing many 

self-leadership strategies (Stewart, Courtright & Manz 2011). Williams (1997) 

hypothesized that individuals high in neuroticism would also benefit from self-

leadership training because neurotics are more inclined to experience distress, 
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nervousness, insecurity and tension (Barrick & Mount 1993), which would result in 

negative interpretations of life events. Hence, neurotics may benefit the most from 

thought self-leadership. 

 

Houghton and colleagues (2004) conducted research in the relationship between self-

leadership and personality to investigate to what extent self-leadership factors are 

distinct from personality factors. It was found that only conscientiousness and 

extraversion were significantly related to all three self-leadership dimensions, whereas 

emotional stability was significantly related to the natural reward strategies. Further, 

another body of research indicated that self-leadership positively relates to internal 

locus of control (Kazan 1999). In addition, Norris (2008) found a positive and 

significant relationship between general self-efficacy and self-leadership.  

 

The number of empirical studies on antecedents of self-leadership is very limited and 

therefore, little is known about other natural tendencies of individuals who practice self-

leadership (Stewart, Courtright & Manz 2011). To date, although a few authors have 

identified the characteristics or traits that facilitate self-leadership (Houghton et al. 

2004; Williams 1997), none of them considered the possibility that other individual 

characteristics variables, such as workplace attitudes (e.g. affective commitment), might 

also influence the practice of self-leadership. For example, Williams (1997) has 

theorized a number of personality traits that were related to self-leadership, such as 

extraversion, neuroticism, conscientiousness, openness to experience, agreeableness, 

self-efficacy, self-esteem, locus of control and self-monitoring; but has not theorized on 

workplace attitudes. 
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In addition, there is a question of the interplay between person and situation. This is 

because in weak situations (Mischel 1977), individual differences are likely to influence 

self-leadership behavior more than in strong situations. Houghton and Yoho (2005) 

proposed a model that specifies the situations under which self-leadership would 

emerge. Their model suggested that certain contingency factors, such as situational 

urgency and task structure, are the appropriate circumstances when self-leadership 

should be encouraged.  

 

To date, no research has been conducted on other individual difference antecedents 

related to affective commitment, as an attitudinal factor of individual differences. In 

addition, although several situational factors have been suggested in the self-leadership 

literature, the investigation of situational factors as moderators has been scarce. Hence, 

this study endeavors to fill this gap by addressing the issues discussed above by looking 

at the interaction between individual differences and the situation.  

 

2.5 GENERAL DISCUSSION 

This chapter discussed the relationship between self-leadership and motivational theory, 

indicating that self-leadership is focused on influencing oneself. Although the three 

dimensions of self-leadership (behavioral, natural reward, and constructive thought 

pattern) are all internally focused, they are also distinct from one another (Manz 1992). 

A behavioral focused strategy concentrates on the behavior and is self-discipline 

oriented. Natural reward strategies seek to create positive aspects within the work itself, 
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whereas constructive thought pattern strategies are an internal approach focused on 

modes of thinking in positive and desirable ways.  

 

Many researchers are beginning to change direction in studying work motivation by 

focusing on the motivational mechanisms that sustain employees’ motivation and 

performance “in emotionally demanding work environments” (Kanfer 2009; p. 78). 

Although self-leadership can be viewed as a motivational mechanism to help 

individuals achieve their goals, it would be helpful to investigate when self-leadership 

behaviors are likely to emerge. This is because although the concept of self-leadership 

has been around for a number of years, there has been a shortage of research in certain 

areas. It is thus hoped that the findings of this study will facilitate knowledge-based 

recommendations for developing self-leadership practice among employees. The next 

chapter will discuss the theoretical framework that underlies this thesis.   
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CHAPTER 3 

 

THEORETICAL DEVELOPMENT AND HYPOTHESES 

 

3.1 INTRODUCTION 

The purpose of this chapter is to present the theoretical framework for the thesis. 

Limited research has been conducted to examine how individual differences in 

personality traits (e.g., conscientiousness, extraversion, emotional stability, and 

openness to experience) influence the practice of self-leadership. In addition, no 

research has been done on how attitudes (e.g., affective commitment) influence the 

practice of self-leadership (Stewart, Courtright & Manz 2011). Moreover, little is 

known about situational effects on self-leadership (Neck & Houghton 2006), although 

several situational factors have been suggested in the self-leadership literature. The 

results of this study will add to the existing knowledge to facilitate a better 

understanding of the practice of self-leadership in the workplace.  

 

Because of the lack of research in these areas, there is a limited amount of literature that 

can be drawn on in exploring the hypotheses. The main focus of this study was to 

examine the relationship between personality traits and work attitudes and self-

leadership, and to identify the situational characteristics that influence the practice of 

self-leadership. Understanding how individual differences affect the practice of self-

leadership can help organizations more effectively manage their human capital and 

development activities.  
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3.1.1 Hypothesized Model 

The variables hypothesized to predict self-leadership are shown below. Two studies 

were conducted for this thesis. Figure 3.1 shows the model for Study 1, which detailed 

three personality traits proposed as predictors of self-leadership. It should be noted that 

the variables from Study 1 was secondary data, therefore the variables used in this study 

are limited to those that have been collected.  

 

Figure 3.1: Personality traits and self-leadership 

 

 

 

 

 

 

 

 

Figure 3.2 shows the model for Study 2, detailing two personality traits and one 

attitudinal variable as antecedents of self-leadership with three situational moderators.  
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Figure 3.2: Individual and situational factors impacting self-leadership 

 

    

    

   

     

     

    

 

 

 

 

3.2 INDIVIDUAL DIFFERENCES 

Self-leadership strategies focus on thought processes and behaviors in order to help 

people to enhance their human capital. As noted in the previous chapter, investigating 

the main effects of individual characteristics on self-leadership would be a useful way 

of achieving a better understanding of the complex phenomenon of self-leadership. 

Therefore, this study begins by proposing several hypotheses to investigate the potential 

influence of certain personality traits on self-leadership.  
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3.2.1 Personality Traits 

Personality is a stable pattern of traits and characteristics (Barrick & Mount 2005; Renn 

et al. 2005) that shapes the behavior of individuals and differentiates people from one 

another (Andersen 2006). Personality is also likely to influence individuals’ behavior, 

life and career choices, and job performance (Barrick & Mount 2005). Research on the 

relationship between self-leadership and personality provides some evidence that the 

self-leadership dimensions are distinct from, yet related to, certain personality traits 

(Houghton et al. 2004); therefore, it is also useful to continue investigating the 

relationships between specific personality traits and self-leadership to understand more 

about potential self-leaders.  

 

There are two ways in which personality affects self-leadership. First, personality 

affects self-leadership by affecting the self-regulation or self-management process 

directly. For example, Williams and colleagues (1995) found that extraversion was 

positively related to the self-management dimensions of being goal-directed and 

organizing one’s physical space effectively. Second, personality affects self-leadership 

through its effect on meta-learning or levels of meta-skill (Williams 1997). However, 

this study is not specifically concerned with an intervention; rather, this study is aimed 

at understanding the relationships between individual differences and the practice of 

self-leadership strategies.  The significance of looking at a direct relationship is because 

self-leadership training is not necessary for individuals with certain personality traits, 

such as conscientiousness. For example, Stewart and colleagues (1996) found that self-

leadership training had an effect on individuals with low conscientiousness; but not on 
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individuals with high conscientiousness because they were already practicing self-

leadership.  

 

To date, there is limited research demonstrating that personality traits are important 

predictors influencing the practice of self-leadership. There are exceptions though. For 

example, Williams and colleagues (1995) found significant relationships between self-

management and personality assessed on the Myers-Briggs Type Indicator (MBTI). The 

judging dimension, which corresponds with conscientiousness and sensing, which 

corresponds to openness to experience and extraversion, was found to be associated 

with self-management. Another research study examining the relationship between 

personality and self-leadership was conducted by Houghton and colleagues (2004) who 

found that only conscientiousness and extraversion were significantly related to all three 

self-leadership dimensions, whereas emotional stability was significantly related to the 

natural reward strategies. As can be seen from this list of studies on self-leadership (and 

its predecessor, self-management) and personality traits, these studies have been cross-

sectional in nature, with the exception of the study by Stewart, Carson and Cardy (1996) 

which involved interventions. The cross-sectional studies are vulnerable to common 

methods variance (CMV). Hence, this study would address concern about common 

method variance by creating temporal separation of data collection; which would reduce 

CMV problems (Brannick et al. 2010).  

 

Based on this previous research, it appears as though personality is likely to have an 

effect on self-leadership. However, there is also a limitation on previous work in terms 

of theory due to the use of MBTI; which is not a robust theory. Therefore, for this study, 
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I will use a well-validated personality model on which to develop my hypotheses. I have 

chosen the Big-Five model (Goldberg et al. 2006) because it is a well-accepted 

personality dimensions (Barrick & Mount 1993) and can serve as a meaningful 

classification of personality traits (Digman 1990). Furthermore, the Big-Five model has 

been found in many studies with different conceptual frameworks across different 

samples. In addition, previous studies have shown that the Big Five personality traits 

yielded strong and consistent relationships with motivation (Judge & Ilies 2002) and 

performance (Barrick & Mount 2005). 

 

Rather than taking a one-size-fits-all approach to the theorizing, I suggest that each of 

the five personality characteristics will have different relationships with the use of self-

leadership strategies. First, I will rule out a possible relationship between agreeableness 

and self-leadership. Then, I will examine each of the remaining personality 

characteristics to determine their possible relationships with self-leadership. 

 

Agreeableness 

Agreeableness, which is the tendency to be cooperative, trusting, gentle, and kind 

(Graziano & Eisenberg 1997) has little conceptual relevance to the practice of self-

leadership. This is because none of these psychological states seem to be related to self-

leadership (Williams 1997). Furthermore, much of the behavioral self-leadership 

component of self-leadership reflects the criterion of “getting ahead”, whereas the 

criterion for agreeableness is “getting along” (Barrick & Mount 2005). Empirically, 

agreeableness displayed only weak correlations with a behavioral self-leadership 

construct (goal-setting) (Judge & Ilies 2002), and the Myers-Briggs Thinking-Feeling 
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personality dimension, that corresponds with agreeableness was not related to self-

management (Williams et al. 1995). Therefore, I did not examine the relationship 

between agreeableness and self-leadership in this thesis. Instead, this thesis focuses on 

the other four personality dimensions of the big five, namely conscientiousness, 

openness to experience, emotional stability, and extraversion. 

 

Conscientiousness  

Conscientiousness is defined as the tendency to be dependable (reliable, careful, and 

responsible), efficient (competent, organized, dutiful, purposeful, self-disciplined and 

thorough), and industrious (hardworking, goal-focused, achievement striving and 

persistent) (Barrick, Mount & Judge 2001; Houghton et al. 2004; Judge, Martocchio & 

Thoresen 1997; Mount, Barrick & Strauss 1999; Williams 1997). Conscientious 

individuals are more likely to set goals for themselves and be committed to their goal 

(Barrick, Mount & Strauss 1993), which is consistent with self-leadership self-goal 

setting strategies.  

 

Self-leadership involves conscious observation of one’s own behavior, the planning of 

goal setting, self-cueing, organization of one’s time and environment, and consistent 

practice (Manz 1992; Manz & Neck 2004). These skills are consistent with those 

associated with conscientious individuals who tend to be hardworking, organized, 

persevering, responsible, achievement-oriented, and goal setting (Barrick & Mount 

1991; Barrick, Mount & Strauss 1993; Barrick & Mount 2005; Goldberg 1992; 

Iddekinge, Ferris & Heffner 2009; Stewart, Carson & Cardy 1996; Thoms, Moore & 

Scott 1996). Empirically, Gerhardt, Rode and Peterson (2007) found that 
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conscientiousness was related to self-management for a sample of 228 undergraduate 

students. In another separate study, conscientiousness was found to be related to 

intrinsic motivation, which is one of the natural reward strategies of self-leadership, in a 

sample of 217 systems engineers at a Japanese large information systems company and 

257 car salespeople at several sales branches of a Japanese automaker (Watanabe, Tareq 

& Kanazawa 2011). Houghton and colleagues (2004) also found a relationship between 

conscientiousness and the self-leadership dimensions of behavior-focused (r = 0.57), 

natural reward (r = 0.33), and constructive thought (r = 0.29) strategies. Overall, the 

evidence presented above suggests that conscientiousness is an important predictor of 

self-leadership. Following this theoretical rationale, the following hypothesis is 

proposed.  

Hypothesis 1a: Conscientiousness will be positively related to self-

leadership.  

 

Emotional Stability 

Emotional stability, often called neuroticism, has been described in the literature as an 

individual’s degree of self-confidence, tolerance of stress, optimism, and self-

consciousness (Costa & McCrae 1992; Thoms, Moore & Scott 1996). Emotional 

stability enables an individual to remain steady under pressure and to handle negative 

feedback (Hogan & Holland 2003; Hogan, Curphy & Hogan 1994). Judge and Ilies 

(2002) found that neuroticism was negatively related to goal-setting.  

 

Other than self-goal setting, I argue that emotional stability is also related to other self-

leadership strategies. Kanfer and Heggestad’s (1997) model suggested that anxiety, 
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which is closely related to neuroticism, leads to poor self-regulation generally. In 

particular the high level of emotionality (Renn et al. 2005) associated with low 

emotional stability, would impair rational decision making (Renn et al. 2005) and the 

self-awareness strategy. Finally, neurotic individuals are also more likely to have 

irrational beliefs and assumptions about themselves (Williams 1997), which may cloud 

their judgment in assessing their ability accurately. Therefore, individuals who are high 

in emotional stability will be more inclined to engage in self-leadership than those 

individuals who are low in emotional stability. In other words, the following is 

expected: 

Hypothesis 1b: Emotional stability will be positively related to self-

leadership.  

 

Openness to Experience 

Openness to experience, or the intellectual dimension of the Big Five personality traits, 

is characterized by individuals who are curious, imaginative, artistic (Thoms, Moore & 

Scott 1996), creative, broad-minded, intelligent, and have a positive attitude toward 

learning (Yamkovenko & Holton 2010). Hogan and Holland (2003) suggested that 

when successful performance requires getting ahead, openness to experience will 

predict performance. This is because getting ahead is associated with being curious and 

eager to learn, which reflects openness to experience. Therefore, openness to experience 

may influence individuals’ propensity to practice self-leadership due to their 

achievement orientation nature (Hogan & Holland 2003). 
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This appears to be supported by the empirical evidence. Williams and colleagues’ 

(1995) found that sensing, which corresponds to openness to experience was positively 

related to self-management particularly on the timeliness of task accomplishment and 

organization of physical space dimensions. In this study, a sample of 347 university 

students enrolled in educational psychology courses were invited to participate in the 

study during their class period. Judge and Ilies (2002) found a correlation between 

openness to experience and goal-setting motivation – a construct which, while not 

exactly a self-leadership strategy is likely to be closely associated with behavioral self-

leadership. 

 

Furthermore, previous studies have suggested that individuals who are open to 

experience tend to be able to find meaningfulness and to experience feelings of 

competence (Watanabe & Kanazawa 2009; Watanabe, Tareq & Kanazawa 2011), which 

is associated with the competence aspect of the natural rewards strategy. For these 

reasons, the following hypothesis is proposed:  

Hypothesis 1c: Openness to Experience will be positively related to self-

leadership. 

 

Extraversion 

Extraversion is the tendency to be sociable, enthusiastic, gregarious, talkative, assertive, 

active, outgoing, optimistic, energetic, and ambitious (Barrick, Mount & Judge 2001). 

Zweig and Webster (2004b) suggested that highly extroverted individuals are inclined 

to have positive affect and cognitions and an optimistic view (Bono & Judge 2004); this 

is consistent with constructive thought pattern strategies that focus on positive thinking 
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(Houghton et al. 2004; Manz 1992; Neck et al. 1999). In addition, extroverts are 

expected to be motivated by a desire to get ahead and thus they are predicted to have 

cognitive motivations (Barrick, Stewart & Piotrowski 2002).  

 

Williams and colleagues (1995) study of 347 university students found that extraversion 

was positively related to self-management skills, in other words, behavioral self-

leadership. In a study of 381 undergraduate students, Houghton and colleagues (2004) 

found that the trait of extraversion was significantly related to the three dimensions of 

self-leadership (Houghton et al. 2004). Thus, although there is limited empirical data, 

the existing evidence and the nature of extraversion suggest a positive relationship 

between extraversion and self-leadership.  

Hypothesis 1d: Extraversion will be positively related to self-leadership. 

 

3.2.2 Attitude (Affective Commitment) 

In addition to examining the effect of personality traits on self-leadership, it is also 

important to investigate how additional attitudinal factors, such as affective 

commitment, might facilitate the practice of self-leadership. Although there is no 

empirical research that has linked affective commitment to self-leadership, commitment 

has been suggested as a component of motivation that might influence behavior (Meyer, 

Becker & Vandenberghe 2004). According to Meyer, Becker and Vandenberghe (2004), 

both motivation and commitment “have been described as energizing forces with 

implications for behavior” (p.994). Therefore, in this study, I also consider the influence 

of the attitudinal variable, affective commitment, on self-leadership.  
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Commitment can be defined as a force that binds individuals to a course of action 

(Meyer & Herscovitch 2001). There are three forms of commitment: 1) affective 

commitment defined as employees’ emotional attachment to, identification with, and 

involvement in their organization; 2) normative commitment defined as employees’ 

feelings of obligation to stay with their organization; and 3) continuance commitment 

defined as commitment that is based on the loss that employees have to bear if they 

leave their organizations (Allen & Meyer 1990). However, although there are three 

components of commitment, I only focus on affective commitment as an antecedent of 

self-leadership. The reason for this is that affective commitment is reflected more than 

the other two in discretionary behavior (Meyer, Becker & Vandenberghe 2004). 

Continuance commitment is either unrelated or negatively related to desirable work 

behaviors, whereas normative commitment is not as strongly related to desirable work 

outcomes (Meyer et al. 2002). Therefore, the most likely component of organizational 

commitment to be related to discretionary behaviors, such as self-leadership, is affective 

commitment.  

 

Affective commitment develops over time through interactions with the environment 

(Bipp 2010). Individuals with high affective commitment feel an emotional connection, 

ownership, and inner desire to be associated with their organizations (Allen & Meyer 

1996). Employees with a high level of affective commitment will continue working for 

an organization because they want to do so. So far, no empirical studies have attempted 

to examine affective commitment as an antecedent of self-leadership; however, it has 

been linked to organizational success and effectiveness (O'Driscoll & Randall 1999). 

Researchers have generally concluded that affective commitment is positively linked to 
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desirable work behavior (Allen & Meyer 1996), work motivation (Johnson, Chang & 

Yang 2010; Meyer, Becker & Vandenberghe 2004), performance (Chong & Eggleton 

2007; Meyer et al. 1989), and job satisfaction (Allen & Meyer 1996). In particular, 

affective commitment is an important predictor for extra-role behaviors that go beyond 

formal role requirements (Smith, Organ & Near 1983). 

 

I argue that the use of self-leadership strategies is a desirable, but extra-role, work 

behavior. It is not mandated by supervisors or the job description but increases 

performance. Given this and based on the previous research, it is likely that self-

leadership will therefore be related to affective commitment. Individuals who are 

emotionally connected to their organization are willing to practice self-leadership 

because they value their work and want to perform above average (Galletta, Portoghese 

& Battistelli 2011) in order to achieve their organization’s goals. Individuals who are 

high on affective commitment would go beyond the call of duty (Ganesan & Weitz 

1996) to achieve their organizational goals due to their emotional attachment to the 

organization (Galletta, Portoghese & Battistelli 2011). Therefore, this study proposed 

that affective commitment would be related to self-leadership because individuals with 

affective commitment to their organizations would be motivated to improve their work 

performance (Galletta, Portoghese & Battistelli 2011). 

 

Hypothesis 2: Affective commitment will be positively related to self-

leadership.   
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3.3 SITUATIONAL FACTORS  

So far I have argued that certain individual traits and attitudes will be related to the use 

of self-leadership strategies. However, the theory of situational strength posits that 

situational characteristics interact with individual characteristics to influence 

employees’ behavior (Meyer, Dalal & Hermida 2010; Snyder & Ickes 1985).  More 

specifically, the degree to which a situation enforces or encourages a particular behavior 

(strength of the situation) will affect the degree to which personality influences 

behavior; strong situations may restrain individual characteristics; whereas, weak 

situations may promote the demonstration of individual differences. In strong situations, 

a person’s behavior is attributed to the role of the situation. In this situation, an 

individual knows the behavioral expectations and restrictions of the situation. In weak 

situations, however, behavior is less connected to the situational expectations. Although 

I have argued that certain individual characteristics (conscientiousness, extraversion, 

affective commitment, etc.) predict self-leadership, it is expected that the strength of the 

relationship will differ among individuals in different job contexts (Mischel 1977; Tett 

& Burnett 2003). This is because situational factors could either hinder or encourage 

self-leadership behaviors.  

 

According to Barrick and Mount (2005), studies demonstrating the influence of 

situational strength show that situations can control how individuals behave. For 

example, Barrick and Mount (1993) found that conscientiousness was related to job 

performance when there was high job autonomy; but it was not related to job 

performance when there was low autonomy. The important function of the situational 

characteristics is to influence the choice of response; therefore, as Barrick and Mount 

(2005) suggested, researchers need to take the interaction perspective seriously. This is 
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because individuals with a personality that motivates them to engage in self-leadership 

might not be able to practice self-leadership if their jobs are highly controlled with 

limited discretion. Mischel (2009) pointed out that it is important to consider the 

interaction between the work situation and individual characteristics on behavior 

because they are always interacting in our daily work life.  

 

However, despite their frequency in everyday work life (Kammrath, Mendoza-Denton 

& Mischel 2005), currently the general situational strength literature is lacking (Meyer, 

Dalal & Hermida 2010). House, Shane, and Herold (1996) stressed the importance of 

testing interaction models in studies that use both dispositional and situational factors to 

predict behavior. Similarly, Diefendorff, Richard, and Gosserand (2006) noted that 

identifying moderators may be required to ensure better theory development because 

this process would be able to specify the situations under which individual variables can 

be expected to relate to behavior.  

 

In summary, the situational theory suggests that employees have more room to improve 

their performance if they are given the opportunity and support (Stewart, Carson & 

Cardy 1996). This suggests that an adjustment of the work situation can influence 

employees’ behavior. I will now discuss three situational factors that are likely to 

influence the use of self-leadership strategies, despite an individual’s characteristics, 

namely job autonomy, time pressure, and a stressful working environment.  
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3.3.1 Job Autonomy 

Hackman and Oldham (1975) used the term “job autonomy” to describe the degree of 

freedom and independence that employees have to make job-related decisions, such as 

what tasks to perform, how to do the work, and how to handle work exceptions. High 

levels of job autonomy mean fewer constraints on the employees' behavior; it is thus, a 

weak situation in which employees’ personalities will be more likely to be related to the 

behavior (Mischel 1977). Employees with high autonomy will have greater discretion in 

deciding how to do their job because of greater flexibility in decision making (Fried et 

al. 1999; Morgeson, Delaney-Klinger & Hemingway 2005; Troyer, Mueller & Osinsky 

2000). Autonomy allows employees to feel responsible for what they do in their job-

related tasks (Schwalbe 1985). Building on situational strength theory, I therefore 

suggest that in jobs with perceived low levels of autonomy there will be “one way” to 

behave and the relationship between individual traits and attitudes and self-leadership 

will be non-significant; however, in situations of high autonomy the employee will be 

more free to choose how to behave and the use of self-leadership strategies will be 

significantly related to individual differences. 

 

This proposition has some supporting studies to date. For example, Barrick and Mount 

(1993) found that autonomy moderated the relationships between both 

conscientiousness and extraversion and performance and Gellatly and Irving (2001) 

found that extraversion had positive relationships with performance for those with high 

autonomy but not for those with low job autonomy. Thus, there appears to be some 

support for this argument. However, these studies examined performance behaviors 

rather than self-leadership behaviors and the extent to which the relationship between 

personality and self-leadership is affected by situational strength has not yet been tested.   
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Moreover, to date, no studies have assessed the moderating effect of autonomy on the 

relationships between attitudes about an organization and self-leadership. However, 

Roberts and Foti (1998) examined the interaction effect of self-leadership and work 

structure (including job autonomy) on job satisfaction. The results of their study 

suggested that employees’ responses to their job may be influenced by specific 

combinations of person and situation in the aspects of supervisory structure and job 

autonomy (Roberts & Foti 1998). Although their study examined a different type of 

interaction relative to self-leadership, their study is still relevant and provides additional 

support in terms of individuals’ responses by specific combination of person (traits) and 

situation (job autonomy). Following the arguments above regarding situational strength, 

I predict that an employee with low job autonomy will not be given the opportunity to 

engage in self-leadership behaviors regardless of his or her affective commitment; 

however, an employee with high levels of job autonomy will be free to engage in self-

leadership should they wish to.  

 

Furthermore, individuals with high affective commitment who have been given a high 

level of autonomy are more likely to practice self-leadership in carrying out their work. 

This is because individuals with positive attitudes, such as affective organizational 

commitment, would be inclined to develop positive behavior, such as self-leadership, if 

they were given high levels of autonomy in doing their work. This relationship can be 

explained by referring to Blau’s (1964) social exchange theory. Blau (1964) argued that 

it is important for an organization to trust their employees in order for the employee to 

want to provide an exchange of services, in this case, the use of self-leadership 

strategies. I propose that when employees are given less control in their work they are 



56 
 

likely to not feel trusted by their employer; thus reducing the propensity to reciprocate 

and hence, reducing the level of self-leadership, regardless of their level of affective 

commitment. Although individuals with high affective commitment desire to remain as 

part of the organization (Meyer, Allen & Smith 1993; Thompson & Prottas 2005), the 

lack of trust manifested in low autonomy would potentially affect their propensity to 

practice self-leadership. This theoretical rationale led to the following hypothesis:  

 

Hypothesis 3: Autonomy will moderate the relationship between 

conscientiousness (Hypothesis 3a), extraversion (Hypothesis 3b), 

and affective commitment (Hypothesis 3c) and self-leadership, 

such that the relationship will be strong and positive when 

autonomy is high and weak when autonomy is low.  

 

3.3.2 Time Pressure 

Peters and O’Connor (1980) identified time availability as an important work context 

factor because, in order to complete the job assigned, sufficient time is needed. Both the 

time limits imposed and interruptions from either job-related or non-job-related 

distractions must be taken into consideration. Time pressure, therefore, acts as a 

constraint for situational strength. Under high time pressure there are only a few ways 

of behaving that will ensure the work is completed, while under low time pressure there 

are multiple ways of behaving. However, there is an issue of resource conflict. Under 

high levels of time pressure, when the employees are done with one job, the next is 

already waiting without having time to reflect on self-goal setting or self-observation. 

As workload increases, employees face increasingly high time pressures because of the 
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deadlines. Under a high workload, therefore, individuals’ propensity to practice self-

leadership is constrained by the time pressure regardless of their individual traits and 

attitudes, particularly as self-leadership activities such as setting up feedback 

mechanisms and self-monitoring may require some time to establish.  

 

I propose that if individuals perceive that they have too much work to do in a given 

time, they may not have the time or propensity to practice self-leadership regardless of 

their individual traits and attitudes. For example, Houghton and Yoho’s  (2005) model 

suggested that one of the key antecedents of self-leadership is low situational urgency. 

This is because individuals who are in a crisis would feel emotionally and mentally 

exhausted that they have less psychological energy to practice self-leadership. 

Moreover, in a situation where individuals are in a crisis, they may not have enough 

time to develop self-leadership capabilities (Houghton & Yoho 2005). As yet, there is 

no research that has examined the effects of time pressure as a situational strength 

moderator; however, the reasoning is strong enough to hypothesize that time pressure 

will moderate the relationship between individual differences and self-leadership. This 

reasoning prompts the following hypothesis:  

 

Hypothesis 4: Time pressure will moderate the relationships between 

conscientiousness (Hypothesis 4a), extraversion (Hypothesis 4b), 

and affective commitment (Hypothesis 4c) and self-leadership, 

such that the relationships will be weaker under high time 

pressure than under low time pressure.  
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3.3.3 Perceived Stressful Environment 

Similar to the previous two hypotheses, I propose that there will be an interaction effect 

between individual differences and the stressfulness of the environment on self-

leadership. Self-leadership involves enacting a combined set of strategies, and hence, it 

may be viewed as a complex process. In a stressful situation, an individual's ability to 

evaluate problems, set goals, and implement possible courses of action may be weak, 

regardless of any other existing individual traits or work attitudes. According to Mackie 

and associates (2001), stress activates cognitive vulnerability that leads to depression 

and as McEwen (1998) suggested, stress may lead to symptoms of fatigue, sleeping 

difficulty, and poor concentration. It follows that work stress would accelerate anxiety 

and depression in otherwise healthy employees (Melchior et al. 2007).  

 

It seems likely that the positive relationship between conscientiousness, extraversion, 

and affective commitment with self-leadership will be reduced in a stressful situation. 

When the level of stressful environment is low, individuals who are high in 

conscientiousness, extraversion, and affective commitment are likely to practice self-

leadership on the basis of assessments of their own capabilities and resources (Bandura 

1997; Locke & Latham 1990), but as employees experience higher stress, they are likely 

to be poorly motivated, less productive, and unhealthy (Park 2007), which in turn may 

lead to depression (Mackie, Holahan & Gottlieb 2001). Thus, it is expected that more 

stressful situations will reduce the effect of conscientiousness, extraversion and 

affective commitment on the practice of self-leadership. These individuals who are 

conscientious, extroverted, and affectively committed would still practice self-
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leadership to some extent; but to a lesser degree. For example, these individuals would 

likely offset their original goals based on the current situation to decrease the level of 

stress that they might experience if they maintain their goals that they have set for 

themselves initially. This is because sometimes the goals are too much for them that it is 

almost impossible to achieve within the time limit. Therefore, these individuals could 

not reward themselves due to their original goals not being met. In addition, they could 

also feel overwhelmed that would reduce the ability to process information in a 

balanced way (Unsworth & Mason 2012). This could be the reason why the practice of 

self-leadership would reduce in a stressful situation.  

 

Some individuals who practice self-leadership to some degree may develop their own 

defense mechanism against the effect of stress. This argument is similar to the positive 

aspects of worry; which is an attempt to engage in problem-solving during stressful 

events (Iijima & Tanno in press). For example, stressful situations would trigger worry. 

In this case, worry could be seen as a problem-solving strategy (Borkovec et al. 1983). 

But the stress (and or worry) takes attention and effort away from the self-leadership 

processes. However, there have been no empirical studies investigating the interaction 

effect between stress and individual differences, and self-leadership. Perceived stressful 

environment is therefore examined in this thesis as a moderator for the relationship 

between individual characteristics and self-leadership, based on the above reasoning. 

Hypothesis 5: Perceived stressful environment will moderate the relationships 

between conscientiousness (Hypothesis 5a), extraversion 

(Hypothesis 5b), and affective commitment (Hypothesis 5c) and 

self-leadership, such that the relationships will be strong and 



60 
 

negative when perceived stressful environment is high and weak 

when stressful environment is low.  

 

It is important to note that this study did not propose interaction effects for the other two 

personality variables (openness to experience and emotional stability). Regardless of 

work contexts, individuals who are open to experience are recognized as having the 

tendency toward proactive behavior (Wanberg & Kammeyer-Mueller 2000). When 

individuals are open to experience, they tend to behave in a manner that is consistent 

with motivated behavior. Research suggests that individuals who are open to experience 

believe that the opportunity to apply their abilities is important (Dweck & Leggett 

1988), and thus would enjoy practicing self-leadership in the pursuit of task mastery. In 

addition, those individuals who are high on openness to experience tend to be able to 

deal with their constantly changing job requirements (Komarraju, Karau & Schmeck 

2009; Le Pine, Colquitt & Erez 2000; Watanabe & Kanazawa 2009). Similarly, 

individuals who are open to experience are able to adapt to unforeseen changes in a task 

context (Le Pine, Colquitt & Erez 2000).  

 

Individuals high in openness to experience tend to be emotionally responsive and have 

flexible attitudes (McCrae 1994), and they are thus likely to practice self-leadership 

without regard for the level of autonomy, time pressure, and perceived stressful 

environment. Similarly, individuals who are open to experience appreciate variety 

(Zweig & Webster 2004b) and thus, would have more favorable attitudes toward a 

variety of situations at work, which would facilitate them to deal with low autonomy, 

high time pressure and high stress. In addition, these individuals “believe that the 
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opportunity to extend their range of abilities is important” (Zweig & Webster 2004b, p. 

1697), and therefore would exert more than “one way” of behaving when faced with 

challenges. Given this explanation, it would appear highly unlikely that exposure to any 

of those situations would have any meaningful effect on individuals who are high in the 

personality trait of openness to experience.  

 

In addition, I did not propose a moderated relationship between emotional stability and 

self-leadership because these employees are able to remain calm under pressure, cope 

with stress, resolve conflicts, and handle problematic issues (Hogan, Curphy & Hogan 

1994; Yamkovenko & Holton 2010). Individuals high on emotional stability may cope 

more easily with difficulties on the job (Yamkovenko & Holton 2010), so that they may 

be more predisposed toward engaging in self-leadership behavior. In addition, people 

with this trait, who are likely to remain relatively stable across the situation, are likely to 

be undaunted and remain optimistic while facing challenges (Zweig & Webster 2004b) 

that would allow more than “one way” of behaving when dealing with low autonomy, 

high time pressure and high stress. Therefore, I make no predictions regarding the 

moderated relationships for these variables.  

 

3.4 DISCUSSION 

This study was designed to determine under what conditions certain individual traits 

and affective commitment will be most strongly related to self-leadership. Specifically, 

the purpose of this study was to try to look at how conscientiousness, extraversion and 

affective commitment interact with the contextual factors of job autonomy, time 

pressure and stressfulness of the environment. In other words, I tested the overall 
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premise that the relationship between individual differences and self-leadership is 

contingent on the characteristics of the work contexts. This study highlights the 

importance of individual differences and situational characteristics for self-leadership 

behavior. The research could contribute towards organizations’ performance by 

cultivating an active work environment through employees’ self-leadership behavior.  

 

In the next chapter, I present the first study which examines the relationship between 

specific personality traits and self-leadership (as shown in Figure 3.1). This study is 

designed to answer the question, “Who are the self-leaders?”, and will test hypotheses 

1a, 1b and 1c. I will then present findings from the second study, which investigated the 

person-situation interaction effects on self-leadership before discussing the results from 

both studies in Chapter 7. 
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CHAPTER 4 

STUDY ONE: PERSONALITY AND SELF-LEADERSHIP 

4.1 INTRODUCTION  

In this chapter the analyses of the data from the first study are presented. This study was 

based on secondary data analysis from an intervention study with pre and post measures 

to test hypotheses 1a, 1b and 1c, as shown in Figure 3.1. The data for this study were 

obtained from The Positive Self-Leadership Program; which was a web-based training 

program, developed by Dr. Kerrie Unsworth, Dr. Claire Mason, Dr. Amanda 

Gudmundsson, and Dr. Olga Epitropaki. First, results of the preliminary analyses of 

correlational analysis and descriptive statistics are reported. Next, the hypotheses 

regarding personality and self-leadership are assessed. 

 

4.2 METHODOLOGY 

4.2.1 Participants and Procedure 

These data were provided to me by Prof. Kerrie Unsworth and I have permission to use 

them for my thesis. The participants were students from a university in Australia where 

the self-leadership course was integrated into their curriculum. Approximately 127 

students were invited to participate in the training program and 111 elected to take part. 

Of these 111 students, three cases had to be removed due to a large amount of missing 

data and outliers resulting in 108 cases being retained. Of the 108 participants who 

started the program, 69 completed the time-two survey (63.9% retention rate); 75% of 

the students were female and many had worked previously (39.8% casual work; 30.6% 
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part-time work; 20.4% full-time work). The ages of the participants range from 18 to 44 

years old and the average years of employment was 5.69 (SD = 3.91). 

 

Surveys were administered via the internet to ease data collection, specifically, the 

costs, geographical coverage, and speed of delivery (Dillman 2007). The participants 

were sent emails to complete both time 1 (before the training) and time 2 (after the 

training) surveys. The post-training questionnaire was sent to the students through a 

web-link two weeks after completion of the training program. If the participants did not 

respond to the questionnaire within a week, they received a follow-up email reminder to 

complete the questionnaire. The response rate at time 1 was 85% and at time 2 was 

63.88%. 

 

4.2.2 Measures  

Variables were measured on 5-point Likert scales, with anchors ranging from “not at all 

accurate” to “completely accurate” for the self-leadership scale and “not at all” to “a 

great deal” for personality traits. As secondary data was used in this study, extraversion 

was not in the data set and therefore, not included.  

 

Independent Variables 

Conscientiousness. Conscientiousness was measured at both time one and time two with 

five items from the International Personality Item Pool (Goldberg et al. 2006) on a 5-

point Likert-style response scale. This scale covered both positively and negatively 

worded statements and comprised: “Get chores done the right way”, “Like order”, 
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“Make plans and stick to them”, “Pay attention to details”, and “Do things in a half-way 

manner”. The Coefficient Alpha (Cronbach 1951) for the scale was .67 at time one and 

.69 at time two. The item-total statistics of the scales were assessed to determine if the 

reliability could be improved if any item was deleted. The results demonstrated that 

Cronbach’s alpha (Pallant 2007) would increase if the negatively worded item was 

removed from the scale. After removing the item, the reliability for the scale was .71 at 

Time 1 and .74 at Time 2. 

 

Openness to Experience. Openness to experience was assessed at time one and time two 

with five items from the International Personality Item Pool (Goldberg et al. 2006). The 

reliability for the scale at time two was .59. Analyses of the scale items revealed that the 

first item was problematic. It showed a low correlation with the other items, and 

analyses indicated that dropping the item, which was a negatively worded item (i.e., I 

am not interested in abstract ideas) would increase the reliability of the scale to .67. 

Therefore, this item was dropped for both time one and time two to make it as 

consistent as possible. Thus, the reliability for the scale for time one was .68 and time 

two was .67. Example items included “I am quick to understand things”, “I carry the 

conversation to a higher level”, and “I have a rich vocabulary”. 

 

Emotional Stability. Emotional stability was assessed at time one and time two with six 

items from the International Personality Item Pool (Goldberg et al. 2006). This scale 

covered both positively and negatively worded statements. The coefficient alpha for this 

scale was .75 and .80 respectively. Example items included “I am not easily bothered by 

things”, “I seldom feel blue”, and “I am relaxed most of the time”. 
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Dependent Variable 

Self-Leadership. Participants’ level of self-leadership skills was measured with 35 items 

from the Revised Self-Leadership Questionnaire (Houghton & Neck 2002). 

Participants’ use of self-leadership was measured at both time points. There are three 

components of self-leadership that were being measured, namely Behavioral Focused 

Strategies, Constructive Thought Pattern Strategies, and Natural Reward Strategies. The 

responses for all 35 items were summed up to get an overall score for self-leadership. 

The scale had a high internal reliability at both time one (α = .86), and at time two (α = 

.79).   

 

 Demographic Variables 

The demographic information collected included age, gender, years of employment, and 

type of employment.  

 

4.3 PRELIMINARY ANALYSES 

In this study, a model that assessed the effect of personality traits on self-leadership is 

proposed. Hypothesis 1 suggested that conscientiousness (Hypothesis 1a), emotional 

stability (Hypothesis 1b), and openness to experience (Hypothesis 1c) would be 

positively related to self-leadership. The analysis involved performing a series of 

regressions to establish path estimates for each of the linkages in the model. Due to the 

small sample size, multiple regressions were used instead of structural equation 

modeling. Preliminary analyses that were conducted to ensure no violation of the 
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assumptions of normality, linearity, multicollinearity and homoscedasticity are 

presented in the following sections.  

 

4.3.1 Missing Data  

Missing data can happen either because of non-response or multi-responses in a 

questionnaire (Rassler, Rubin & Schenker 2008). Some participants skipped questions 

especially the personality scales. The seriousness of missing data in a sample is 

dependent on the pattern and the amount of missing data (Tabachnick & Fidell 2007). 

Randomly missing data is a less critical problem as compared to non-random, whereas 

less than 5% missing data in a data set or variable is a less critical problem compared to 

a larger amount of missing data (Tabachnick & Fidell 2007).  

 

Accordingly, it is also important to treat missing data and decide whether to delete the 

case or to replace the missing value (Hair et al. 2006). Hair and colleagues (2006) 

recommended a four-step process for identifying missing data and dealing with it. The 

first step is to determine the type of missing data and whether the missing data is 

ignorable. If not, the second step is to determine if the extent of the missing data is 

substantial enough to warrant action. The third step is to diagnose whether the missing 

data is classified as Missing at Random (MAR) or Missing Completely at Random 

(MCAR). Finally, the fourth step is to select the imputation method (Hair et al. 2006).  

 

Out of 111, two surveys contained 50% of missing data, with four or five variables left 

unanswered. Since the omission of the large proportion of responses would significantly 
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affect the data, it was decided not to include the two cases for further analysis (Hair et 

al. 2006; Tabachnick & Fidell 2007). Another missing value analysis indicated that 

there were 13 missing entries on random variables and also a few omissions on the 

demographic variables. In no case did there appear to be a significant pattern. There 

were two missing cases for age, one missing case for gender, one missing case for the 

number of siblings, two missing cases for birth order, five missing cases for years of 

employment, and one missing case for the type of employment. Therefore, cases with 

missing values on those demographic variables were retained. The final step was to 

select the imputation method. In this case, due to the amount of missing data that was 

very minimal, it was to replace the missing data with values so that “all observations are 

available for use in the analysis” (Hair et al. 2006, p. 60). Because the level of missing 

data was less than 5%, mean substitution was considered the best option because it is 

easily implemented and it provides all cases with complete information (Hair et al. 

2006, p. 63). 

 

4.3.2 Outliers  

The presence of multivariate outliers can be detected by inspecting the Mahalanobis 

distances using multiple regression (Pallant 2007). An investigation of multivariate 

outliers using Mahalanobis distance through the SPSS Regression analysis was 

undertaken, as outlined in Tabachnick and Fidell (2007) based on Pallant’s (2007) step-

by-step procedure. To identify which cases are multivariate outliers, a critical value was 

determined using the number of independent variables as the degrees of freedom 

(Pallant 2007). Three independent variables were used to identify a critical value of 

16.27 and based on this value, one case was identified as a multivariate outlier and 
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removed from the sample. This process left 108 cases for further analysis; with 69 

completing the time-two survey (63.88% retention rate).  

 

 4.3.3 Normality 

Table 4.1 shows four different statistics to determine that the distribution is normal by 

looking at both graphical methods and statistical tests. The skewness and kurtosis were 

within the ±1.0 range (Meyers, Gamst & Guarino 2006) except for one variable. The 

other normality tests like Kolmogorov-Smirnov were statistically significant for a few 

variables. The other statistic used to assess normality was the comparison between the 

mean, the trimmed mean, and the median to see whether the extreme scores had a strong 

influence on the mean and the results are as shown in Table 4.1.  

 

Table 4.1 – Determination of Normality (Time 1) 

 

 

VARIABLES 

 

 

STATISTICAL INFERENCES 

 

Conscientiousness – meets 

normality assumption 

Histogram – bell-shaped 

Skewness =  –.191 Kurtosis = –.262 

Kolmogorov-Smirnov = 0.000 

Mean (19.16) ≈ Trimmed Mean (19.18) ≈ Median (20.00) 

 

Openness to Experience – 

meets normality assumption 

Histogram – bell-shaped  

Skewness = .149 Kurtosis = .458 

Kolmogorov-Smirnov = 0.004  

Mean (16.83) = Trimmed Mean (16.83) ≈ Median (17.00) 

 

Emotional Stability – meets 

normality assumption 

Histogram – bell-shaped 

Skewness = .012 Kurtosis = – .068 

Kolmogorov-Smirnov = 0.097 

Mean (18.87) ≈ Trimmed Mean (18.88) ≈ Median (19.00) 

 

Self-Leadership – meets 

normality assumption  

Histogram – bell-shaped 

Skewness = –.247 Kurtosis = –.275 

Kolmogorov-Smirnov = 0.057 

Mean (129.33) ≈ Trimmed Mean (129.56) ≈ Median (131.00) 
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Time 2 

 

VARIABLES 

 

 

STATISTICAL INFERENCES 

 

Conscientiousness – meets 

normality assumption 

Histogram – bell-shaped 

Skewness =  –.135 Kurtosis = .188 

Kolmogorov-Smirnov = 0.200 

Mean (18.77) ≈ Trimmed Mean (18.69) ≈ Median (19.00) 

 

Openness to Experience – 

meets normality assumption 

Histogram – right-skewed 

Skewness = .369 Kurtosis = .792 

Kolmogorov-Smirnov = 0.007  

Mean (16.74) = Trimmed Mean (16.67) ≈ Median (16.00) 

 

Emotional Stability – meets 

normality assumption 

Histogram – right-skewed 

Skewness = .727 Kurtosis = .491 

Kolmogorov-Smirnov = 0.009 

Mean (19.17) ≈ Trimmed Mean (19.00) = Median (19.00) 

 

Self-Leadership – meets 

normality assumption  

Histogram – bell-shaped 

Skewness = –.251 Kurtosis = .016 

Kolmogorov-Smirnov = 0.200 

Mean (131.83) ≈ Trimmed Mean (132.00) ≈ Median (132.50) 

 

4.3.4. Correlation between the variables  

Multivariate analysis requires variables to be correlated with each other (Hair et al. 

2006). This is a basic requirement to ensure successful analyses. The independent 

variables should show at least some relationship with the dependent variable, with a 

correlation coefficient above .30 preferable (Pallant 2007). Cohen (1988) suggested that 

the value of r =.10 to .29 is considered as having a small strength of the relationship 

between variables, the value of r = .30 to .49 is considered as having a medium strength 

of the relationship, and the value of r = .50 to 1.0 is considered as large strength. This 

guideline applies for both negative and positive values. The correlations between 

variables can be seen in Table 4.2. Emotional stability was uncorrelated with self-

leadership and, hence; this result suggests that Hypothesis 1(b) may not be supported. 

The positive correlations between conscientiousness, openness to experience and self-
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leadership suggest initial support for Hypotheses 1(a) and 1(c). In this case, both of the 

scales (conscientiousness and openness to experience) correlate substantially with self-

leadership (.315 and .316 respectively).  

 

Table 4.2 – Pearson Product-Moment Correlations between variables 

Scale 1 2 3 4 5 6 7 8 

1. Self-Leadership T1         

2. Emotional Stab T1 .104        

3. Openness T1 .316** .358**       

4. Conscientiousness 1 .315** .011 .231*      

5. Self-Leadership T2 .380** .174 .034 .130     

6. Emotional Stab T2 .034 .559** .274* –.088 .140    

7. Openness T2 .139 .340** .533** –.073 .247* .378**   

8. Conscientiousness 2 .101 .019 –.006 .352** .372** –.121 .018  

N = 108 

*p < .05. **p < .01. 

 

4.3.5 Multicollinearity  

The correlation between each of the independent variables should not be too high. 

Variables with a correlation of .70 or more should not be included in the same analysis 

(Pallant 2007). Multicollinearity is a problem when variables are very highly correlated, 

creating a situation of redundant information. This redundancy of information tends to 

reduce any single independent variable’s predictive power (Hair et al. 2006; Tabachnick 

& Fidell 2007). For this study, there was no indication of multicollinearity as can be 
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seen from Table 4.2. From Table 4.2, we can see that the correlation between each of 

the independent variables is not too high; which is less than .70.  

 

In addition, according to Pallant (2007), the commonly used cut-off points for 

determining the presence of multicollinearity are tolerance values of less than .10, or a 

VIF (Variation Inflation Factor) value of above 10. In this study, the tolerance value for 

emotional stability, openness to experience, and conscientiousness at Time One is not 

less than .10 (.867, .820, .941 respectively); indicating no multicollinearity problem. 

This is also supported by the VIF values, which are 1.15, 1.22, and 1.06 respectively; 

which is well below the cut-off of 10. For Time Two, the tolerance values for emotional 

stability, openness to experience, and conscientiousness are .841, .853, and .981 

respectively. These values are far in excess of .01, indicating no multicollinearity 

problem. This is also supported by the VIF value, which are 1.19, 1.17, and 1.02 

respectively; which are well within normal bounds, suggesting that multicollinearity is 

not present among the variables.  

 

4.4 DESCRIPTIVE STATISTICS 

 To check for any retention or mortality biases, I tested for differences between 

participants who completed both pre and post surveys and those who did not complete 

both surveys. A t-test showed no significant differences on self-leadership scores for 

Time 1 participants (M = 3.698, SD = .418) and non-participants (M = 3.706, SD = 

.356); t (106) = .219, p = .83 (two-tailed). There was also no significant difference on 

conscientiousness between participants (M = 3.888, SD = .672), and non-participants 

(M = 3.750, SD = .657); t (106) = –1.03, p = .31 (two-tailed), nor on openness to 
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experience between participants (M = 3.366, SD = .616) and non-participants (M = 

3.397, SD = .661); t (106) = .25, p = .80 (two-tailed). Finally, there was no significant 

difference between participants (M = 3.191, SD = .811) and non-participants (M = 

3.064, SD = .677); t (106) = – .83, p = .41 (two-tailed) on emotional stability.  

 

Table 4.3 – Means, Standard Deviations, and Scale Reliabilities 

Variables  M SD Cronbach’s alpha Number of items 

1. Self-Leadership T1 3.70 .40 0.86 35 

2. Emotional Stability T1 3.15 .76 0.80 6 

3. Openness T1 3.38 .63 0.68 4 

4. ConscientiousnessT1 3.84 .67 0.71 4 

5. Self-Leadership T2 3.77 .38 0.79 35 

6. Emotional Stability T2 3.20 .68 0.75 6 

7. Openness T2 3.39 .61 0.67 4 

8. ConscientiousnessT2 3.77 .67 0.74 4 

 

To measure the internal consistency of the variables, Cronbach alpha (α) was used. The 

alpha for the variables ranged from 0.67 to 0.86 (Table 4.3).  

 

4.5 HYPOTHESES TESTING  

Hypothesis 1 suggested that conscientiousness (Hypothesis 1a), emotional stability 

(Hypothesis 1b), and openness to experience (Hypothesis 1c) would be positively 

related to self-leadership. First, time one personality traits were regressed on self-

leadership at time one after controlling for the possible effect of demographic variables 
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such as years of employment, age and gender. Age, years of employment and gender, 

were entered at Step 1, explaining 1% of the variance in self-leadership. After entry of 

conscientiousness, openness to experience, and emotional stability at Step 2, the total 

variance explained by the model as a whole was 17.4%, F (5, 100) = 3.08, p < .01. The 

personality factors explained an additional 15% of the variance in self-leadership (R 

squared change = .15, F change (3, 100) = 5.62, p < .001). Only two personality traits 

were statistically significant - Conscientiousness (beta = .32, p < .01) and Openness to 

Experience (beta = .26, p < .05).  

Table 4.4 – Hierarchical Regression for Predicting Self-Leadership at Time 1 

Variables and Statistics Model 1 (β) Model 2 (β) 

Gender  0.07 0.07 

Age  -0.06 -0.08 

Years of employment 0.13 0.13 

Emotional Stability  0.03 

Openness to Experience  0.26* 

Conscientiousness   0.32** 

R² 0.01 0.17*** 

∆R² 0.01 0.15*** 

F 0.47 3.08** 

N = 108 

*p < .05. **p < .01. ***p < .001. 

 

Finally, to increase the rigor of the research, time two variables were included. 

Hierarchical regression analysis was used to examine the effects of time two personality 

antecedents on self-leadership at time two after controlling for time one levels of self-

leadership and personality factors at time one, as well as years of employment, gender 

and age. By including time one measures of self-leadership as well, it is possible to look 

at the effects of personality over and above the intervention. Essentially, by including 

time one measures of self-leadership in the first step, the effect of the intervention was 

controlled for, making it possible to examine the effect of personality independent of 
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the intervention. This is because although personality might affect self-leadership 

behaviors all else being equal, it might not overcome the more proximal effect of the 

intervention. Therefore, Model 1 included self-leadership at time one, personality 

factors at time one, as well as demographic variables such as years of employment, age 

and gender; while the personality factors at time two were added in Model 2. Model 1 

explained 39% of the variance in self-leadership at time two, whereas the total variance 

explained by Model 2 as a whole was 60%, F (9, 59) = 5.88, p < .001.  

 

Personality traits at time two explained an additional 20.3% of the variance in self-

leadership at time two, after controlling for time one levels of self-leadership and 

personality antecedents at time one as well as gender and age; R squared change = .20, 

F change (3, 59) = 6.70, p < .001. In the final model, only self-leadership at time one 

(beta = .55, p < .001) and conscientiousness at time two (beta = .36, p < .05) were 

significant. Therefore, in this more rigorous test, Hypothesis 1(a) was supported but 

Hypotheses 1(b) and 1(c) were not. 

Table 4.5 – Hierarchical Regression for Predicting Self-Leadership at Time 2 

Variables and Statistics Model 1 (β) Model 2 (β) 

Gender  -0.18 -0.15 

Age  -0.19 -0.23 

Years of employment 0.28 0.30 

Emotional Stability Time 1 -0.02 -0.02 

Openness to Experience T1 -0.20 -0.20 

Conscientiousness Time 1 0.15 0.07 

Self-Leadership Time 1 0.53*** 0.55*** 

Emotional Stability Time 2  0.17 

Openness to Experience T2  0.29 

Conscientiousness Time 2  0.36* 

R² 0.39** 0.60*** 

∆R² 0.39** 0.20*** 

F 3.96** 5.88*** 

N = 69 

*p <.05. **p < .01. ***p < .001. 
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4.6 GENERAL DISCUSSION 

The aim of this study was to understand the personality factors related to the use of self-

leadership behaviors. It was proposed that conscientiousness, emotional stability, and 

openness to experience would have an influence on self-leadership. In this chapter, the 

proposed model was tested and results of the analyses indicated that the proposed model 

was partially supported. In particular, conscientiousness was related to self-leadership 

both cross-sectionally and when controlling for previous self-leadership. Openness to 

experience was related to self-leadership in the cross-sectional analysis but was not 

significant after controlling for previous levels of self-leadership; whereas the 

relationship between emotional stability and self-leadership was not supported in either 

analysis.  

 

The results suggest that conscientiousness is important in the development of self-

leadership meta-skills possibly through self-directed self-regulation and practice of self-

leadership. Openness to experience was only related to self-leadership at time one, but 

not at time two. Due to the intervention within this study, the reason for this could be 

that the participants have undergone changes to increase their skills through self-

leadership training. This is because people who are open to experience would be 

interested to learn self-leadership strategies for the first time. Once they have mastered 

the skills, the effect of their training could be more than the effects of their own 

personality. In addition, Houghton and colleagues (2004) suggested that a self-

leadership training intervention may have an effect on subjects’ self-leadership over and 

above the effects of personality. This maybe because openness to experience involves 

“creativity, sophistication, and curiosity” (Barrick, Stewart & Piotrowski 2002) and 

desire for knowledge (Hogan & Holland 2003). However, emotional stability was not 
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related to self-leadership. It could be that the hypothesized negative effects associated 

with low emotional stability (e.g., rational decision making, response to feedback) were 

less relevant than the fact that the characteristics that are linked to it are not related to 

motivational goals (Barrick, Stewart & Piotrowski 2002). Therefore, it does not matter 

what the level of emotional stability one has because it would not affect one’s self-

leadership skills.  

 

Due to the psychological nature of the variables, this study relied on self-report data. 

Self-report data is the most appropriate for the hypotheses and some of the problems 

associated with self-report data were reduced by obtaining both pre and post – 

measures. Because of the fairly small sample size with relatively low power and 

potential sampling bias, another study (Study Two) in the next chapter will build upon 

the results of this study.  

 

Based on the results of this study, conscientiousness was the only personality trait that 

was positively associated with self-leadership. Therefore, in the next study (Study 2), 

only conscientiousness will be retained. However, it will test for the remaining 

personality factor, extraversion, as well as the attitudinal variable of affective 

commitment. In addition, Study Two also considers two moderators with more rigorous 

testing to overcome the potential hazards of common method variance; which has been 

made possible by temporal separation of data collection. It will examine the 

relationships between the independent variable (individual differences), moderators 

(situational factors), and dependent variable (self-leadership behavior) in a culturally 

different sample comprised of people from different university settings.  
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CHAPTER 5 

STUDY TWO: MEASUREMENT MODEL 

5.1 INTRODUCTION 

The results from the first study demonstrated that conscientiousness was positively 

related to self-leadership. The aim of the second study is to serve as a complement to 

the first study by 1) using employees rather than students; 2) including an attitudinal 

variable (affective commitment) and the remaining personality variable (extraversion); 

and 3) looking at the ways in which situational factors (time pressure, job autonomy, 

and stressful environment) interact with the individual factors of conscientiousness, 

extraversion and affective commitment. This study will look at these relationships by 

investigating interaction effects between individual differences and situational factors 

over time (i.e., individual differences and situational interactions at Time 1 and self-

leadership at Time 2). However, it should be noted that although Study 2 follows Study 

1 theoretically, it was actually conducted independently. Therefore, Study 2 would fill 

in the void left by Study 1.   

 

Data were collected at two different points in time in the natural environment of the 

organization with minimum interference by the researcher with the normal flow of 

work. For Time One, mixed modes of surveys (email, paper and online survey) were 

used to collect data. I contacted faculty members from the Malaysian public universities 

using random sampling with replacement. Past research suggests that mixed mode 

surveys are effective at reaching certain populations and can improve the response rate 

(McCabe et al. 2006). The second survey was administered through a web survey to the 

respondents who elected to participate in the study at Time One.  
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The analyses for this study consisted of examining the factor structures and reliabilities 

for all scales, followed by an examination of descriptive statistics and correlations, 

before conducting the tests of the hypotheses with structural equation modeling (SEM) 

using IBM Amos structural equation modeling software (Arbuckle 2010). First, the 

measurement modeling that includes one-factor congeneric and confirmatory factor 

analysis (CFA) was done in which the regression weights and goodness-of-fit statistics 

was checked. Second, the hypothesized structural model that integrates moderator 

effects (Anderson & Gerbing 1988) was tested. In this model, the interaction effects 

between work situation and individual differences on self-leadership were shown.   

 

5.2 METHODOLOGY 

 5.2.1 Sample and Procedure 

The respondents were academics from the three types of Malaysian public universities 

as outlined by the Ministry of Higher Education: Research Universities (RU), 

Comprehensive Universities (CU), and Focus Universities (FU). Prior to data collection, 

permission was sought from the Economic Planning Unit of the Prime Minister’s Office 

and the Ministry of Higher Education. This study collected data from faculty across 

several disciplines in each of the category of public universities in Malaysia. A 

convenience sample from a university from each category was used, depending upon 

the availability, access, and large population of faculty. No inducements were offered.  
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Approximately 657 academics were invited to respond to the questionnaires and 278 

elected to take part, both men and women within the age range of 25 – 60 years old. The 

overall response rate after data cleansing (missing values and outliers) was 

approximately 42%. This response rate is equivalent to other related studies regarding 

faculty members, with response rates ranging between 24to 47 percent (Cooper & 

Hensley 1993; Dee, Henkin & Chen 2000; Marcus & Smith 1996; Smart, Kuh & 

Tierney 1997).  

 

Email was used as a first contact to introduce myself, explain the research and alert the 

potential respondents to an incoming questionnaire. An email invitation was sent two 

weeks prior to the actual survey. Potential respondents were assured that by virtue of 

sending the email directly to me, their responses would be confidential. Following the 

initial email invitation, respondents were sent a first email survey. Follow-up notices 

were sent two weeks after the initial return date. This study used mixed-mode data 

collection strategies because there is evidence that switching to a second mode of data 

collection increases survey response rates (Nulty 2008). Moreover, mixed-mode surveys 

provide an opportunity to compensate for the weaknesses of each method (Dillman 

2007). However, mixing modes might create the possibility that people give different 

answers to each mode; therefore, I tried to minimize the issue by using visual principles 

for questionnaire design so that respondents receive comparable paper and email 

questions.  

 

Although the use of email survey was faster and cheaper, it was also a barrier for some 

respondents who did not have high-speed internet access. This is because some of the 
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respondents replied to the email asking for a hard copy (paper survey) due to the long 

amount of time their university’s internet took to download the questionnaires. 

However, for the second survey at Time Two (six months after the first survey), a web 

survey was used. This is because the questionnaires were shorter than the initial one and 

therefore a quicker way to respond to it. The surveys were administered via a web 

survey to participants who responded to the first one and there was a 55% response rate.  

 

5.2.2 Measures 

The purpose of this study was to investigate the effects of time 1 antecedents on time 2 

self-leadership. Whenever possible, established and proven instruments with high 

validity and reliability were used for this study.  

 

Independent Variables 

Conscientiousness. Conscientiousness was measured with 10 items from the 

International Personality Item Pool (Goldberg et al. 2006). A five-point Likert scale was 

used for all items ranging from “Very inaccurate” to “Very accurate”. Each scale 

covered both positively and negatively worded statements and example items of these 

are: “I am always prepared” and “I shirk my duties”.  

 

Extraversion. Extraversion was assessed with ten items from the International 

Personality Item Pool (Goldberg et al. 2006) on a 5-point Likert-style response scale. 

This scale covered both positively and negatively worded statements and example items 

of these are: “I start conversations” and “I don’t talk a lot”.  
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Affective Commitment. This study used an instrument that has been developed by 

Meyer, Allen and Smith (1993). This scale has been used in other more recent studies 

by Wasti (2002) who tested affective and continuance commitment in the Turkish 

context. Another study that used this scale in a non-Western context was Newman and 

Sheikh (2012), who studied organizational rewards and employee commitment in a 

Chinese context. This six items scale was measured on a Likert-type scale from 1 to 5 

and covered both positively and negatively worded statements. Example items for each 

of these are: “I would be very happy to spend the rest of my career with this 

organization” and “I do not feel a strong sense of ‘belonging’ to my organization”. The 

responses ranged from 1 = strongly disagree to 5 = strongly agree.  

 

Moderating Variables  

Time Pressure. Time pressure was measured using the 9-item scale (Roxburgh 

2004) on a 5-point Likert-style response scale. The responses range from 1 = strongly 

disagree to 5 = strongly agree. This is a mixed-worded scale (positive and negative 

worded scale) and example items for each of these are, “You feel pressed for time” and 

“You have enough time for yourself”.  

 

Autonomy. Job autonomy was measured using the Work Autonomy Scales 

developed by Breaugh (1985). This scale has been used in other more recent studies by 

Sadler-Smith, El-Kot and Leat (2003) who explored the validity of the scale in Egypt. 

Another study that used this scale in a non-Western context was Dee, Henkin and Chen 

(2000), in which they examined faculty autonomy in Taiwan’s universities. This 
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instrument was selected for this study because it measures method, scheduling, and 

criteria autonomy; which is suitable with the job nature of academics. Method 

autonomy refers to how someone does a job. For academics, it would involve the 

freedom to determine the course content. Schedule autonomy refers to the freedom of 

determining the timing of the classes. Criteria autonomy refers to the assessment of the 

work; in which teaching, research and other services are being judged. This scale was 

designed as nine statements, which the respondents rate on a five-point response format 

(1 = strongly disagree to 5 = strongly agree). This is a multi-dimensional measure of 

work autonomy and example items for each of the dimensions are: “I am allowed to 

decide how to go about getting my job done (the methods to use)”, “I have control over 

the scheduling of my work”, and “I am able to modify what my job objectives are (what 

I am supposed to accomplish)”.  

 

Stressful environment. This study used the 10-item version of Perceived Stress Scale 

(Cohen, Kamarck & Mermelstein 1983); which measures the degree of situations in 

individuals’ life that are perceived as stressful. This scale has been used in a non-

Western context by Lau (2012) who investigated the relationship between health-related 

quality of life and perceived stress in Macao, China. There is an additional reference 

that has validated this scale which provided normative data for the perceived stress scale 

with 10 items from large 2006 and 2009 probability samples of the United States by 

Cohen and Janicki-Deverts (2010). A five-point Likert scale was used for all items 

ranging from “Never” to “Very often”. This is a mixed-worded scale and example items 

for each of these are: “Felt nervous and stressed” and “Felt that things were going your 

way”.  
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Dependent Variable 

Self-Leadership. Respondents’ level of self-leadership skills was measured using 

the Revised Self-Leadership Questionnaire (Houghton & Neck 2002). The RSLQ 

consists of 35 items within the three self-leadership dimensions: behavior focused 

strategies, natural reward strategies, and constructive thought pattern strategies. 

However, in an email on 26
th

 June 2008 J. Houghton suggested that the items for self-

punishment (or self-discipline); which are located in the sub-scales be removed. This is 

because self-punishment is a negative process and therefore it does not fit with the 

positive strategies of the theory of self-leadership. Therefore, there were 31 items that 

were used to measure self-leadership. Each item is scored on a Likert-type scale from 1 

to 5, unchanged from the original instrument. The respondents read each item and 

responded to what degree the statement describes them. The responses range from 1 = 

not at all accurate to 5 = completely accurate.  

 

Demographic Variables 

The demographic information collected included age, gender (coded as “1” for male and 

“2” for female), number of years in a profession, and highest level of education.  

 

5.3 PRELIMINARY ANALYSES 

The sample for this study was academics from public universities in Malaysia. This was 

a non-experimental study in a natural work setting so there was no control group. 

Instead, the use of self-leadership strategies was measured across two different time 

points. In addition, collecting data across two time points as a means of reducing 
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common method variance (CMV) provided me with the opportunity to conduct a more 

rigorous examination than a simple cross-sectional approach. This is because CMV is 

more likely to emerge in simple models (Chang, Witteloostuijn & Eden 2010), whereas 

this study specified a complex relationships between independent and dependent 

variables with interaction terms in the model.  

 

5.3.1 Missing Data 

As with the previous study, the four steps recommended by Hair, Black, Babin, 

Anderson and Tatham (2006) in dealing with missing data were used. The first step was 

to determine the type of missing data and whether the missing data is ignorable. The 

second step was to determine the extent of missing data and if it is substantial enough to 

warrant action. The third step was to diagnose whether the missing data is classified as 

Missing at Random (MAR) or Missing Completely at Random (MCAR). Finally, the 

fourth step was to select the imputation method (Hair et al. 2006).  

 

Describing the Missing Data 

From 657 surveys distributed at Time 1, a total of 278 were returned, representing a 

42% response rate. From a total of 278 questionnaires returned, four of them were not 

useable because of various reasons. One questionnaire was sent back to me with 90% of 

missing data with only a few questions answered on the first page. Two questionnaires 

contained 60% of missing data; since the omission would significantly affect the data, it 

was decided not to include them for further analysis (Hair et al. 2006; Tabachnick & 

Fidell 2007). Another one was received eight months after the first survey was 

distributed and two months after the second survey (Time 2) was distributed. As this is 
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a longitudinal study, where responses need to be matched from Time 1 to Time 2, this 

had to be discarded. This process left 274 cases (Time 1) for further analysis. The 

surveys for Time 2 were sent to the same respondents who answered the questionnaire 

at Time 1. From 274 surveys distributed, a total of 150 were returned (54.8% response 

rate).    

 

Pattern of Missing Data  

A second missing value analysis of the time one data set of 274 responses indicated that 

the number of missing entries was twelve, with most of the omission on demographic 

variables, especially age (4 cases of missing data). In no case did there appear to be a 

significant pattern. This was felt to be within a reasonable range. As for the time two 

data set, there was no problem of missing data because the survey used an online 

survey; in which the respondents needed to answer all the questionnaires before they 

can submit their responses.  

 

As the amount of missing data was minimal, it was best to replace the missing data with 

values so that all observations can be used for the analysis (Hair et al. 2006). Because 

there were few missing data, mean substitution was used because it is easily 

implemented and  provides all cases with complete information (Hair et al. 2006).  

 

5.3.2 Data Accuracy 

An initial inspection of all data was undertaken to ensure that there were no data entry 

errors. This inspection was done to find any data scores that fell outside the allowable 
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value ranges for each item. When such values were found, they were corrected by 

checking the original survey forms and directly entering the correct values. The number 

of required corrections was minimal, at about 0.03 per cent of all variable entries for 

Time 1 data set (12 instances across 274 responses x 138 variables). This gave an 

indication that the accuracy of data entry was likely to be within acceptable limits and 

as for Time 2 data, there were no errors because it was a web survey.  

 

While finding and correcting the error in the data file, I took the opportunity to check 

the rest of the data for that case to ensure that no major errors had occurred; and there 

were none. As a final check, a sample of 40 out of 274 useable surveys from Time 1 

data set (14.6%) was randomly chosen and the values entered in the data matrix were 

double-checked. No missed entries were found through this process (5520 data entries). 

This seemed to confirm that the accuracy of data entry was likely to be within an 

acceptable range.  

 

5.3.3 Outliers 

Based on the z-scores generated by SPSS Program, five cases consisting of four 

variables have a number of outliers. The z-scores for the outlier ranges from –4.223 to –

3.327 and all are above the acceptable value of 3.29 (see Table 5.1).  

Table 5.1 – Outliers with z-scores above ± 3.29 

Variables Z scores Case number  

Autonomy  – 4.22 

– 3.70 

139 

228 

Self-leadership – 3.52 201 

Affective Commitment – 3.33 139 & 140 

Extraversion  3.48 233 
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Because the presence of outliers can cause significant difficulties in the analysis, it was 

decided to remove these five cases and this process left 269 cases for Time 1 and 148 

for Time 2. 

 

5.3.4 Normality 

The variables within this study were examined for normality, skewness and kurtosis. 

According to Hair and colleagues (2006, p. 80 - 81), judgment on how to determine the 

deviation of normality is based on several guidelines. The first one is sample size; 

deviations of normality in a sample size of 200 or more are less influential. The second 

is graphical analyses of normality, which can be inspected using histogram and normal 

probability plot. The third one is statistical tests of normality that can be inspected by 

looking at skewness and kurtosis. A normally distributed variable has values of 

skewness and kurtosis around zero (Tabachnick & Fidell 2007); whereas, values above 

or below zero indicate deviation from normality (Hair et al. 2006). All guidelines should 

be used to evaluate any actions based on a deviation from normality (Hair et al. 2006).  

 

Table 5.2 shows four different statistics to determine that the distribution is normal for 

both graphical method and statistical tests. The skewness and kurtosis were within the 

±1.0 range (Meyers, Gamst & Guarino 2006). The results of the Kolmogorov-Smirnov 

statistics, with exception of Self-Leadership at Time 2 suggested some violation of the 

assumption of normality (sig. value of .000 for four variables, .001 for 2 variables, and 
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.002 for 1 variable). However, I also compared the original mean, the trimmed mean, 

and the median to see whether the extreme scores had a strong influence on the mean.  

As can be seen in the table below, taking into account all these factors, the distribution 

of scores can be considered reasonably normal. 

 

Table 5.2 – Determination of Normality  

 

 

VARIABLES 

 

 

STATISTICAL INFERENCES 

 

Job Autonomy – meets 

normality assumption 

Histogram – left skewed 

Skewness =  –.405 Kurtosis = .536 

Kolmogorov-Smirnov = 0.000 

Mean (33.64) ≈ Trimmed Mean (33.77) ≈ Median (34.00) 

 

Time Pressure – meets 

normality assumption 

Histogram – bell-shaped  

Skewness = – .114 Kurtosis = – .579 

Kolmogorov-Smirnov = 0.001  

Mean (30.47) ≈ Trimmed Mean (30.46) ≈ Median (31.00) 

 

Conscientiousness – 

meets normality 

assumption 

Histogram – bell-shaped 

Skewness = – .107 Kurtosis = .580 

Kolmogorov-Smirnov = 0.002 

Mean (36.53) ≈ Trimmed Mean (36.55) ≈ Median (37.00) 

 

Extraversion – meets 

normality assumption  

Histogram – bell-shaped 

Skewness = .051 Kurtosis = .771 

Kolmogorov-Smirnov = 0.001 

Mean (29.91) = Trimmed Mean (29.91) ≈ Median (30.00) 

 

Self-Leadership – meets 

normality assumption 

Histogram – bell-shaped 

Skewness = – .194 Kurtosis = .281 

Kolmogorov-Smirnov = 0.000 

Mean (113.7) ≈ Trimmed Mean (113.8) < Median (115) 

 

Affective Commitment – 

meets normality 

assumption  

Histogram – left-skewed 

Skewness = – .448 Kurtosis = .492 

Kolmogorov-Smirnov = 0.000 

Mean (21.46) ≈ Trimmed Mean (21.56) ≈ Median (22.00) 

 

Perceived Stress – meets 

normality assumption  

Histogram – bell-shaped 

Skewness = – .253 Kurtosis = .220 

Kolmogorov-Smirnov = 0.000 

Mean (16.68) ≈ Trimmed Mean (16.73) ≈ Median (17.00) 

 

Self-Leadership Time 2 – 

meets normality 

assumption 

Histogram – bell-shaped 

Skewness = – .276 Kurtosis = .364 

Kolmogorov-Smirnov = 0.200 

Mean (117.4) ≈ Trimmed Mean (117.6) < Median (119) 
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5.4 ANALYTICAL STRATEGY 

Prior to testing the hypotheses, the factor structures of each scale was examined with 

AMOS 18 (Arbuckle 2009). First, a confirmatory factor analysis was conducted to 

evaluate the psychometric properties of the constructs. The variables were estimated 

with one-factor congeneric models. For identification purposes, the variance of the 

latent variable was set to 1 and the fixed regression weight of the first factor loading 

was removed.  

 

Second, a measurement model that consisted of seven factors was tested: the personality 

variables (conscientiousness and extraversion), the attitudinal variable (affective 

commitment), the moderator variables (job autonomy, time pressure and perceived 

stressful environment) and the dependent variable (self-leadership at Time 2). The 

goodness of fit of this overall measurement model was assessed. In addition, the 

convergent and divergent validity of the scales was examined with Average Variance 

Extracted statistics (AVE) (Fornell & Larcker 1981). 

 

Throughout both the measurement and structural model evaluation processes, I used the 

following goodness-of-fit indices with fit values deemed to be acceptable within the 

literature (Hu & Bentler 1999): chi-square (χ²) value not significant at 0.05 level, 

comparative fit index (CFI) exceeding .95, and root mean square error of approximation 

(RMSEA) less than .08. In addition, AMOS reports 90% confidence intervals around 

the value and a further test for closeness of fit (PCLOSE).  
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The structural model will test whether conscientiousness (H1a), extraversion (H1d) and 

affective commitment (H2) have a positive relationship with self-leadership as 

hypothesized. Furthermore, it will test Hypotheses 3, 4 and 5: that job autonomy, time 

pressure and perceived stressful environment will moderate the relationship between 

conscientiousness (H3a, H4a, H5a respectively), extraversion (H3b, H4b, H5b, 

respectively) and affective commitment (H3c, H4c, H5c, respectively) with self-

leadership. 

 

To test the moderating hypotheses, double mean centering was conducted, thus placing 

the new mean at zero and the new standard deviation at one. In the past, estimating 

latent interactions in structural equation models has been analyzed using (single) mean-

centering strategy (Marsh, Wen & Hau 2004). Estimating latent interaction effects using 

the single-mean-centering required a cumbersome estimation procedure involving 2-

steps (Lin et al. 2010). A more recent technique (Lin et al. 2010) designed to address 

this issue instead uses a double-mean-centering strategy for estimating latent 

interactions in structural equation models. This strategy facilitates the model 

specification and eliminates the need to compute a mean structure and the complicated 

2-stage estimation procedure. Therefore, this technique was utilized to estimate latent 

interaction effects.  

 

5.5 CONFIRMATORY FACTOR ANALYSIS (CFA) 

To begin, confirmatory factor analyses (CFA) were used to assess the measurement 

properties at both Time one and Time two. Before testing the full model, a series of 
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one-factor congeneric models for each variable in the model were tested and evaluated 

separately before being tested in combination with other variables. The reason for this 

was that the validity of the measurement model needed to be tested first before making 

any attempt to evaluate the structural model (Byrne 2010). According to Anderson and 

Gerbing (1988), the measurement model should be evaluated before testing the 

structural model to minimize incorrect interpretations of the findings. Throughout each 

step of the testing, changes were made to the model when the fit to the data was 

unsatisfactory; while making sure that the changes still conformed to the relevant 

theories.  

 

Second order factor models were also estimated for the work autonomy scale (Breaugh 

1985) and for self-leadership; the items were parceled according to their theoretical 

subscale (i.e., behavioral focused, constructive thought, and natural rewards) (Landis, 

Beal & Tesluk 2000). During the initial model generating stage, regression weights and 

goodness-of-fit statistics were inspected. Indicators that had low factor loadings (below 

0.50) and/or items with highly correlated error variances were removed (Blunch 2008; 

Hair et al. 2006). The number of items for each construct was reduced until an 

acceptable goodness of fit to the data was reached.  

 

Firstly, a one-factor congeneric was conducted for conscientiousness. The data did not 

fit the model well, χ² (35) = 163.13, p = .000; CFI = .668, RMSEA = .117 (.099, .135) 

PCLOSE = .000. Items C4, C8, C12, C14 and C16 had small coefficients (Table 5.3), 

perhaps indicating incompatibility in the context of the Malaysian culture. For example, 

item C14, “I like order”, might act as a double meaning (ordering people around); which 
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reflects a negative connotation in a Malaysian work culture. In addition, item C16, “I 

shirk my duties”, might be a problem of linguistic incompetence (Johnson 2005) 

because English is a second language. Therefore, these items may not be as clear to the 

respondents because they might be interpreted differently in Malaysian culture. They 

were therefore deleted and after removing the items that have small coefficients (below 

.50), the data fits the model well, χ² (5) = .808, p = .977; CFI = 1.000, RMSEA = .000 

(Table 5.4). 

Table 5.3 – Standardized Regression Weights: Conscientiousness 

   
Estimate 

C2 <--- Conscientiousness .612 

C4 <--- Conscientiousness .273 

C6 <--- Conscientiousness .522 

C8 <--- Conscientiousness .278 

C10 <--- Conscientiousness .562 

C12 <--- Conscientiousness .193 

C14 <--- Conscientiousness .300 

C16 <--- Conscientiousness .168 

C18 <--- Conscientiousness .648 

C20 <--- Conscientiousness .527 

 

Table 5.4 – Standardized Regression Weights 

   
Estimate 

C2 <--- Conscientiousness .632 

C6 <--- Conscientiousness .504 

C10 <--- Conscientiousness .562 

C18 <--- Conscientiousness .663 

C20 <--- Conscientiousness .554 

 

Next, a one-factor congeneric was conducted for extraversion; in which the strategy for 

this model was also the same as the previous one. The model did not fit the data well, χ² 

(35) = 187.35, p = .000; CFI = .773, RMSEA = .127 (.110, .146) PCLOSE = .000. A 

look at the standardized regression weights showed that there are several items which 
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had low loadings (less than .5). A look at the items revealed that they either were not 

appropriate for a Malaysian culture; or they were oppositely worded statements. For 

example, the statement from item 1, “I am the life of the party” might not be appropriate 

for a Malaysian culture because the word ‘party’ might have a socially negative 

connotation to academics who should be showing a good example towards their 

students.  Items 1, 7, 11 and 15 were therefore removed from the model to see if it 

would improve the fit with the data. 

Table 5.5 – Standardized Regression Weights: Extraversion 

   
Estimate 

EXTR1 <--- Extraversion .376 

EXTR3 <--- Extraversion .539 

EXTR5 <--- Extraversion .638 

EXTR7 <--- Extraversion .416 

EXTR9 <--- Extraversion .734 

EXTR11 <--- Extraversion .446 

EXTR13 <--- Extraversion .729 

EXTR15 <--- Extraversion .357 

EXTR17 <--- Extraversion .540 

EXTR19 <--- Extraversion .513 

 

However, the model still did not fit the data well, χ² (9) = 38.28, p = .000; CFI = .928, 

RMSEA = .110 (.076, .147) PCLOSE = .003. In addition, another two items had 

loadings slightly less than .5 (Table 5.6). 

Table 5.6 – Standardized Regression Weights  

   
Estimate 

EXTR3 <--- Extraversion .482 

EXTR5 <--- Extraversion .667 

EXTR9 <--- Extraversion .777 

EXTR13 <--- Extraversion .738 

EXTR17 <--- Extraversion .528 

EXTR19 <--- Extraversion .457 

 



95 
 

The items that had low loadings (less than .5) were eliminated. After removing these 

two items, the model did fit the data well, χ² (2) = 3.301, p = .192; CFI = .995, RMSEA 

= .049.  

 

After that, autonomy was specified as a higher-order three-factor analysis because 

Breaugh (1985) suggested that work autonomy is a three dimensional scale. The fit 

indices are as follows; CFI = 0.959, GFI = 0.951, RMSEA = 0.077. From the fit 

statistics given, we can conclude that the model fits the data well. Table 5.4 below 

shows the standardized regression weights for the work autonomy scale and as can be 

seen, there were no standardized regression weights lower than 0.56. 

 

Table 5.7: Standardized regression weights – Autonomy  

   
Estimate 

Method_Criteria <--- Autonomy .747 

Scheduling <--- Autonomy .823 

Evaluation_Criteria <--- Autonomy .817 

autonomy1 <--- Method_Criteria .827 

autonomy2 <--- Method_Criteria .817 

autonomy3 <--- Method_Criteria .749 

autonomy4 <--- Scheduling .664 

autonomy5 <--- Scheduling .749 

autonomy6 <--- Scheduling .785 

autonomy7 <--- Evaluation_Criteria .555 

autonomy8 <--- Evaluation_Criteria .805 

autonomy9 <--- Evaluation_Criteria .716 

 

Next, a one-factor congeneric was specified for Time Pressure. The model did not fit the 

data well initially, χ² (27) = 192.003, p = .000; CFI = .894, RMSEA = .151. 
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Table 5.8 – Standardized Regression Weights 

   
Estimate 

TP1 <--- Time Pressure .759 

TP2 <--- Time Pressure .828 

TP3 <--- Time Pressure .870 

TP4 <--- Time Pressure .846 

TP5 <--- Time Pressure -.684 

TP6 <--- Time Pressure .506 

TP7 <--- Time Pressure .588 

TP8 <--- Time Pressure .779 

TP9 <--- Time Pressure .797 

 

A look at the items showed that item TP5 was a negatively worded statement. Because 

there was only one of the negatively worded statements, I cannot specify a two-factor 

model for this construct. Therefore, the item was deleted from the model. However, the 

model still did not fit the data well, χ² (20) = 179.49, p = .000; CFI = .887, RMSEA = 

.172 (.150, .196) PCLOSE = .000.  

Table 5.9 – Standardized Residual Covariances: Time Pressure 

 
TP9 TP8 TP7 TP6 TP4 TP3 TP2 TP1 

TP9 .000 
       

TP8 2.448 .000 
      

TP7 1.623 1.476 .000 
     

TP6 .723 1.178 1.033 .000 
    

TP4 -.952 -.599 -1.013 -.553 .000 
   

TP3 -.846 -.287 -.262 -.418 1.021 .000 
  

TP2 -.186 -1.025 -.626 -.038 -.005 .177 .000 
 

TP1 .199 -.696 -.500 -.644 .226 -.586 1.217 .000 

 

An inspection of the standardized residuals covariance matrix indicated that the model 

was not accounting well for the co-variation that exists between items TP8 (You are 

always running out of time) and TP9 (There just don’t seem to be enough hours in a 

day). When the content of items TP8 and TP9 was examined in relation to the construct 
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of time pressure, most of the items in the construct except TP9 refer in some way to 

time pressure. It could be said that not having enough hours in a day is not a realistic 

argument to indicate time pressure. Based on this consideration, the decision was made 

to drop item 9 from the construct.   

 

The one-factor congeneric model of time pressure was re-specified as a latent variable 

with seven indicators. However, the model still did not fit the data well, χ² (14) = 

80.094, p = .000; CFI = .940, RMSEA = .133 (.105, .162) PCLOSE = .000. Item TP6 

was deleted because it had low loadings (.48) and then the model was re-specified with 

6 indicators. Again, the model still did not fit the data well; χ² (9) = 64.737, p = .000; 

CFI = .945, RMSEA = .152 (.118, .188) PCLOSE = .000. The standardized residuals 

co-variance matrix revealed that the model failed to account for much of the shared 

variance between TP7 and TP8.  

Table 5.10 – Standardized Residual Covariances 

 
TP8 TP7 TP4 TP3 TP2 TP1 

TP8 .000 
     

TP7 2.415 .000 
    

TP4 -.271 -.777 .000 
   

TP3 .076 .004 .325 .000 
  

TP2 -.379 -.125 -.298 -.093 .000 
 

TP1 -.002 .034 .037 -.746 1.389 .000 

 

A look at item 7 indicated that it was irrelevant to ponder or worry about how one is 

using his or her time when one is too busy. Therefore, item 7 was removed from the 

model. Then, the one-factor congeneric model of time pressure was re-specified as a 

latent variable with 5 indicators. However, the model still did not fit the data well, χ² (5) 

= 38.8, p = .000; CFI = .963, RMSEA = .159. The modification indices indicated that 
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the model was not accounting well for the co-variation that exists between items TP1 

(You never seem to have enough time to get everything done) and TP2 (You feel 

pressed for time). When the content of items TP1 and TP2 was examined in relation to 

the construct of time pressure, the items were similar that there was a possible item 

redundancy. Based on the comparison made between these two items, the decision was 

made to drop item 1 from the construct.   

 

Finally, when the one-factor congeneric model of time pressure was re-specified as a 

latent variable with four indicators, the model fit with the data well, χ² (2) = .209, p = 

.901; CFI = 1.000, RMSEA = .000 (.000, .052) PCLOSE = .947. 

 

After that, a one-factor congeneric model with six indicator items was specified to 

capture affective commitment. The data was a poor fit to the model as indicated by the 

significant chi-square statistics, χ² (9) = 118.344, p = .000; CFI = .867, RMSEA = .213 

(.180, .248) PCLOSE = .000.  

Table 5.11 – Standardized Regression Weights: Affective Commitment 

   
Estimate 

OC1 <--- Affective_Commitment .562 

OC2 <--- Affective_Commitment .482 

OC3 <--- Affective_Commitment .830 

OC4 <--- Affective_Commitment .884 

OC5 <--- Affective_Commitment .874 

OC6 <--- Affective_Commitment .534 

 

The factor coefficients ranged from a low of .482 to a high of .884. A look at the 

standardized regression weights indicated that item OC2 had a loading less than .5.  
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Table 5.12 – Sample Correlations (Affective Commitment) 

 
OC6 OC5 OC4 OC3 OC2 OC1 

OC6 1.000 
     

OC5 .431 1.000 
    

OC4 .458 .778 1.000 
   

OC3 .359 .742 .745 1.000 
  

OC2 .507 .410 .410 .320 1.000 
 

OC1 .613 .446 .453 .471 .425 1.000 

 

The sample correlations ranged from a low of .320 to a high of .778; which indicated 

that item redundancy was not a problem. In addition, all of the factor coefficients are 

significant.  

 

Table 5.13 – Standardized Residual Covariances (Affective Commitment) 

 
OC6 OC5 OC4 OC3 OC2 OC1 

OC6 .000 
     

OC5 -.531 .000 
    

OC4 -.203 .085 .000 
   

OC3 -1.270 .220 .158 .000 
  

OC2 3.963 -.162 -.236 -1.204 .000 
 

OC1 4.909 -.662 -.641 .064 2.442 .000 

 

From Table 5.13 above, the standardized residual covariance indicated that three pairs 

of variables generated residual covariance greater than the magnitude of 2:  

1) Item OC1 (I would be very happy to spend the rest of my career with this 

organization) versus item OC6 (This organization has a great deal of personal 

meaning for me); 
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2) Item OC2 (I really feel as if this organization’s problems are my own) versus 

item OC6 (This organization has a great deal of personal meaning for me); and 

3) Item OC1 (… very happy to spend the rest of my career with this organization) 

versus OC2 (I really feel as if this organization’s problems are my own).  

 

Table 5.14 – Modification Indices: Regression Weights 

   
M.I. Par Change 

OC6 <--- OC2 24.311 .269 

OC6 <--- OC1 38.134 .321 

OC3 <--- OC6 7.739 -.116 

OC3 <--- OC2 6.734 -.112 

OC2 <--- OC6 22.407 .248 

OC2 <--- OC1 8.563 .151 

OC1 <--- OC6 40.058 .330 

OC1 <--- OC2 9.759 .169 

 

Of interest was the fact that the misfit consistently occurred with the items OC1, OC2 

and OC6. An inspection of the items revealed that items OC3, OC4 and OC5 were 

negatively worded statements. These figures confound me as the positively worded 

items were the ones with large standardized residual values (Table 5.13) and with large 

values of Modification Indices (Table 5.14). Wong and colleagues (2003) suggested that 

the differences between the way East Asians and Americans respond to mixed-worded 

scales may be due to substantive differences in the religious belief systems underlying 

eastern versus western cultures (pg. 87). Therefore, some psychometricians 

(Schriesheim & Eisenbach 1995) suggested that researchers should include items that 

are all in the same direction (Iwata, Saito & Roberts 1994).  
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Iwata and associates (1994) found that responses to positive items were mostly 

inconsistent with those of negative items and they suggested that this response style 

might apply to other Asian groups as well (pg. 283). They also stated that this kind of 

problem cannot be solved by translation, but by including the items that are all in the 

same direction to reduce such discrepancies (Iwata, Saito & Roberts 1994; Iwata, 

Roberts & Kawakami 1995). Therefore, the positively worded items (OC1, OC2 and 

OC6) were removed from the model and the construct was left with only three items; 

which were the negatively worded items. However, it is important to note that although 

the negatively worded items were retained, they were reverse-scored so that the 

construct still measures affective commitment.  

 

Then, with the retained three items, two of the error terms were fixed to be equal (those 

closest in value) to increase the degrees of freedom so as to test for model fit. The 

model was a good fit, χ² (1) = .004, p = .947; CFI = 1.000, RMSEA = .000 (.000, .020), 

PCLOSE = .962.  

Table 5.15 – Standardized Regression Weights: Affective Commitment 

   
Estimate 

OC3 <--- Affective_Commitment .843 

OC4 <--- Affective_Commitment .883 

OC5 <--- Affective_Commitment .881 

 

 

Next, a one-factor congeneric model for perceived stress was evaluated. The data was a 

poor fit to the model as indicated by the significant chi-square statistics, χ² (35) = 

173.495, p = .000; CFI = .820, RMSEA = .122. 
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Table 5.16 – Standardized Regression Weights 

   
Estimate 

STR1 <--- Stress .710 

STR2 <--- Stress .732 

STR3 <--- Stress .736 

STR4 <--- Stress .228 

STR5 <--- Stress .353 

STR6 <--- Stress .650 

STR7 <--- Stress .203 

STR8 <--- Stress .316 

STR9 <--- Stress .643 

STR10 <--- Stress .707 

 

The factor coefficients ranged from a low .203 to a high of .736 and there were four 

items (STR 4, 5, 7 and 8) with the smallest coefficients (below the magnitude of .5).  

Table 5.17 – Standardized Residual Covariances (Perceived Stress) 

 
STR10 STR9 STR8 STR7 STR6 STR5 STR4 STR3 STR2 STR1 

STR10 .000 
         

STR9 1.104 .000 
        

STR8 -.627 .301 .000 
       

STR7 .051 -.651 3.905 .000 
      

STR6 .661 -.187 -.726 -.947 .000 
     

STR5 1.138 -.503 5.130 3.333 -1.417 .000 
    

STR4 .345 -1.463 3.873 3.562 .672 4.379 .000 
   

STR3 -.896 -.250 .011 -.891 .304 -.742 -1.291 .000 
  

STR2 -.297 -.967 .439 1.546 -.071 .147 .296 .473 .000 
 

STR1 -.214 .788 -2.157 -1.981 -.214 -1.378 -1.305 .812 .152 .000 

 

Values exceeding a magnitude of 2 indicated that the model failed to explain the 

association between the corresponding items. From Table 5.17 above, the standardized 

residual covariances indicated that six pairs of variables generated residual co-variances 

greater than 2: 

1) Item 7 (been able to control irritations in your life) versus item 8 (felt that 

you were on top of things); 
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2) Item 5 (felt that things were going your way) versus item 8 (felt that you 

were on top of things); 

3) Item 4 (felt confident about your ability to handle your personal problems) 

versus item 8 (felt that you were on top of things);  

4) Item 5 (felt that things were going your way) versus item 7 (been able to 

control irritations in your life); 

5) Item 4 (felt confident about your ability to handle your personal problems) 

versus item 7 (been able to control irritations in your life); and  

6) Item 4 (felt confident about your ability to handle your personal problems) 

versus item 5 (felt that things were going your way).  

 

Of interest was the fact that the misfit consistently occurred with the items 4, 5, 7, and 

8. A closer inspection of the items’ standardized residual covariance revealed that these 

items shared error variance. The items were the positively stated items whereas the 

remaining items were negatively stated. Theoretically, this is a perceived stress scale; 

where people reflect things negatively to indicate their stressful situation level, so 

removing them is in line with the theoretical construct. Therefore, items 4, 5, 7 and 8 

were removed from the model.  

 

The model of perceived stress was re-specified as a latent variable with 6 indicators but 

the data still did not fit the model well, χ² (9) = 28.243, p = .001; CFI = .919, RMSEA = 

.121 (.072, .172) PCLOSE = .011. 
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Table 5.18 – Standardized Residual Covariances (Perceived Stress) 

 
STR10 STR9 STR6 STR3 STR2 STR1 

STR10 .000 
     

STR9 2.746 .000 
    

STR6 .268 .318 .000 
   

STR3 -.914 -.935 .189 .000 
  

STR2 -.416 -.656 .182 .275 .000 
 

STR1 .056 .546 -1.126 .284 .196 .000 

 

 

Table 5.19 – Modification Indices: Regression Weights 

   
M.I. Par Change 

STR10 <--- STR9 11.756 .242 

STR9 <--- STR10 11.358 .256 

 

 

Both the standardized residuals covariance matrix and the modification indices indicate 

that the model is not accounting well for the covariance that exists between items 9 (i.e., 

been angered because of things that happened that were outside of your control) and 10 

(i.e., felt difficulties were piling up so high that you could not overcome them). It could 

possibly be that the suppression of anger is the response style of the Asian groups as a 

modest attitude (Iwata, Saito & Roberts 1994). Since the Malaysians have been taught 

to be tolerant with the multi ethnics and multi religions from childhood, this training 

may possibly suggest that most of the time, they would suppress their anger; especially 

at work. In the same vein, Kirmayer (1989) mentioned that the suppression of distress in 

some cultures could also be viewed as a coping mechanism for individuals and might 

provide a mark of moral distinction. Hence, item 9 was removed from the model.  
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The model of perceived stress was re-specified as a latent variable with 5 indicators and 

the data fit the model well, χ² (5) = 9.298, p = .098; CFI = .977, RMSEA = .076. 

However, the factor loading for item 10 became less than .5 and thus this item was also 

removed from the construct. The model was then re-specified with 4 indicators and the 

data fit the revised model well, χ² (2) = 3.092, p = .213; CFI = .993, RMSEA = .061.  

 

The dependent variable is self-leadership that contains 31 items. Self-leadership was 

specified as a higher order factor measurement model. The specific factors relate to 

behavior focused strategies, constructive thought pattern strategies, and natural reward 

strategies. In the model generating phase, three separate one-factor congeneric models 

for each of the latent constructs of behavior focused, constructive thought pattern, and 

natural rewards were initially specified and evaluated. Because it is a long scale (31 

items), I conducted item-parcels for each factors according to their dimensions 

(Houghton & Neck 2002). For example, for behavioral focused, there are four 

dimensions; namely self-goal setting, self-reward, self-observation, and self-cueing. For 

constructive thought, there are three dimensions; namely visualizing successful 

performance, evaluating beliefs and assumptions, and self-talk. Whereas for natural 

rewards, there are only five items; hence the individual items were used as indicators.  

 

The original model for Time 1 data with three lower-order factors with eight indicators 

was a poor fit to the data, χ² (52) = 132.919, p = .000; CFI = .885, RMSEA = .103.  
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Table 5.20 – Standardized Regression Weights: Self-Leadership 

   
Estimate 

Behaviour_Focused <--- Self-Leadership 1.000 

Constructive_Thought <--- Self-Leadership .810 

Natural Rewards <--- Self-Leadership .791 

Goal <--- Behaviour_Focused .888 

Reward <--- Behaviour_Focused .457 

Observe <--- Behaviour_Focused .834 

Cueing <--- Behaviour_Focused .526 

Visualize <--- Constructive_Thought .745 

Self_Talk <--- Constructive_Thought .691 

Evaluate <--- Constructive_Thought .763 

NR1 <--- Natural Rewards .447 

NR2 <--- Natural Rewards .469 

NR3 <--- Natural Rewards .733 

NR4 <--- Natural Rewards .730 

NR5 <--- Natural Rewards .679 

 

First, self-reward and two indicators from natural reward strategies were eliminated one 

by one because their factor loadings were less than 0.50. However, the removal of these 

items slightly improved the model. Then, an inspection of the standardized residual 

covariance matrix revealed that two variables generated residual co-variances greater 

than the magnitude of 2. These variables belonged to self-talk and self-cueing and thus 

were removed.   

 

In summary, the self-reward, self-cueing, self-talk and two items from natural reward 

strategies of the self-leadership scale, which had low loadings (less than 0.50) and 

correlated error variances, were eliminated during the initial model trimming stage. This 

is rather a reasonable measure of self-leadership, considering the recently published 

Abbreviated Self-Leadership Questionnaire (Houghton, Dawley & DiLiello 2012); 

which also does not include any items for either self-cueing or natural reward. The final 
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higher-order factor model of self-leadership with three lower-order factors with five 

indicators (self-goal setting/self-observation, mental imagery/evaluate beliefs and 

natural rewards) was a good fit to the data, χ² (12) = 14.983, p = .242; CFI = .997, 

RMSEA = .030 and when the same model was specified for Time 2, the data fit the 

model well, χ² (12) = 22.281, p= .034; CFI = .977, RMSEA = .076.  

 

Next, to minimize common method variance the temporal measurement of the variables 

of interest was separated. However, this may mean that the way in which respondents 

view self-leadership at a later date is different to how they viewed it at the time when 

the antecedent variables were being measured. To address this issue, the equivalence of 

the covariance matrix for self-leadership at Time 1 and Time 2 was assessed. In 

particular, the importance of measurement invariance is that it examines whether a 

common factor model holds across the same populations at different points in time, 

which will allow meaningful comparisons in the populations across two different time 

points (Byrne 2004; Cunningham 2008; Vandenberg & Lance 2000). 

 

Table 5.21 – CMIN: Self-Leadership 

Model NPAR CMIN DF P CMIN/DF 

Unconstrained 56 .000 0 
  

Structural covariances 28 39.198 28 .078 1.400 

Saturated model 56 .000 0 
  

Independence model 14 1362.125 42 .000 32.432 
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The CMIN Table revealed that the data support the Structural covariances model, χ² 

(28) = 39.198, p = .078. This means that the sample variances and covariances for each 

group came from the same population.  

Table 5.22– Nested Model Comparisons: Assuming model Unconstrained to be 

correct 

Model DF CMIN P 
NFI 

Delta-1 

IFI 

Delta-2 

RFI 

rho-1 

TLI 

rho2 

Structural covariances 28 39.198 .078 .029 .029 
  

 

The result from Table 5.22 indicated that the ∆χ² test between the unconstrained model 

and the nested Structural covariances was not significant. Hence, it can be assumed that 

the data was drawn from the same population.  

 

Then, the test for configural invariance (i.e., equality of the factor structure) was done. 

The chi-square test showed that the data was a good fit for the unconstrained model 

(∆CFI = 0.001, p = .054; not statistically significant). Therefore, it was concluded that 

the unconstrained model was correct. In other words, configural invariance was 

supported. Given that configural invariance was supported, the test for metric invariance 

was done.  

Table 5.23 – Assuming model Unconstrained to be correct: Measurement weights 

Model DF CMIN P 

NFI 

Delta-

1 

IFI 

Delta-

2 

RFI 

rho-

1 

TLI 

rho2 

Measurement weights 4 5.408 .248 .004 .004 -.001 -.001 

Measurement 

intercepts 
11 12.978 .295 .010 .010 -.004 -.004 

Structural co-variances 17 16.326 .501 .012 .012 -.008 -.008 

Measurement residuals 24 31.009 .154 .023 .023 -.004 -.004 
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Nested model comparisons in which the unconstrained model is assumed to be correct 

revealed that ∆χ² test between the unconstrained and measurement weights model, χ² (4) 

= 5.41, p = .248; is significant and thus metric invariance was supported. This suggests 

that the factor coefficients were the same across groups. Given support for metric 

invariance, I then continued with the next test and found support for scalar invariance. 

 

Table 5.24 – Assuming model Measurement weights to be correct 

Model DF CMIN P 

NFI 

Delta-

1 

IFI 

Delta-

2 

RFI 

rho-

1 

TLI 

rho2 

Measurement 

intercepts 
7 7.570 .372 .006 .006 -.003 -.003 

Structural covariances 13 10.918 .618 .008 .008 -.007 -.007 

Measurement residuals 20 25.601 .179 .019 .019 -.003 -.003 

 

The ∆χ² test between the measurement weights model and the measurement intercepts 

model; χ² (7) = 7.57, p = .372 was not significant and therefore scalar invariance was 

supported. Thus, invariance was supported at each of the three levels tested: configural, 

metric, and scalar. Given the level of measurement invariance supported in the analyses 

suggested that the construct was functioning equivalently across the time points.  

 

Descriptive Statistics  

Means, standard deviations, and the number of items in each scale can be seen in Table 

5.25. The questionnaires were distributed within three public universities. Out of 269 

respondents at Time 1 (42%), there were 148 respondents at Time 2 (55%). Overall, the 

respondents included professors (5% at Time 1 and 4% at Time 2 responded), associate 

professors (19% at Time 1 and 16% at Time 2 responded), senior lecturers (29% at 
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Time 1 and 30% at Time 2), lecturers (44% at Time 1 and 46% at Time 2 responded) 

and tutors (3% at Time 1 and 4% at Time 2). The respondents included academics with 

doctoral degrees (37% at Time 1 and 37% at Time 2 responded), master’s degrees (59% 

at Time 1 and 59% at Time 2 responded), undergraduate degrees (2% at Time 1 and 3% 

at Time 2) and other qualifications (2% at Time 1 and 1% at Time 2). The mean years 

of employment was 11.18 years (SD = 8.25), 178 respondents at Time 1 (66.2%) and 99 

respondents at Time 2 (66.9%) were female. Most of the respondents were between the 

35 – 44 age bracket. In addition, the differences between participants who completed T1 

and T2 and those who only completed T1 were examined. T-test showed no significant 

differences on self-leadership scores at Time 1 for participants (M = 3.746, SD = .531) 

and non-participants (M = 3.709, SD = .529); t (267) = –.571, p = .85 (two-tailed). The 

magnitude of the differences in the means (–.037) was very small (eta squared = 0.004).  

Table 5.25 – Descriptive Statistics 

Construct Number of items Mean Standard 

Deviation 

Self-Leadership T 1 19 3.729 0.529 

Work Autonomy 9 3.738 0.607 

Time Pressure 4 3.384 0.883 

Extraversion  4 3.219 0.680 

Conscientiousness  5 3.698 0.521 

Affective Commitment  3 3.561 0.899 

Perceived Stress  4 1.889 0.656 

Self-Leadership T 2 19 3.823 0.487 

 

After that, full confirmatory factor analyses (CFA) was conducted to evaluate the 

psychometric properties of the measurement model. The measurement for the model 

consisted of seven factors: the independent variables (conscientiousness, extraversion 

and affective commitment), the moderator variables (job autonomy, perceived stress and 

time pressure), and the dependent variable (self-leadership at time two). For autonomy 
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and self-leadership, the items were put in parcels according to their three dimensions 

and/or strategies. The data was a good fit to the model; χ² (279) = 365.72, p = .000, 

CMIN/DF = 1.311, CFI = .966, RMSEA = .034 (.023, .043) PCLOSE = .998. As we 

can see, although the p-value is significant, the ratio of the chi-square to degrees of 

freedom is less than 3; which indicates an acceptable fit (Hair et al. 2006; p. 748). The 

factor loadings for all constructs were within acceptable ranges with most above .70 

thresholds. However, the measures of the conscientiousness construct did not perform 

as well as the others. The factor loadings for the construct ranged from a low of .51 to 

the high of .65. 

Table 5.26 – Standardized Regression Weights (Full CFA) 

   
Estimate 

C20 <--- Conscientiousness .563 

C18 <--- Conscientiousness .644 

C10 <--- Conscientiousness .570 

C6 <--- Conscientiousness .494 

C2 <--- Conscientiousness .643 

EXTR17 <--- Extraversion .546 

EXTR13 <--- Extraversion .728 

EXTR9 <--- Extraversion .755 

EXTR5 <--- Extraversion .716 

TP8 <--- Time Pressure .706 

TP4 <--- Time Pressure .890 

TP3 <--- Time Pressure .922 

TP2 <--- Time Pressure .797 

AC5 <--- Affective_Commitment .880 

AC4 <--- Affective_Commitment .886 

AC3 <--- Affective_Commitment .842 

Natural <--- Self-Leadership .627 

Constructive <--- Self-Leadership .657 

Behavior <--- Self-Leadership .999 

Evaluation <--- Autonomy .701 

Schedule <--- Autonomy .715 

Method <--- Autonomy .696 

Stress1 <--- Perceived_Stress .715 

Stress2 <--- Perceived_Stress .711 

Stress3 <--- Perceived_Stress .814 

Stress6 <--- Perceived_Stress .625 
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Two statistics used to evaluate the psychometric properties of the measurement models 

are construct reliability and variance extracted estimates (Bollen 1989). Construct 

reliability was calculated from the square of the sum of standardized factor loadings and 

divided by the square of the sum of standardized factor loadings plus the sum of the 

error variance (Fornell & Larcker 1981; Hair et al. 2006). Fornell and Larcker (1981) 

provided the formulae to compute construct reliability: 

 

 
(∑   ) 

(∑   )   ∑  
 

 

Where λᵢ is the standardized loading for observed variable and ɛᵢ is the error variance 

associated with each observed variable, whereas variance extracted was calculated as 

the total of squared multiple correlations (from AMOS) and divided by the number of 

items.  

 

Shown below is the table that presents the estimates for each of the constructs and the 

reliabilities (squared multiple correlations – derived from AMOS) for each of the 

individual items. Item reliabilities exceeding 0.50 are preferred although values 

exceeding 0.30 are usually deemed acceptable (Cunningham 2008). Construct reliability 

greater than .70 indicates adequate convergence or internal consistency and based from 

Table 5.27, the constructs displayed convergent validity. 
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Table 5.27 – Construct reliability & convergent validity coefficients 

Construct  Coefficient Alpha (α) Construct Reliability AVE
 

Self-Leadership  0.924 0.819 0.612 

Work Autonomy 0.851 0.746 0.500 

Time Pressure 0.896 0.901 0.696 

Extraversion  0.769 0.784 0.480 

Affective Commitment  0.902 0.903 0.757 

Perceived Stress  0.807 0.811 0.519 

Conscientiousness  0.718 0.721 0.343 

AVE = Average Variance Extracted 

 

With regard to convergent validity, AVE less than .50 indicates that the variance due to 

the measurement error is greater than the variance captured by the items. The variance 

extracted estimates for conscientiousness was 0.343, which was far below the suggested 

level (Fornell & Larcker 1981). Since this variable has relatively poor properties which 

would affect the results of the study, it was decided to remove this construct from the 

model. However, although the AVE for extraversion is marginally less than the 

recommended .50 minimum, Fornell and Larcker (1981) pointed out that this is a 

conservative test for convergent validity. Furthermore, an alternative measure of 

convergent validity, composite reliability is also reported.  

 

As can be seen in Table 5.27, all measures exceed 0.70, indicating acceptable reliability 

of the scale for the constructs. Across the six scales, composite reliability ranged from 

0.75 to 0.90. Estimates provide further evidence of internal convergent validity, in 

which the scales accounted for more than the suggested benchmark of 50% of the 

variance (Fornell & Larcker 1981) for the scales with the exception of extraversion 

(48%). This is very close to the recommended value and was further supported by 

significant factor loadings on the construct reliability of 0.78, which indicated adequate 

convergence. 
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Then, discriminant validity was checked as recommended by Fornell and Larcker 

(1981). According to their suggestion, average variance extracted (AVE) should be 

greater than the square of the correlation between two latent constructs for adequate 

discriminant validity. In each instance, the AVE exceeded the squared correlation 

between the pairs of constructs providing support for the discriminant validity. Variance 

extracted estimates ranged from 0.48 to 0.76 for the scales. In further support of the 

model, in all instances the AVE exceeded the respective squared correlations between 

the pairs of constructs and therefore displayed discriminant validity.  

Table 5.28 – Discriminant Validity 

 
Extra 

Time 

pressure 
Stress Autonomy 

Self-

leadership 
Affective 

Extraversion  0.480      

Time pressure 0.002 0.696     

Stress  0.001 0.107 0.519    

Autonomy  0.008 0.002 0.025 0.500   

Self-leadership 0.069 0.002 0.011 0.106 0.612  

Affective  0.002 0.035 0.123 0.029 0.019 0.757 

Diagonal elements (bold) are the AVE between the constructs and their measures. Off-

diagonal elements are the squared correlations. 

 

In addition, discriminant validity for the sub-factors of self-leadership was also tested. It 

was found that all the three dimensions of self-leadership represent only one latent 

construct; i.e., self-leadership and therefore, it is assumed that the scale is 

unidimensional because there is no discriminant validity between the three sub-scales. 

As can be seen in Table 5.29 the squared correlations between each pair of self-

leadership sub-scales are much greater than the Average Variance Extracted (AVE) for 

each of the sub-scales, demonstrating poor discriminant validity (Fornell & Larcker 
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1981). The relationships between the personality variables and self-leadership sub-

scales were therefore not tested because of this lack of discriminant validity.   

Table 5.29 – Discriminant Validity for Self-Leadership Sub-Scales 

 
Behavior  

Natural 

Reward 
Constructive  

Behavior  0.793   

Natural 

Reward 
0.904 0.612  

Constructive  0.863 0.759 0.622 

 

Another CFA was done after removing conscientiousness and the data fit the model 

well, χ² (174) = 226.330, p = .005, CFI = .977, RMSEA = .033 (.019, .045) PCLOSE = 

.992. 

Table 5.30 – Standardized Regression Weights (After removing Conscientiousness) 

   
Estimate 

EXTR17 <--- Extraversion .546 

EXTR13 <--- Extraversion .728 

EXTR9 <--- Extraversion .754 

EXTR5 <--- Extraversion .716 

TP8 <--- Time Pressure .706 

TP4 <--- Time Pressure .889 

TP3 <--- Time Pressure .924 

TP2 <--- Time Pressure .796 

STR6 <--- Perceived Stress .626 

STR3 <--- Perceived Stress .812 

STR2 <--- Perceived Stress .712 

STR1 <--- Perceived Stress .715 

Evaluation <--- Autonomy .696 

Schedule <--- Autonomy .710 

Method <--- Autonomy .704 

Natural <--- Self-Leadership .634 

Constructive <--- Self-Leadership .665 

Behavior <--- Self-Leadership .996 

AC3 <--- Affective .842 

AC4 <--- Affective .886 

AC5 <--- Affective .880 
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5.6  DISCUSSION 

The measurement properties of the variables that were included in study two were 

examined using IBM Amos software and the results obtained through this process were 

outlined. Each of the variables was tested for their normality, construct reliability and 

discriminant validity. Conscientiousness had low variance, poor psychometric 

properties and too much measurement error, and hence, it was excluded from further 

analysis. This could be due to the effects of self-deceptive enhancement (SDE) in order 

to convey favourable impressions. Although these are highly educated academics; in 

which they might answer honestly, but they might have an excessively positive view of 

themselves (McKelvie 2004). Conscientiousness, which is perceived to be socially 

desirable, would result in a response distortion; hence convergent validity would be 

affected when response distortion is high (Robson, Jones & Abraham 2007). That is, the 

psychometric properties might deteriorate when respondents try to make themselves 

appear more favourable than they really are by exaggerating the truth when answering 

the questionnaires on conscientiousness (McFarland, Ryan & Ellis 2002). This is 

because the meaning of their scores change when their responses do not reflect their 

typical patterns of behaviour (Robson, Jones & Abraham 2007). In addition, despite 

previous assumptions that faking does not matter, research has revealed that faking may 

affect criterion validity (Robson, Jones & Abraham 2007). The results that were 

obtained for testing the structural model (Figure 3.2) are discussed in the next chapter.  
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CHAPTER 6 

STUDY 2: STRUCTURAL MODEL AND RESULTS 

 

6.1 STRUCTURAL MODEL 

Taking into account the findings from the measurement model, the structural model 

examined the effects of extraversion and affective commitment on self-leadership, 

moderated by job autonomy (Hypothesis 3), time pressure (Hypothesis 4), and 

perceived stressful environment (Hypothesis 5). The hypotheses were examined by 

looking at these relationships over time. This more rigorous test was conducted to 

overcome the potential hazards of common method variance. In the model, the time one 

individual and situational variables loaded onto the time two dependent variable (self-

leadership).  

 

As shown in Figure 6.1, the hypothesized model explained 33% of the variance in self-

leadership. However, the proposed model had only a moderate fit to the data (χ
2
 = 

1290.02, df = 715, p<.001; CFI = .85; RMSEA =.05, 90% CI =.05 – .06, p (closeness of 

fit) =.05). Although the narrow confidence interval suggested good precision of the 

RMSEA value in reflecting model fit (MacCallum, Browne & Cai 2006), the 

probability value associated with the test of close fit was below .50. As suggested by 

Jöreskog (1993), the p-value for this test should be more than .50. Therefore, it was 

concluded that the model could fit the data better (Figure 6.1). 
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Figure 6.1 – Full Moderated Model for Self-Leadership 
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More importantly, many of the relationships were non-significant. I therefore removed 

the non-significant interactions between extraversion and autonomy and extraversion 

and time pressure. When this model was analyzed, the model explained 30% of the 

variance in self-leadership with chi-square of 803.059 and 484 degrees of freedom 

giving the p-value of .000 (Figure 6.2). The CFI value was .901, suggesting that the 

model fit was marginally adequate. The RMSEA value for the model was .050, with the 

90% confidence interval ranging from .043 to .056 and the p-value for the test of 

closeness of fit equal to .537. This indicated that there is a 90% confidence that the true 

RMSEA value in the population will fall within the bounds of .043 and .056. Given that 

RMSEA value is equal to .05, the upper bound of the 90% interval is less than the cutoff 

value recommended by Hu and Bentler (1999), and the PCLOSE is more than .50, it 

was concluded that the model produced an adequate fit to the data (χ² = 803.06, df = 

484, CFI = .901, RMSEA = .050).  

 

With regard to the hypotheses, the findings from this study showed some support. 

Unfortunately, conscientiousness had to be removed from the model due to low 

reliability and therefore hypotheses regarding it were not tested. Nevertheless, 

extraversion was significantly positively related to self-leadership (β = .27, p < .01), 

supporting Hypothesis 1d. Hypothesis 2 was also supported as affective commitment 

was indeed positively related to self-leadership (β = .21, p < .05).  
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Figure 6.2 – Final Model for Self-Leadership 
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Hypothesis 3 proposed that job autonomy would moderate the relationships between 

extraversion and affective commitment and self-leadership. Autonomy was expected to 

amplify the relationships because individuals with high levels of autonomy would have 

the freedom to establish strategies to engage in self-leadership. However, the interaction 

terms did not emerge as significant for either the extraversion relationship with self-

leadership (β = –.01, ns) or the affective commitment relationship with self-leadership 

(β = –.13, ns). Thus, Hypothesis 3 was not supported. Similarly, although Hypothesis 4 

proposed an interaction between time pressure and both extraversion and affective 

commitment on self-leadership, neither interaction was significant (β = .13, ns; β = .13, 

ns; respectively). Therefore, Hypothesis 4 was also not supported.   

 

Finally, Hypothesis 5 proposed that a perceived stressful environment would affect the 

relationships between extraversion, affective commitment and self-leadership. The 

results indicate that there were indeed significant interactions found for the two 

individual characteristics; extraversion interacted with perceived stressful environment 

in its effect on self-leadership (β = –.24, p < .05) and affective commitment interacted 

with perceived stressful environment in its effect on self-leadership (β = –.37, p < .000). 

Moreover, these interactions were in the direction specified, namely that in highly 

stressful environments, the relationships between extraversion or affective commitment 

and self-leadership would be diminished. Therefore, Hypotheses 5b and 5c were 

supported.  
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Figure 6.3 – Interaction Effect of Extraversion and Perceived Stressful 

Environments on Self-Leadership 

 

 

The interaction between extraversion and stressful environments that was plotted in 

Figure 6.3 revealed that individuals who were in stressful environments were not much 

influenced by their personality traits to engage in self-leadership. Individuals who are 

most likely to practice self-leadership are those who are highly extrovert with low 

stressful environments. This graph shows that the moderating effect is in the 

hypothesized direction, such that stressful environments negatively moderates the 

relationship between extraversion and self-leadership; meaning that high stressful 

environments make extroverts practice less self-leadership strategies compared to when 

stressful environments are low.   
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Figure 6.4 – Interaction Effect of Affective Commitment and Perceived 

Stressful Environments on Self-Leadership 

 

 

Similarly, Figure 6.4 shows that the second moderating effect is also in the 

hypothesized direction, such that perceived stressful environments negatively moderate 

the relationship between affective commitment and self-leadership. This means that 

individuals with high affective commitment in a highly stressful environment tend to 

perform fewer self-leadership strategies compared to when they are in a low stress 

environment. Those people with high levels of affective commitment were more likely 

to perform self-leadership strategies only when they are under low stress situations. 
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6.2 GENERAL DISCUSSION  

The results from this study provided support for the main effect relationships between 

extraversion and affective commitment on self-leadership. Those who were more 

extraverted and more attached to the organization were more likely to engage in self-

leadership strategies. This was the case regardless of the level of job autonomy or time 

pressure that they engaged in, contrary to my hypotheses. However, these relationships 

only existed under low stress situations: under high stress situations, extraversion and 

affective commitment were not related to the use of self-leadership strategies. 

 

The results of this study are informative on several important issues. First, although 

stressful environment was the only moderator that showed significant results, they were 

consistent with the initial expectations of this study. It appears that personality traits 

such as extraversion provided unique prediction of self-leadership. Similarly, the 

interaction between extraversion and stressful environments revealed that individuals 

who are under high stress situations were not much influenced by their personality traits 

to engage in self-leadership. Therefore, individuals who are most likely to practice self-

leadership are those who are highly extroverted in low stress situations. In addition, it 

also appears that affective commitment predicted self-leadership. Moreover, the 

interaction between perceived stressful environments and affective commitment 

provided unique prediction of self-leadership. Although the unique relations of 

personality traits and self-leadership have been examined, this is the first test that has 

added affective commitment as an attitudinal variable.  
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The findings suggest that the practice of self-leadership strategies is more complex than 

has been acknowledged. The strengths of this study include the use of a longitudinal 

design and the use of structural equation modeling (which can test various paths 

simultaneously) to test the predicted model. This study highlights the importance of 

affective commitment as an important determinant of self-leadership behaviors. 

Moreover, the results provide evidence that there is a need for greater appreciation of 

personality traits such as conscientiousness and extraversion as being useful and valid 

predictors of self-leadership behaviors.  

 

The previous sample from Study 1 used university students from Australia, whereas this 

study used academics from public universities in Malaysia. Although the samples for 

this study are different to each other, the results from this study contribute to the body 

of knowledge by providing strong and necessary empirical evidence of construct 

validity. Therefore, this study serves as a first attempt to both gather information 

concerning the functioning of self-leadership across two different cultures in academic 

settings. Future research should recruit samples from different backgrounds so that the 

different aspects could be further understood.  
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CHAPTER 7 

DISCUSSION 

7.1 OVERVIEW 

Self-leadership offers potential benefits to organizations and society in the form of 

developing human capital that enables employees to work smarter. Therefore, the study 

of self-leadership is significant so that more knowledge can be gained. Although the 

research evidence is clear in terms of the positive outcomes of self-leadership on 

productivity (Frayne & Geringer 2000), quality of work-life (Cohen, Lei & Ledford Jr 

1997), self-efficacy (Prussia, Anderson & Manz 1998), job satisfaction (Neck & Manz 

1996), and absenteeism (Frayne & Latham 1987), little is known about the natural 

tendencies of individuals and the effects of situational constraints in a work setting. 

Hence, the purpose of this study was to contribute to the self-leadership literature by 

examining an attitudinal variable (i.e., affective commitment) and personality traits (i.e., 

conscientiousness, extraversion, emotional stability, and openness to experience) as 

antecedents of self-leadership and testing the moderating effects of job autonomy, time 

pressure, and perceived stressful environments.  

 

The study had four overall objectives: 1) to investigate the relationship between 

individual’s personality traits and self-leadership; 2) to investigate the relationship 

between an attitudinal variable (affective commitment) and self-leadership; 3) to 

investigate whether situational factors moderate this relationship between individual 

characteristics and self-leadership; and 4) to address some methodological limitations of 

previous research by designing a longitudinal study with two waves of data collection. 

The hypotheses were tested using established survey measures distributed to a 
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representative sample of students from an Australian university and academics from 

three Malaysian public universities. In this chapter, a brief summary of the overall 

results will be provided before discussing the findings of each objective. Next, the 

theoretical implications and practical implications will be discussed, followed by 

contributions of this study with a discussion of some limitations.  

 

7.1.1 Summary of the Results 

The first objective of this study was to investigate the relationship between individual 

differences in personality and self-leadership by using a longitudinal study to assess 

whether these relations hold over time. Four hypotheses were proposed: a positive 

relationship between conscientiousness and self-leadership (H1a); a positive 

relationship between emotional stability and self-leadership (H1b); a positive 

relationship between openness to experience and self-leadership (H1c); and a positive 

relationship between extraversion and self-leadership (H1d).  

 

Hypotheses 1a, and 1d were supported, Hypothesis 1c received partial support, but there 

was no support for Hypothesis 1b. The results from Study 1 indicated that 

conscientiousness was significantly related to self-leadership, whereas the relationship 

between emotional stability and self-leadership was not supported. There was evidence 

of a relationship between conscientiousness and self-leadership at Time two, but not for 

openness to experience. From Study 2, the personality trait of extraversion was also 

associated with self-leadership, supporting Hypothesis 1d.  
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The second objective was to investigate and assess the effect of the attitudinal variable 

of affective commitment on self-leadership. In line with the hypotheses, it was found 

that affective commitment was significantly associated with self-leadership behavior 

(Hypothesis 2). Before discussing the findings for the first and second objectives in 

detail, I will summarize briefly the overall results for the rest of the objectives in this 

study.  

 

The third objective of this study was to investigate whether situational characteristics 

moderated the relationship between individual traits and self-leadership. Based on the 

theoretical reasoning of situational strength, Hypothesis 3was proposed; stating the 

relationships between conscientiousness (H3a), extraversion (H3b), and affective 

commitment (H3c) with self-leadership were higher for higher levels of autonomy and 

lower for lower levels of autonomy. Hypotheses 3b and 3c were not supported; whereas 

Hypothesis 3a had to be excluded from the analysis due to poor construct reliability. 

The findings indicated that job autonomy did not have a moderating effect on the 

relationship between individual traits and self-leadership. Similarly, although 

Hypothesis 4 suggested that the relationships between conscientiousness (H4a), 

extraversion (H4b), and affective commitment (H4c) with self-leadership would be 

weaker for high time pressure and stronger for low time pressure, these results were not 

found. Thus, there was no evidence for the moderating effects of time pressure on the 

relationships between individual characteristics and self-leadership. Finally, the 

moderation results revealed evidence for the moderating role of perceived stressful 

environments. In support of Hypothesis 5, perceived stressful environments had an 

effect on self-leadership, such that those who are highly extraverted and those with high 
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affective commitment tend to perform less self-leadership when they have high levels of 

perceived stress at work compared to those who had a less stressful environment. 

 

The fourth objective of this study was to address some methodological limitations of 

previous studies by examining the interaction effect between individual and situational 

variables on self-leadership in a longitudinal study with two waves of data collection. 

Accomplishing this objective compensates for the potential problems of the self-report 

method effects. This will be further discussed after theoretical contributions have been 

reviewed in the study contributions.   

 

These results help to advance the self-leadership literature by including an attitudinal 

variable that has not been examined before and demonstrating that affective 

commitment was related to self-leadership. This finding also extends the nomological 

network for affective commitment to include self-leadership strategies. The inclusion of 

moderators (job autonomy, time pressure, and stressful environment) also contributes to 

the current literature. Specific findings and implications for research, theory, and future 

directions are discussed below. Then, the limitations of this study are presented after the 

discussion of the findings, followed by a conclusion.  

 

7.2 INDIVIDUAL AND ATTITUDINAL ANTECEDENTS OF SELF-

LEADERSHIP 

The significant relationships between conscientiousness, extraversion, and affective 

commitment with self-leadership are consistent with the hypotheses of this study. 
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Conscientiousness exhibited a strong, positive relationship with self-leadership in study 

1 (Hypothesis 1a: Study 1). This indicates that conscientious individuals are more likely 

to be motivated and committed to achieving their goals so that they can perform better 

(Barrick, Mount & Strauss 1993). Similarly, extraversion also exhibited a strong, 

positive relationship with self-leadership (Hypothesis 1d: Study 2). It is possible that 

highly extroverted people feel energized to engage in self-leadership behaviors because 

of their assertiveness and ambitiousness that inspires them to achieve their goals. This 

study demonstrated that certain individuals’ traits were significantly related to self-

leadership behavior. Earlier work by Houghton et al. (2004) provided some evidence for 

a relationship between conscientiousness and extraversion with self-leadership 

behaviors. However, this study contributes to the body of knowledge in relation to the 

longitudinal design and investigating whether the relationships between individual 

differences and self-leadership hold over time. The results indicated that there were 

indeed a main effect relationships between individual differences and self-leadership in 

which these relationships hold over time.  

 

The current study contributed to Houghton et al.’s (2004) work by demonstrating that 

attitudinal variables, such as affective commitment, were significantly related to self-

leadership (Hypothesis 2). This is further evidence that when individuals have positive 

attitudes at work, they are likely to practice self-leadership to improve their 

performance because they feel that the organization in which they are working is their 

own (Meyer & Allen 1991). When employees are highly committed to staying with 

their organizations, they do their best to make it thrive. It is possible that individuals 

with high levels of affective commitment develop a helping behavior (Shaw, Delery & 

Abdulla 2003) to achieve the shared goals. This is because when they are committed to 
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staying in their organization, they contribute to their organization to achieve the 

organization’s objectives. Thus, engaging in self-leadership is a behavioral response to 

the inducements from psychological attachment of affective commitment. This is based 

on Organ’s (1990) theory that affective commitment is an antecedent of organizational 

citizenship behavior (OCB). This is relevant to this study because OCB is an extra-role 

behavior (Carmeli 2005; Smith, Organ & Near 1983), which is similar to self-leadership 

behavior. This finding builds on organizational commitment literature that suggests that 

an attitudinal variable, especially affective commitment can be used to predict self-

leadership behavior validly. In particular, this study provides evidence that affective 

commitment is related to self-leadership behavior. Attempts by managers to increase 

affective commitment of employees in organizations may also pay dividends in 

increasing their tendency to engage in self-leadership behaviors. This means that 

affective commitment holds promise for becoming a basis on the determination of self-

leaders among employees in the organization so that selection decisions can be made for 

intervention for those who are not self-leaders. Further research into other attitudinal 

variables (job satisfaction and job involvement) can potentially help determine 

individuals who are self-leaders for intervention decisions.  

 

The results provided mixed support for Hypothesis 1c, which predicted that individuals 

who are open to experiences at work are likely to practice self-leadership to improve 

their skills. However, in this study, the result was found to be significant only at time 

one, but not at time two. It is not clear why this would be the case, although from 

previous research, openness to experience displayed inconsistent results (Judge, Heller 

& Mount 2002). It is possible that as openness to experience explains continuous 

learning, individuals who are open to experience tend to take proactive action to learn 
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skills, such as self-leadership, as a new experience. Considering that openness to 

experience is a stable personality trait, it is possible that when the individuals have 

fulfilled their quest to learn new skills, they move on to the next “new” set of skills. 

However, their use of self-leadership strategies will still operate at a certain level.  

 

The results did not provide evidence for a relationship between emotional stability and 

self-leadership (Hypothesis 1b). However, the fact that emotional stability was not 

significantly related to self-leadership was not surprising given the previous evidence 

that emotional stability was significantly related only to the natural reward strategies 

dimension (Houghton et al. 2004). Perhaps self-leadership is much more about 

cognitions and behaviors and less reliant on control over emotions. Therefore, the trait 

of emotional stability would not affect an individual’s self-leadership behavior if they 

were already highly conscientious and, highly assertive or ambitious.  

 

Given the call for more research on the characteristics of individuals who are self-

leaders, it is surprising that there is little research on the natural tendencies of 

individuals at work as opposed to examining self-leadership after training intervention, 

as Stewart, Carson, and Cardy (1996) studied. Indeed, Houghton et al. (2004) examined 

the relationship between self-leadership and personality, and they demonstrated that 

self-leadership dimensions are related to conscientiousness and extraversion, but not to 

emotional stability. The similarity between Houghton et al.’s (2004) findings and the 

findings of this study suggest a strong degree of robustness in the relationships. While 

Houghton et al. (2004) could have been criticized for using cross-sectional self-report 
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data, this study adds to the literature by confirming these relationships with minimal 

common method bias.  

 

In addition, the results of this study add to the emerging research, which indicates that 

personality traits (conscientiousness, extraversion, and openness to experience) and 

attitudinal variables, such as affective commitment, can be used as valid predictors of 

self-leadership behavior. Recognizing that the relationships between individual traits, 

situational characteristics, and self-leadership are complex, future research should 

consider integrating potential moderators and mediators of these relationships. For 

example, to understand the relationships between individual predisposition and self-

leadership as a tool of motivational mechanism better, researchers could develop a more 

sophisticated moderated mediational model that begins with individuals’ natural 

tendencies and progresses through the intermediate link of self-leadership as 

motivational behavior to work outcomes, such as performance and productivity, or to 

employee well-being. 

 

7.3 SITUATIONAL FACTORS AS MODERATORS  

Another aspect of the hypotheses that was supported was the interaction between 

extraversion, affective commitment and stressful environments to predict self-

leadership. Previous research has demonstrated that a stressful environment has a 

negative relationship with job performance (Kakkos & Trivellas 2011), yet this study 

looked at a different angle by showing that the levels of stressful situation experienced 

in general at work attenuate the otherwise positive relationships between individual 
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characteristics (i.e., extraversion and affective commitment) and self-leadership 

behaviors.  

 

This result is important because self-leadership can be viewed as a motivating factor to 

perform effectively. Therefore, if a stressful environment weakens the positive 

relationship between individual traits and self-leadership, it is possible that individuals 

would be less motivated to perform effectively. Yet, further work is needed because this 

is an initial attempt to investigate situational characteristics and attitudinal variables 

with self-leadership. In particular, scholars may benefit by analyzing the integration of 

situational factors as moderators and self-leadership as a motivational mechanism 

towards performance. It is possible that self-leadership would link individual traits to 

performance in a moderated mediation model. One advantage of this study is that it is a 

longitudinal research that examines self-leadership behavior over time. Hence, future 

longitudinal work on this topic is needed in order to assess the stability of self-

leadership behavior over time.  

 

7.3.1 Job Autonomy 

A moderation result from this study revealed no evidence for the significant effect of 

job autonomy on the relationships between individual traits and self-leadership. The 

lack of a significant interaction effect of job autonomy indicated that the extent of 

control or discretion that individuals had over their jobs (Diefendorff, Richard & 

Gosserand 2006) did not impact the relationship between individual traits and self-

leadership. The results suggest that extraversion and affective commitment, which 

exhibited strong, positive relationship with self-leadership, are not affected by the level 
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of autonomy. At first, this result was a surprise because the theoretical support and 

previous studies have showed that job autonomy moderates the effects of personality on 

performance (Barrick & Mount 1993; Diefendorff, Richard & Gosserand 2006). 

However, it is possible that those who are highly extroverted are not likely to be 

influenced by the levels of autonomy due to their assertiveness and optimistic nature. 

The rationale behind this is that being optimistic would be a driving force for 

individuals to accomplish what they want, even if they are constrained to act.  

 

In a similar vein, it is also possible that self-leadership is more influenced by affective 

commitment because these individuals would go beyond the call of duty (Ganesan & 

Weitz 1996) to achieve their organization’s goals. Finally, the results of this study 

indicated that autonomy was positively related to self-leadership. Since the respondents 

for this study are academics who have a relatively high degree of autonomy, it is 

possible that the direct effect of autonomy is actually due to their occupational status.  

 

7.3.2 Time Pressure 

The results of the moderated SEM demonstrated no evidence for the interaction of time 

pressure with either extraversion or affective commitment on self-leadership. This may 

suggest that individuals who are extroverts, described as being assertive, ambitious, and 

optimistic, would practice self-leadership when they experience time pressure due to 

their workload. As Zweig and Webster (2004a) suggested, extraversion may be related 

to individuals’ positive affect and cognitions. For example, in their study, Tan and 

colleagues (2003) found no significant interactions of busy periods with extraversion. 

Because the underlying traits of the extraversion dimension are sensation-seeking and 



136 
 

venturesome (Tan et al. 2003), instead of finding time pressure to be challenging, they 

may find it engaging. This is because the display of positive emotions by extroverts may 

make them less susceptible to the time pressure and thus, may make them want to 

practice self-leadership.  

 

Similarly, individuals who have a high level of affective commitment are likely to share 

their organizations’ goals (Meyer, Becker & Vandenberghe 2004) and thus would go 

beyond the call of duty (Ganesan & Weitz 1996) for their organizations. Therefore, they 

may view time pressure as an urgency to help their organizations achieve their goals. In 

conclusion, people vary according to how they perceive time pressure and how they act 

upon it. Future research should investigate self-leadership as a motivational mechanism 

that links individual traits and performance with situational factors as moderators to see 

if individuals with the traits of extraversion and affective commitment are still able to 

adapt to the effects of working conditions and able to perform their task successfully.   

 

7.3.3 Stressful Environment 

The moderation result for stressful situation with affective commitment revealed that it 

is consistent with the hypothesis. The finding in this study demonstrates that situational 

factor such as stressful environments, can make a difference in the way individuals 

behave. The results indicate that a stressful environment moderates the antecedent effect 

of affective commitment on self-leadership behavior. Although those people who were 

highly committed to stay in their organizations would try their best to work as 

effectively as they can, when they experienced stress, the effect takes its toll on them.  
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In addition to the moderation result of perceived stress with affective commitment, 

consistent with the hypothesis, stressful environment interacted negatively with 

extraversion to predict self-leadership. Individuals who are most likely to practice self-

leadership are extroverts under low stressful situation. The result demonstrates that with 

high levels of stressful environment, extroverts tend to engage in less self-leadership 

behaviors, compared with when the level of stressful environment is low. This might be 

due to the self-regulation aspects of self-leadership. It is possible that extraverted people 

tend to view the world and other people in a favorable way (Williams 1997); hence, 

when they are overwhelmed by stress, they might adjust themselves to the situation that 

decreases self-leadership behavior.  

 

The result for stressful environment interacting with affective commitment points to the 

influence of perceived stressful environment on work attitudes, whereas the result for 

stressful environment interacting with extraversion points to the influence of perceived 

stressful environment on particular personality traits. In this study, both interactions 

resulted in a negative outcome; that is, employees tend to practice less self-leadership 

behaviors when they perceive a very stressful situation. This result demonstrated that 

stressful work weaken individuals’ ability to evaluate problems, set goals, and 

implement possible courses of action; thus reducing their propensity to engage in self-

leadership. Therefore, the greater the extent to which individuals feel that they are 

working under a very stressful situation at their workplace, the less self-leadership 

behavior is influenced by their individual characteristics. If it is the case that very 

stressful environments influence individuals with positive attributes, other individuals 

with negative attributes, such as neuroticism, might react more severely when they are 

working under a very stressful environment. It would be no surprise if those people with 



138 
 

negative attributes tend to be demotivated at work and less productive, leading to 

depression and other health problems (Park 2007).  

 

During stressful situations, the role of self-leadership is important to help people face 

the challenges at work. Therefore, future research should consider self-leadership 

interventions as a means of coping to address potential problems (Unsworth & Mason 

2012) before they become too challenging to cope with. Otherwise, stress may 

eventually lead to a high amount of sick pay, lost productivity, and stress-related 

lawsuits (Lovelace, Manz & Alves 2007; Macklin, Smith & Dollard 2006; Park 2007). 

For example, Unsworth and Mason (2012) found that self-leadership training offers a 

preventive approach to stress. In their study, self-leadership training was found to 

reduce strain through the increase of self-efficacy and positive affect (Unsworth & 

Mason 2012). This is similar with Houghton and colleagues’ (2012) model of emotional 

intelligence, self-leadership, and stress coping; in which self-leadership and emotional 

intelligence are proposed to facilitate stress coping through positive affect and self-

efficacy. This is because the use of self-leadership may help individuals cope with stress 

by helping them to effectively manage their stressors and proactively solve problems in 

a stressful situations (Houghton et al. 2012). This approach is better in preventing future 

stressors and strains rather than forcing an attitudinal change in dealing with 

challenging situations (Neck, Smith & Godwin 1997).   

 

In conclusion, two moderated relationships were found in this study providing evidence 

that a perceived stressful environment had a significant moderated relationship with 

extraversion and affective commitment in predicting self-leadership. As for Study 1, the 
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relationship between emotional stability and self-leadership was not supported, whereas 

the relationships with the other two personality traits (i.e., conscientiousness and 

openness to experience) were supported. As discussed in the results section, future 

research is needed to investigate the mediational role of self-leadership as a 

motivational mechanism that links individual differences and performance as well as 

employee well-being.  

 

7.4 STUDY CONTRIBUTIONS  

This study provides important contributions both theoretically and empirically. First, 

this study focused on the personality antecedents of self-leadership to understand the 

characteristics of individuals who are self-leaders. This study answered the call from 

Stewart, Courtright and Manz (2011) for more research at the individual level to 

investigate the characteristics of individuals who are self-leaders. Despite the 

differences of self-leadership behavior across cultures, this study has shed some light on 

the relation between self-leadership and individual characteristics. For example, this 

study has found that individuals who are highly conscientious, extroverts and open to 

experience are more likely to practice self-leadership.  

 

Second, previous studies have not address the possibility that an attitudinal variable 

(affective commitment) would likely predict self-leadership. Thus, this thesis makes a 

unique contribution to prior research by examining affective commitment as an 

attitudinal variable that predicts self-leadership. It is possible that affective commitment 

influences by increasing helping behavior, but people with higher levels of affective 

commitment also tend to achieve their organization’s goals, which they view as shared 
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goals. Given the benefit of affective commitment as an antecedent of self-leadership and 

the importance of this kind of attitude to organizations, this study provides an important 

contribution to the body of knowledge on self-leadership. By showing that affective 

commitment is a potential antecedent of self-leadership, this study has provided 

valuable information to scholars and practitioners interested in the characteristics of 

individuals who are self-leaders.  

 

The third contribution is that this study adds to the developing self-leadership literature 

by enhancing the knowledge of the relationship between individual traits and self-

leadership under different situational characteristics. This study reveals that the higher 

the level of stress in the environment, the weaker the effect of their characteristics on 

self-leadership behavior. Work context is a phenomenon most likely caused by a variety 

of different situations. However, most scholars have examined the consequences of self-

leadership, but not by looking at the ways in which situational factors (job autonomy, 

time pressure, and stressful environment) interact with individual differences. 

Evaluating the interaction between individual traits and situational characteristics in a 

work context could help potentially by filling an important gap in the literature.  

 

The fourth contribution of the study is that it addressed some of the methodological 

limitations of previous studies. By utilizing the structural equation modeling (SEM) 

techniques, and applying rigorous procedures, this study has addressed some of the 

modeling limitations of previous research (e.g., using regression techniques) by 

estimating the models and removing measurement error simultaneously. In addition, 

this is a lagged study with two waves of data collection for both Study One and Study 
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Two. Because most previous studies were cross-sectional in nature, common method 

bias could not be addressed. The main benefit of this design was the ability to create 

separation between the collection of independent variables and dependent variables, 

which in theory, should decrease the bias.  

 

The fifth contribution is that this study compares self-leadership behavior in two 

culturally different samples comprised of individuals from university settings. Although 

a number of studies have been conducted on self-leadership behavior, most of it has 

been done on samples of people in a Western culture. Because most of these 

respondents were from an individualist culture, potential benefits to the collectivist 

population in other Asian countries apart from China (Georgianna 2007; Ho & Nesbit 

2009; Neubert & Wu 2006) could not be evaluated. As suggested by Alves and 

colleagues (2006), different cultural orientations might influence the practice of self-

leadership. Therefore, the ability to extend previous findings on self-leadership to other 

Asian populations with collectivist cultures could provide a number of potential 

implications. This study allows for generalization of the previous research to be 

extended beyond the samples of an individualist and collectivist culture other than 

China.  

 

In addition, an empirical contribution of this study is based on the fact that this study 

addressed some of the methodological limitations of previous studies. By examining the 

proposed relationships in a lagged setting with two waves, this study provided a 

rigorous test that may contribute in terms of methodology and statistical analyses. In 

addition, this study uncovered the problem of mixed-worded scales that may be due to 
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substantive differences in the religious belief systems underlying Eastern versus 

Western cultures (Wong, Rindfleisch & Burroughs 2003). Some psychometricians like 

Schriesheim and Eisenbach (1995) have suggested that researchers administer scales 

that employ items in the same direction. Iwata, Saito and Roberts (1994) found that 

responses to positive items were mostly inconsistent with negative items. Based on their 

findings, they suggested that the confounding response style might apply to the Asian 

groups (Iwata, Saito & Roberts 1994). This kind of problem cannot be solved by 

translation, but by using only the negatively worded items so that such discrepancies 

can be reduced (Iwata, Saito & Roberts 1994; Iwata, Roberts & Kawakami 1995). This 

discovery also contributes towards the advancement of knowledge about cultural 

differences in terms of using mixed-worded scales. To overcome this problem in future 

studies, researchers could build upon findings from this study and investigate other 

mixed-worded statements if they hold true for other Asian populations as well.  

 

In addition, I found that the self-leadership construct was perceived differently in the 

Malaysian context. In particular, the self-reward, self-cueing and self-talk subscales and 

two of the natural rewards items did not load onto the higher-order factor; and this 

structure was replicated six months later. This differs from the original model 

(Houghton & Neck 2002) and from other studies which have used the scale in Western 

cultures (Unsworth & Mason 2012). The replication of the structure at both time points 

provides some evidence that this alternative structure is a valid representation of the 

way in which the scale is perceived in Malaysia. Culturally, the construct of self-reward, 

self-talk and self-cueing was problematic and did not uniformly generalize to a 

Malaysian context. For example, Neubert and Wu (2006) found that only goal-setting, 

visualizing successful performance, self-talk, self-reward, and self-punishment fit with 
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the model. In addition, Ho and Nesbit (2009) modified the original 35-item self-

leadership scale to 38-item RSLQ with three subscales newly developed. Then, Ho and 

colleagues (2012) examined the measurement invariance of the MSLQ (Modified 

RSLQ) between Chinese and Australian samples and found that configural, metric and 

partial scalar invariance were established across Chinese and Western cultures. It would 

therefore be useful to examine the psychometric properties and construct validity of the 

self-leadership questionnaire in another context. 

 

7.5 THEORETICAL AND PRACTICAL IMPLICATIONS 

The findings of this study have several implications for both theory and practice. 

Because most of the relationships were examined based in the absence of literature, this 

study contributes to the theoretical knowledge by filling the gap and finding some 

support for the theoretical rationale. Taken together with previous relevant research, the 

results of this study help to fill important gaps in both self-leadership and situational 

strength literature. It is important that this gap be filled because of the need to 

understand better the conditions under which individual traits and work attitudes will 

most strongly predict self-leadership. The results of this study therefore can be used to 

establish a foundation for additional studies regarding the impact of situational factors 

on the relationship between individual traits, attitudes and self-leadership. In addition, 

the complex interaction between individual traits and situational characteristics in 

predicting self-leadership behavior also provides some practical implications.  
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7.5.1 Theoretical Implications  

This study aimed to enhance understanding of the antecedents of self-leadership 

behavior. First, this study responds to Neck and Houghton’s (2006) and Stewart, 

Courtright, and Manz’s (2011) calls for more research on the characteristics of 

individuals who are self-leaders. Despite its importance, these antecedents have 

received little attention in the self-leadership literature. The results of this research have 

two major implications for the theory. One theoretical contribution of this study is that 

the relationships between personality traits and self-leadership were supported, apart 

from emotional stability. These findings may serve as confirmation to the previous 

studies (Houghton et al. 2004; Stewart, Carson & Cardy 1996). As stressful 

environment in this study has been shown to attenuate the effects of individual 

characteristics on self-leadership behavior, it has made an important contribution to the 

body of knowledge. Although others have looked at direct effects and outcomes of self-

leadership, this study is the first to examine interaction effects between individual 

characteristics and situational factors on self-leadership.  

 

More importantly, this study contributes to the theoretical development by providing 

preliminary evidence of affective commitment as an attitudinal variable to predict self-

leadership. Individuals with high levels of affective commitment have positive views of 

their organizations and therefore engage in self-leadership behaviors to help their 

organization reach its goals, vision and mission. These individuals may view the 

flexibility in their career to balance their work-life as an important inducement provided 

by their organizations. Future research could examine organizational culture, group 

norms and trust in management as possible predictors of self-leadership. Additional 
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research can be advanced to examine the lasting effects of affective commitment on 

self-leadership behavior.  

 

Individuals who are natural self-leaders likely exist at workplaces, yet this topic has 

been largely neglected in the literature. Self-leadership is clearly a type of desirable 

work behavior, and it is well established that self-leadership has positive effects on 

productivity (Frayne & Geringer 2000), quality of work-life (Cohen, Lei & Ledford Jr 

1997), self-efficacy (Prussia, Anderson & Manz 1998), job satisfaction (Neck & Manz 

1996), and absenteeism (Frayne & Latham 1987). Knowing what we now know, when 

individuals effectively self-lead, employers do not need to monitor their employees’ 

behaviors as closely. Yet, as noted earlier, little attention has been paid to understanding 

the natural tendencies of individuals who are self-leaders.  

 

However, there is a pressing question about the combination of personality traits that 

make an individual a self-leader. This is because usually a person would have a set of 

traits, not just one. For example, an individual might have a combination of traits, such 

as conscientiousness, extraversion, and openness to experience; but at the same time, 

that person might also be low in emotional stability and agreeableness. Therefore, what 

combination of individuals’ traits, attitudes, and work conditions would predict self-

leadership? With this combination of personality traits within a person, future research 

should focus on predicting the types of self-leadership behaviors in which they intend to 

engage.  
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The second theoretical implication, and perhaps most important, was the result that 

stressful environment interacted negatively with extraversion and affective commitment 

to predict self-leadership. The moderating effects of stressful environment on the 

relationships between individual variables and self-leadership were in the hypothesized 

direction, providing some evidence for the theoretical foundation. To the best of my 

knowledge, this interaction has never been examined before. The effect that individual 

traits depend on stressful environment but not on autonomy or time pressure is 

important for understanding the conditions under which individual characteristics will 

affect self-leadership behavior. This corresponds with an explanation that the interaction 

effect may not be expected unless the constraints are severe enough (Peters et al. 1982) 

to have an impact on a person’s behavior. However, studies on person-situation 

concluded that different settings have different impacts on behavior (Kenrick & Funder 

1988). Thus, future research should investigate other situational factors (such as 

perceived organizational support or hostile versus peaceful workplace) that can widen 

our understanding about the effects of the situation on self-leadership. Future research 

should consider self-leadership interventions using a longitudinal design with a longer 

time frame.  

 

 7.5.2 Practical Implications  

This study also provides a number of implications for practice. The first implication is 

related to the fact that the relationship between personality traits (except emotional 

stability) and self-leadership was supported in this study. Thus, it is important for 

employers to understand an individual’s traits that influence positive work behaviors, 

such as self-leadership. This is because as antecedents of self-leadership, 

conscientiousness, extraversion, and affective commitment provide unique information 
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about how to encourage self-leadership behavior. Increasing the challenges of multi-

tasking, job demands, and work-life balance in today’s work environment is a signal 

that self-leadership strategies would be beneficial for employees.  

 

An important point to consider for practical implications is that affective commitment is 

influenced by management and affected by organizational changes such as trust in 

management or value congruence (Fredman & Doughney 2012). Hence, this is 

something that the top management could control other than selection. When 

organizations treat employees with respect (Van Dyne & Ang 1998) and consider them 

as important asset to the organizations, some employees will have high commitment to 

their organizations and thus they will engage in self-leadership. Hence, organizations 

should pay particular attention to the attitudes of their employees. Alternatively, they 

may want to give more flexibility (Van Dyne & Ang 1998) for employees to balance 

their work and life and to ensure that employees have access to adequate resource, 

services and opportunities. These practices enable organizations to demonstrate their 

recognition of self-leadership behavior. In addition, the willingness to practice self-

leadership may be determined by organizational norms (Tan et al. 2003) rather than by 

personal attitudes. If organizations are concerned about their employees’ overall quality 

of work life, they should review the policy on employee well-being, take action to 

prevent and eliminate organizational injustice. In addition, organizations should 

consider giving their employees more flexibility for career development so that 

employees have freedom to determine their own pathway. When employees feel that 

they are treated well by their organizations, it is expected that their attitudes to be more 

positive and hence may increase their propensity to practice self-leadership as a 
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contribution to their organizations. This study provides unique insights that have 

potential relevance to other contexts when self-leadership would be practiced.  

 

The second implication is the impact that a situational variable has on the relationship 

between individual differences and self-leadership. Because people who are working 

under a very stressful environment were not much influenced by their individual 

characteristics to practice self-leadership, organizations may implement specific 

programs or policies aimed at managing employees’ work-related stress. Therefore, 

organizations need to give attention not only to their employees’ natural tendencies that 

are likely to influence self-leadership behaviors, but also to work conditions that give 

impact on their tendency to practice self-leadership. Examples of ways to increase the 

likelihood for employees to engage in self-leadership include reducing unreasonable 

expectations on employees and rearranging working hours to allow them more 

flexibility to utilize self-leadership skills. In addition, King and colleagues (2007) 

suggested that organizations may be able to relieve the negative consequences of stress 

by maintaining a conducive environment, which could also be implemented to improve 

employees’ perception toward work-related stress; which in turn would encourage self-

leadership behavior.  

 

One way to attract organizations’ attention is to demonstrate that employees who 

practice self-leadership behave in a manner that is aligned to the organizations’ goals. 

This research helps to identify individuals who are self-leaders and in what conditions 

they tend to practice self-leadership best and what conditions limit their self-leadership 

behaviors. Given that situational constraints, such as low job autonomy and time 
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pressure, did not have an effect on those self-leaders demonstrates that self-leadership 

could influence the extent to which they want to perform to gain organizational 

effectiveness. Although the results of this study need to be validated further, the 

findings showed that self-leaders could deal effectively with challenging situations at 

their workplace. However, this study demonstrated that, regardless of their personality 

traits or attitudes, individuals who were working under a very stressful environment 

were less likely to practice self-leadership, which suggests that employers should work 

to establish an organizational culture that employs a policy towards employee well-

being. Moreover, the implications of stress, such as lost productivity, health care 

expenses, litigation costs, and turnover replacement costs, can be extremely detrimental 

for the organization, not to mention the loss of human capital due to stress related 

illness.  

 

The final practical implication relates to the practical steps that can be done by 

organizations to encourage self-leadership behavior among employees. Unsworth and 

Mason’s (2012) study suggested that self-leadership can help those who experience 

stress to reduce their stress levels; hence facilitating them to recover more easily and 

quickly. However, although self-leadership helps individuals to deal with stress, 

unfortunately stressful event tends to disrupt and attenuate self-leadership processes.  

This current study significantly improves practical knowledge by illustrating to 

organizational decision makers that allowing more room for employees to practice self-

leadership behaviors is clearly in the organization’s best interests. Future research 

should link between individual traits with employee well-being and performance 

outcomes through self-leadership with situational moderators.  
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Practically, the findings of this current study suggest that if organizations want their 

employees to practice self-leadership, then they should promote flexible working 

conditions to reduce stressful environment. The results of this current study suggest that 

the positive effects of extraversion and affective commitment on self-leadership depend 

on individuals’ perceptions on their working environment; whether it is a stressful one 

or not. Few studies have examined individual and situational characteristics antecedents 

of self-leadership behavior simultaneously, and this current study suggests that both 

factors play a unique role in predicting self-leadership. Therefore, organizations should 

resist the temptation to put a heavier work burden on the shoulders of their employees 

because doing so may decrease their propensity to practice self-leadership.  

 

Based on respondents’ comments and suggestions, the following steps might be taken to 

increase individuals’ propensity to practice self-leadership: (1) organizations should 

encourage their employees to engage in self-leadership behaviors by allowing more 

room for them to practice. This can be done by providing a conducive environment for 

employees that may help facilitate their intentions to practice self-leadership so as to be 

productive in their work; (2) organizations should reduce unreasonable expectations on 

their employees to reduce stressful environment; (3) organizations interested in 

improving self-leadership behavior among their employees should ensure that existing 

constraints are not so severe (Peters et al. 1982) as to reduce employee intention to 

practice self-leadership; and (4) management interventions, such as self-leadership 

training, could be beneficial to individuals who are not self-leaders.  
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7.6 LIMITATIONS AND SUGGESTIONS FOR FUTURE RESEARCH  

Several limitations were associated with this thesis. First, the sample used for this 

research and the generalizability of the results. It should be noted that the sampling was 

from the university setting and thus, the sample should not be assumed to be 

representative of the larger Malaysian or Australian population. For Study One, the 

sample was students from an Australian university, whereas for Study Two, the sample 

was academics from three different groups of public universities in Malaysia. Therefore, 

it should be noted that these two groups of samples sharply contrast with each other. 

Whether the findings of this study apply to individual in other settings or other types of 

employees, such as managers, blue collar workers, and support staff, must be 

investigated by future research. Thus, additional research is needed to examine if the 

relationships hold in other occupations, organizations, industries, cultures, and socio-

economic status.  

 

The second limitation of this study deals with the measure of self-leadership that was 

employed, the RSLQ (Houghton & Neck 2002), and its factor structure. Three 

dimensions comprise RSLQ, yet it is possible that the results for the construct of self-

leadership in this study are limited due to the unidimensional nature of the measure that 

was employed. However, the model trimming procedures were effective in establishing 

an acceptable self-leadership measurement model, considering the recently developed 

self-leadership scale (Houghton, Dawley & DiLiello 2012) that provides a 9-item global 

measure of self-leadership. The third limitation of this study pertains to social 

desirability, which suggests that people might respond to the survey items in ways that 

would present themselves favorably, resulting in response distortion. When response 

distortion is high, convergent validity was affected (Robson, Jones & Abraham 2007). 
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Therefore, the conscientiousness measurement did not work in Study 2 due to poor 

psychometric properties. The fourth limitation of this study is that the respondents for 

Study Two (although required by their respective universities to be fluent in English 

language) might not have understood some of the questionnaire items exactly as the 

native English speakers would have. If the meaning was misunderstood, their responses 

would not reflect their typical patterns of behavior. Thus, future research should 

determine whether the results found in this study generalize across language and 

culture.  

 

Another limitation is the use of self-report data. Although the risk of common method 

bias has been lessened by distributing the surveys at different points in time, there is a 

possibility that the results which are all based on self-report may have inflated the 

relationships. As for the interaction effects, they are less likely to be explained by 

common method bias than linear relationships. Nevertheless, the use of observer ratings 

of personality in future studies could help avoid possible self-presentation bias 

associated with self-reports. In addition, due to the limits (data for other personality 

traits were not collected in Study 2), future research should consider testing all of the 

personality traits and their interactions with situational factors to explore the role of 

strong aspects of situation.  

 

Although there are some possible limitations to this study, such as the variability of 

situational strength across organizations, across positions in the same organizations 

(Meyer, Dalal & Bonaccio 2009), and potentially across time and circumstances within 

the same position (for example, constraints may be reduced as years of experience 
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increase), these are minimized by (1) conducting surveys at two time points; and (2) 

conducting surveys on people within the same occupational group (i.e. academics). 

Finally, this study did not examine the relationship between self-leadership and 

performance with respect to achievement; which should be a priority for future research.  

 

7.7 CONCLUSION 

The present study provides a number of theoretical contributions to the existing body of 

knowledge on self-leadership. This study drew on a number of theories to propose the 

hypothesized relationships between individual traits and self-leadership, and the 

moderating role of situational variables. The results indicated that individual 

characteristics (i.e., conscientiousness, extraversion, and affective commitment) do 

indeed predict self-leadership. In addition, this study highlights the importance of 

positive attitude (affective commitment) in predicting self-leadership behavior. The 

findings suggest that practitioners who plan to create training interventions should 

consider individual differences.  

 

Another contribution of this study is the empirical support for the hypothesis stating that 

the situational factor of a stressful environment moderates the relationships between 

individual characteristics (i.e., extraversion and affective commitment) and self-

leadership, leading to several theoretical and practical implications. This study reveals 

that stressful environment weakened the role of personality and attitudes on self-

leadership. This study employed a rigorous validation technique using SEM to validate 

the scales used. Therefore, this study provided empirical evidence to how well the 

scales measure self-leadership behaviors in the Malaysian context.  
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In conclusion, the results of this study demonstrated that individuals with personality 

traits, such as conscientiousness and extraversion tend to engage in self-leadership 

behaviors. In addition, employees with a positive attitude, namely affective 

commitment, also tend to engage in self-leadership. Finally, one situational 

characteristic (stressful environment) moderated the relationships between individual 

traits and self-leadership behaviors. These findings indicated that employees who are 

working under a stressful environment could become less motivated to engage in self-

leadership behaviors. Future research should seek to integrate the approach of theorizing 

mediating and moderating effects and investigate self-leadership as a motivational 

mechanism for employees to achieve their goals and their organizations’ effectiveness. 

In addition, future research could also consider self-leadership as both a motivational 

and behavioral approach towards performance, in addition to the focus on work context. 
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Pre-Training Self-Leadership Questionnaire 

Description 

This is a questionnaire about self-leadership skills and various aspects of your work and 
personal lives. It is concerned with the behaviours you display in different situations, and 
your feelings about the job that you do and your life in general.  

Participation 

Your participation will involve completing a questionnaire, which should take about 10 to 15 
minutes of your time. As this research investigates the relationship between self-leadership 
skills and academic performance, we have asked you to provide your student number so that 
your survey responses can be linked with your assessment grades for this course after they 
are released at the end of semester. This will be done by a member of the research team 
who is not involved in the administration of this course. Furthermore, assessment markers 
will be unaware of your participation in this survey or any responses you provide herein. All 
comments and responses will be treated anonymously, and any identifying information will 
be removed from the dataset before analysis. 

Expected benefits 

The aggregated information collected from the completed questionnaires will help us to identify 
the key correlates of self-leadership behaviours. You will receive a report detailing your 
responses to sections of the questionnaire, which will be used to inform a number of exercises in 
the Positive Self-Leadership program you are invited to participate in. The questionnaire will also 
provide us with baseline data to evaluate the effectiveness of Positive Self-Leadership training. 
Furthermore, as the aggregated questionnaire data will be used to inform research conducted 
by researchers at QUT, the results may be published at conferences and in academic 
journals.  

Risks 

There are minimal risks associated with your participation in this project. However, should you 
wish to, you can contact QUT Counselling Service on 3138 2383.  

Confidentiality 

All responses you provide will be confidential. Your anonymity is assured in the publication of 
any results arising from this questionnaire. 

Voluntary participation 

Your participation in this questionnaire is voluntary. If you do agree to participate, you can 
withdraw from participation at any time without comment or penalty. Your decision to participate 
will in no way impact upon your current or future relationship with QUT (e.g. your grades). 

Questions / further information 

Please contact either Dr Unsworth (k.unsworth@qut.edu.au; 3138 5081), Dr Mason 
(cm.mason@qut.edu.au; 3138 1238) or Dr Amanda Gudmundsson 
(a.gudmundsson@qut.edu.au; 3138 5095) if you require further information about the project, or 
to have any questions answered. 

Concerns / complaints 

Please contact the Research Ethics Officer on 3138 2340 or ethicscontact@qut.edu.au if you 
have any concerns or complaints about the ethical conduct of the project. 

Feedback 

If you choose to participate in the Positive Self-Leadership program, you will receive 
feedback on your responses to the questionnaire. 

mailto:k.unsworth@qut.edu.au
mailto:cm.mason@qut.edu.au
mailto:a.gudmundsson@qut.edu.au
mailto:ethicscontact@qut.edu.au
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If you would like to participate in the Positive Self-Leadership program, please write your email 
address below. We can assure you that your email address will be used only to send you information 
relating to Positive Self-Leadership training, including a copy of your personal profile. Only the 
researchers on this project will have access to your email address reported on your survey. The 
choice to provide your email address is entirely voluntary. 

 
 

 

 

If you would like to receive information on the overall outcomes of the project, please let us know and 
we can send you an overall report at the conclusion of the project. 

Consent 

The return of the completed questionnaire is accepted as an indication of your consent to participate in this 
project. 

Thank you for your time in completing this questionnaire. 

 
 

 

Background Information 
1This first section of the questionnaire provides some background about you that allows us to draw meaningful 
interpretations from the other measures in this questionnaire. We ask you to create a personal ID code, so that 
we can track changes in your profile over time. We also ask you to provide your student number so that we can 
match your questionnaire responses with your assessment grades. However, your responses will be de-
identified before analysis and will remain confidential.  
 

1.  Your personal ID code: First 3 letters of your mother’s first name ______ 
 

 
The day of the month of your birthday ______  
(for example, if you are born on the 30

th
 day of the month, your answer will be 30) 

2.  Your student number: 
 

________________ 

3.  Gender: 
 1□ Male      2□ Female 

4.  Age: 
 

____ years 

5.  How many siblings (brothers and sisters) do you 
have? 
 

____ 

6.  What is your birth order? 
 1□ Firstborn child         2□ Secondborn child   

3□ Thirdborn child        4□ Laterborn child 

 
7.  How long (in years) have you been in paid employment (either full-time or part-

time)?  
 

_____ 

8.  On what basis are you currently 
employed? 
 

1□ Full-time        2□ Part-time        

3□ Casual      4□ Unemployed 

 

9.  Are you self-
employed? 1□ Yes      2□ No 

   

 

My email address is: ______________________________________ 
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Self-Leadership Skills 
 

This measure assesses the extent to which you practice self-leadership behaviours.  
 
A. Read each of the following items carefully and try to decide how true the 

statement is in describing you. 

  
1.  I use imagination to picture myself performing well on important tasks ………….. 1 2 3 4 5 
2.  I establish specific goals for my own performance ………………………………..... 1 2 3 4 5 
3.  Sometimes I find I'm talking to myself (out loud or in my head) to help me deal with 

difficult problems I face .………………………………………………………….. 
 
1 2 3 4 5 

4.  When I do an assignment especially well, I like to treat myself to some thing or activity I 
especially enjoy ………………………………………………………………. 

 
1 2 3 4 5 

5.  I think about my own beliefs and assumptions whenever I encounter a difficult situation 
………………………………………………………………………………..... 

 
1 2 3 4 5 

6.  I tend to get down on myself in my mind when I have performed poorly ………… 1 2 3 4 5 
7.  I make a point to keep track of how well I’m doing at work or in my studies …….. 1 2 3 4 5 
8.  I focus my thinking on the pleasant rather than the unpleasant aspects of my job or 

study activities………………………………………………………………………… 
 
1 2 3 4 5 

9.  I use written notes to remind myself of what I need to accomplish………………... 1 2 3 4 5 
10.  I visualise myself successfully performing a task before I do it…………………….. 1 2 3 4 5 
11.  I consciously have goals in mind for my work or study efforts …………………….. 1 2 3 4 5 
12.  Sometimes I talk to myself (out loud or in my head) to work through difficult situations 

………………………………………………………………………………… 
 
1 2 3 4 5 

13.  When I do something well, I reward myself with a special event such as a good dinner, 
movie, shopping trip, etc. ……………………………………………………... 

 
1 2 3 4 5 

14.  I try to mentally evaluate the accuracy of my own beliefs about situations I am having 
problems with …………………………………………………………………… 

 
1 2 3 4 5 

15.  I tend to be tough on myself in my thinking when I have not done well on a task . 1 2 3 4 5 
16.  I usually am aware of how well I’m doing as I perform an activity ………………… 1 2 3 4 5 
17.  I try to surround myself with objects and people that bring out my desirable behaviours 

………………………………………………………………………………. 
 
1 2 3 4 5 

18.  I use concrete reminders (e.g., notes and lists) to help me focus on things that I need to 
accomplish …………………………………………………………………….. 

 
1 2 3 4 5 

19.  Sometimes I picture in my mind a successful performance before I actually do a task 
……………………………………………………………………………………….. 

 
1 2 3 4 5 

20.  I work toward specific goals I have set for myself …………………………………... 1 2 3 4 5 
21.  When I’m in difficult situations I will sometimes talk to myself (out loud or in my head) to 

help me get through it ……………………………………………………….. 
 
1 2 3 4 5 

22.  When I have successfully completed a task, I often reward myself with something that I 
like …………………………………………………………………………………. 

 
1 2 3 4 5 

23.  I openly articulate and evaluate my own assumptions when I have a disagreement with 
someone else ……………………………………………………………………… 

 
1 2 3 4 5 

24.  I feel guilt when I perform a task poorly ……………………………………………… 1 2 3 4 5 
25.  I pay attention to how well I’m doing in my work or studies………………………… 1 2 3 4 5 
26.  When I have a choice, I try to do my own work in ways that I enjoy rather than just trying 

to get it over with ………………………………………………………………… 
 
1 2 3 4 5 

27.  I purposely visualize myself overcoming the challenges I face ……………………. 1 2 3 4 5 
28.  I think about the goals that I intend to achieve in the future ……………………….. 1 2 3 4 5 
29.  I think about and evaluate the beliefs and assumptions I hold ……………………. 1 2 3 4 5 
30.  I sometimes openly express displeasure with myself when I have not done well . 1 2 3 4 5 
31.  I keep track of my progress on projects that I’m working on ………………………. 1 2 3 4 5 
32.  I seek out activities in my work that I enjoy doing …………………………………… 1 2 3 4 5 
33.  I often mentally rehearse the way I plan to deal with a challenge before I actually face 

the challenge ………………………………………………………………………. 
 
1 2 3 4 5 

34.  I write specific goals for my own performance ………………………………………. 1 2 3 4 5 
35.  I find my own favourite ways to get things done …………………………………….. 1 2 3 4 5 
   
   

N
ot at all 

accurate

C
om

pletely 

accurate
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Work-Related Measures 
This section of the questionnaire contains questions about your job. If you have multiple jobs, please respond with 
reference to your main job (i.e. the job you spend most your time doing). If you do not engage in paid work, please 
respond with reference to your study commitments as your job. 

 
B. How confident would you feel carrying out each of the ten tasks listed 

below? 

 N/A 
36.  Analysing a long-term problem to find a solution …………………………………… 1 2 3 4    5      O 
37.  Representing your work area in meetings with senior management …………….. 1 2 3 4    5      O 
38.  Designing new procedures for your work area ……………………………………… 1 2 3 4    5      O 
39.  Making suggestions about ways to improve the working of your section ………... 1 2 3 4    5      O 
40.  Contributing to discussions about the company’s strategy ………………………... 1 2 3 4    5      O 
41.  Writing a proposal to spend money in your work area …………………………….. 1 2 3 4    5      O 
42.  Helping set targets/goals in your work area ………………………………………… 1 2 3 4    5      O 
43.  Contacting people outside the company (e.g. suppliers, customers) to discuss 

problems ………………………………………………………………………………… 1 2 3 4    5      O 
44.  Presenting information to a group of colleagues …………………………………… 1 2 3 4    5      O 
45.  Visiting people from other departments to suggest doing things differently ……... 1 2 3 4    5      O 
 
 
C. The following section consists of a number of words that describe 

different feelings and emotions. Read each of them and then indicate to 
what extent you have felt this way at work during the last week. 

  
46.  Active …………………………………………………………………………………….. 1 2 3 4 5 
47.  Distressed .………………………………………………………………………………. 1 2 3 4 5 
48.  Elated …………………………………………………………………………………….. 1 2 3 4 5 
49.  Fearful ……………………………………………………………………………………. 1 2 3 4 5 
50.  Enthusiastic ……………………………………………………………………………… 1 2 3 4 5 
51.  Hostile ……………………………………………………………………………………. 1 2 3 4 5 
52.  Excited …………………………………………………………………………………… 1 2 3 4 5 
 

  
53.  Jittery …………………………………………………………………………………….. 1 2 3 4 5 
54.  Peppy …………………………………………………………………………………….. 1 2 3 4 5 
55.  Nervous ………………………………………………………………………………….. 1 2 3 4 5 
56.  Strong ……………………………………………………………………………………. 1 2 3 4 5 
57.  Scornful ………………………………………………………………………………….. 1 2 3 4 5 

 
 
D. Please indicate the extent to which you have proposed changes to 

the various aspects of your work listed below. 

 

 

 N/A 
58.  Products or services that you provide ……………………………………………… 1 2 3 4    5      O 
59.  Ways of organising your work ………………………………………………………. 1 2 3 4    5      O 
60.  Work goals and objectives …………………………………………………………... 1 2 3 4    5      O 
61.  Work procedures ……………………………………………………………………… 1 2 3 4    5      O 
62.  The environment in which you work ………………………………………………… 1 2 3 4    5      O 
63.  Other aspects of your work ………………………………………………………….. 1 2 3 4    5      O 

 
 
Can you please provide a description of the sort of changes you have suggested: 
 
 

 

 

N
ot at all 

confident

Very 

confident

Very slightly 

or not at all

Very m
uch

Very slightly 

or not at all

Very m
uch

Not at all

A great deal
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E. To what extent have these suggestions been implemented? 

  N/A 
64.  Products or services that you provide ……………………………………………… 1 2 3 4    5      O 
65.  Ways of organising your work ………………………………………………………. 1 2 3 4    5      O 
66.  Work goals and objectives …………………………………………………………... 1 2 3 4    5      O 
67.  Work procedures ……………………………………………………………………… 1 2 3 4    5      O 
68.  The environment in which you work ………………………………………………… 1 2 3 4    5      O 
69.  Other aspects of your work ………………………………………………………….. 1 2 3 4    5      O 

 
 
 
F. Please rate the extent to which you agree with the following 

statements? 
  N/A 

70.  The work I do is very important to me …………………………………………… 1   2   3   4   5   6   7      O 
71.  I have significant autonomy in determining how I do my job ………………….. 1   2   3   4   5   6   7      O 
72.  My impact on what happens in my work area is large …………………………. 1   2   3   4   5   6   7      O 
73.  My job activities are personally meaningful to me ……………………………… 1   2   3   4   5   6   7      O 
74.  I can decide on my own how to go about doing my work ……………………... 1   2   3   4   5   6   7      O 
75.  I have a great deal of control over what happens in my work area ………….. 1   2   3   4   5   6   7      O 
76.  The work I do is meaningful to me ……………………………………………….. 1   2   3   4   5   6   7      O 
77.  I have considerable opportunity for independence and freedom in how I do my 

job ……………………………………………………………………………….. 1   2   3   4   5   6   7      O 
78.  I have significant influence over what happens in my department …………… 1   2   3   4   5   6   7      O 
 
 
G. The line below represents the level of work effort that you could give to your job. Zero represents no 

effort and 100 represents your peak effort. Peak effort is the amount of effort you can give to your job 
over a long period of time without becoming physically or emotionally exhausted or burnt out. Please 
place three marks along the line below to show the following: 

79.  Place a cross [X] at the point along this line that represents what you believe is the level of effort that your 
immediate manager/supervisor expects you to contribute most of the time. 

80.  Now place a circle [O] at the point along this line to show how low you believe that your work effort would 
need to be before you would be in danger of being fired from your present job. 

81.  Now place a square [□] at the point along this line to show your actual level of effort – the level you believe 
that you typically work at in your present job. 
 

 0                 10               20                30                40                50                60               70                 80               90               100 

            

            

                 No                     Peak 
              Effort                   Effort 
 
 
 
 
H. These questions are concerned with your approach to your work.  

  
82.  I prefer to do things that I can do well rather than things that I do poorly …………... 1 2 3 4 5 
83.  I’m happiest at work when I perform tasks on which I know that I won’t make any errors 

……………………………………………………………………………………….. 
 
1 2 3 4 5 

84.  I feel smart when I do something without making any mistakes …………………….. 1 2 3 4 5 
85.  The opportunity to do challenging work is important to me …………………………... 1 2 3 4 5 
86.  I prefer to work on tasks that force me to learn new things …………………………... 1 2 3 4 5 
87.  The opportunity to learn new things is important to me ………………………………. 1 2 3 4 5 
 
 

  

   

 
 

Not at all

A great deal

Strongly 

disagree

Strongly 

agree

Strongly 

disagree

Strongly 

agree
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General Measures 
In this section of the questionnaire, please respond to each question by commenting on your life in general. 

 
 
I. To what extent do you agree with the following statements? 

  
88.  I will be able to achieve most of the goals that I have set for myself ……………...... 1 2 3 4 5 
89.  When facing difficult tasks, I am certain that I will accomplish them ………………… 1 2 3 4 5 
90.  In general, I think that I can obtain outcomes that are important to me …………….. 1 2 3 4 5 
91.  I believe that I can succeed at almost any endeavour to which I set my mind …….. 1 2 3 4 5 
92.  I will be able to successfully overcome many challenges …………………………….. 1 2 3 4 5 
93.  I am confident that I can perform effectively on many tasks very well ………………. 1 2 3 4 5 
94.  Compared to other people, I can do most tasks very well ………………………….... 1 2 3 4 5 
95.  Even when things are tough, I can perform quite well ………………………………… 1 2 3 4 5 

 
 

J. Indicate the extent to which you agree with each of the following items. 
Please be as accurate and honest as you can, and to try not to let your 
answer to one question influence your answers to other questions. 
Remember, there are no correct or incorrect answers.   

96.  In uncertain times, I usually expect the best ………………………………………....... 1 2 3 4 5 
97.  It's easy for me to relax …………………………………………………………………… 1 2 3 4 5 
98.  If something can go wrong for me, it will ……………………………………………...... 1 2 3 4 5 
99.  I'm always optimistic about my future …………………………………………………… 1 2 3 4 5 
100.  I enjoy my friends a lot ……………………………………………………………………. 1 2 3 4 5 
101.  It's important for me to be kept busy ……………………………………………………. 1 2 3 4 5 
102.  I hardly ever expect things to go my way ………………………………………………. 1 2 3 4 5 
103.  I don’t get upset too easily ……………………………………………………………….. 1 2 3 4 5 
104.  I rarely count on good things happening to me ………………………………………... 1 2 3 4 5 
105.  Overall, I expect more good things to happen to me than bad ………………………. 1 2 3 4 5 
 
 
K. How strongly do you agree or disagree with these statements about 

yourself: 

  
106.  When I make plans, I am almost certain that I can make them work ………………. 1 2 3 4 5 
107.  Getting people to do the right thing depends upon ability, luck has little or nothing to do 

with it ………………………………………………………………………………... 
 
1 2 3 4 5 

108.  What happens to me is my own doing …………………………………………………. 1 2 3 4 5 
109.  Many of the unhappy things in people’s lives are partly due to bad luck …………... 1 2 3 4 5 
110.  Getting a good job depends mainly on being in the right place at the right time ….. 1 2 3 4 5 
111.  Many times I feel that I have little influence over the things that happen to me …… 1 2 3 4 5 
 
 
L. To what extent do the following statements describe you? 

  
112.  I am not easily bothered by things ……………………………………………………… 1 2 3 4 5 
113. I I seldom feel blue ………………………………………………………………………… 1 2 3 4 5 
114.  I am relaxed most of the time …………………………………………………………… 1 2 3 4 5 
115.  I get stressed out easily …………………………………………………………………. 1 2 3 4 5 
116.  I have frequent mood swings …………………………………………………………… 1 2 3 4 5 
117.  I often feel blue …………………………………………………………………………… 1 2 3 4 5 
118.  I am not interested in abstract ideas……………………………………………………. 1 2 3 4 5 
119.  I am quick to understand things ………………………………………………………… 1 2 3 4 5 
120.  I avoid reading difficult material ………………………………………………………… 1 2 3 4 5 
121.  I carry the conversation to a higher level ………………………………………………. 1 2 3 4 5 
122.  I have a rich vocabulary …………………………………………………………………. 1 2 3 4 5 
123.  I do things in a half-way manner ………………………………………………………... 1 2 3 4 5 
124.  I get chores done the right way …………………………………………………………. 1 2 3 4 5 
125.  I like order …………………………………………………………………………………. 1 2 3 4 5 
126.  I make plans and stick to them …………………………………………………………. 1 2 3 4 5 
127.  I pay attention to details …………………………………………………………………. 1 2 3 4 5 

Strongly 

disagree

Strongly 

agree

Strongly 

disagree

Strongly 

agree

Strongly 

disagree

Strongly 

agree

Not at all

A great deal
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M. Have you recently: 
 

 
128.  Been able to concentrate on what you're doing ……………………………………. 1     2      3      4  
129.  Felt that you are playing a useful part in things …………………………………….. 1     2      3      4  
130.  Felt capable of making decisions about things ……………………………………... 1     2      3      4 
131.  Been able to enjoy your normal day-to-day activities ……………………………… 1     2      3      4 
132.  Been able to face up to your problems ……………………………………………… 1     2      3      4 
133.  Been feeling reasonably happy, all things considered …………………………….. 1     2      3      4 
 
 
 
 
 
N. What about the following? Have you recently: 
 

 
134.  Lost much sleep over worry …………………………………………………………… 1     2      3      4  
135.  Felt constantly under strain ……………………………………………………………. 1     2      3      4 
136.  Felt that you couldn't overcome your difficulties …………………………………….. 1     2      3      4 
137.  Been feeling unhappy and depressed ……………………………………………….. 1     2      3      4 
138.  Been losing confidence in yourself …………………………………………………… 1     2      3      4 
139.  Been thinking of yourself as a worthless person ……………………………………. 1     2      3      4 
 
O. Finally, please rate the extent to which you agree with the following 

statements about the Positive Self-Leadership program: 

  
140.  I believe that my personal and professional effectiveness will be improved as a result 

of my participation in this program……………………………………………….. 
 
1 2 3 4 5 

141.  I am confident that I will develop into a better self-leader as a result of this 
program…………………………………………………………………………………….. 

 
1 2 3 4 5 

 
 

 
Thank you for participating in this survey. 
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APPENDIX B 
 

POST-TRAINING SELF-LEADERSHIP 
QUESTIONNAIRE 
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Post-Training Self-Leadership Questionnaire 
 

Description 

This is a questionnaire about self-leadership skills and various aspects of your work and 
personal lives. It is concerned with the behaviours you display in different situations and your 
feelings about the job that you do and your life in general.  

Participation 

Your participation will involve completing a questionnaire, which should take about 10 to 15 
minutes of your time. As this research investigates the relationship between self-leadership 
skills and academic performance, we have asked you to provide your student number so that 
your survey responses can be linked with your assessment grades for this course after they 
are released at the end of semester. This will be done by a member of the research team 
who is not involved in the administration of this course. Furthermore, assessment markers 
will be unaware of your participation in this survey or any responses you provide herein. All 
comments and responses will be treated anonymously, and any identifying information will 
be removed from the dataset before analysis. 

Expected benefits 

The aggregated information collected from the completed questionnaires will help us to identify 
the key correlates of self-leadership behaviours. You will receive a personal report 
demonstrating change in a number of areas measured when you first completed the self-
leadership questionnaire compared to now. The questionnaire will also provide us with post-
training data to evaluate the effectiveness of the Positive Self-Leadership program we have just 
trialled. Furthermore, as the aggregated questionnaire data will be used to inform research 
conducted by researchers at QUT, the results may be published at conferences and in 
academic journals.  

Risks 

There are minimal risks associated with your participation in this project. However, should you 
wish to, you can contact QUT Counselling Service on 3864 2383.  

Confidentiality 

All responses you provide will be confidential. Your anonymity is assured in the publication of 
any results arising from this questionnaire. 

Voluntary participation 

Your participation in this questionnaire is voluntary. If you do agree to participate, you can 
withdraw from participation at any time without comment or penalty. Your decision to participate 
will in no way impact upon your current or future relationship with QUT (e.g. your grades). 

Questions / further information 

Please contact either Dr Unsworth (k.unsworth@qut.edu.au; 3864 5081), Dr Mason 
(cm.mason@qut.edu.au; 3864 1238) or Dr Amanda Gudmundsson 
(a.gudmundsson@qut.edu.au; 3138 5095) if you require further information about the project, or 
to have any questions answered. 

Concerns / complaints 

Please contact the Research Ethics Officer on 3864 2340 or ethicscontact@qut.edu.au if you 
have any concerns or complaints about the ethical conduct of the project. 

 

mailto:k.unsworth@qut.edu.au
mailto:cm.mason@qut.edu.au
mailto:a.gudmundsson@qut.edu.au
mailto:ethicscontact@qut.edu.au
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Feedback 

So that we can send you a profile detailing how your results on the survey measures have changed 
since when you first completed the survey, please write your email address below. We can assure you 
that your email address will be used only to send you a copy of your personal profile, and only the 
researchers on this project will have access to your email address reported on your survey. The 
choice to provide your email address is entirely voluntary.  

 
 
 

 

 
Consent 

The return of the completed questionnaire is accepted as an indication of your consent to 
participate in this project. 

Thank you for your time in completing this questionnaire. 

 
 

 

Background Information 
This first section of the questionnaire provides some background about you that allows us to draw 
meaningful interpretations from the other measures in this questionnaire. We ask you to create a 
personal ID code, so that we can track changes in your profile over time. We also ask you to provide 
your student number so that we can match your questionnaire responses with your assessment 
grades. However, your responses will be de-identified before analysis and will remain confidential.  
 
1.  Your personal ID code: First 3 letters of your mother’s first name ______ 
 

 
The day of the month of your birthday ______  
(for example, if you are born on the 30

th
 day of the month, your answer will be 30) 

2.  Your student number: 
 

________________ 

3.  Gender: 
 1□ Male      2□ Female 

4.  Age: 
 

____ years 

5.  How many siblings (brothers and sisters) do you 
have? 
 

____ 

6.  What is your birth order? 
 1□ Firstborn child         2□ Secondborn child   

3□ Thirdborn child        4□ Laterborn child 

 
7.  How long (in years) have you been in paid employment (either full-time or part-

time)?  
 

_____ 

8.  On what basis are you currently 
employed? 
 

1□ Full-time        2□ Part-time        

3□ Casual      4□ Unemployed 

 
9.  Are you self-

employed?  
 

1□ Yes      2□ No 

 

 

My email address is: ______________________________________ 
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Self-Leadership Skills 
 

This measure assesses the extent to which you practice self-leadership behaviours.  
 

 
A. Read each of the following items carefully and try to decide how true the 

statement is in describing you. 

  
1.  I use imagination to picture myself performing well on important tasks ………….. 1 2 3 4 5 
2.  I establish specific goals for my own performance ………………………………..... 1 2 3 4 5 
3.  Sometimes I find I'm talking to myself (out loud or in my head) to help me deal with 

difficult problems I face .………………………………………………………….. 
 
1 2 3 4 5 

4.  When I do an assignment especially well, I like to treat myself to some thing or activity 
I especially enjoy ………………………………………………………………. 

 
1 2 3 4 5 

5.  I think about my own beliefs and assumptions whenever I encounter a difficult situation 
………………………………………………………………………………..... 

 
1 2 3 4 5 

6.  I tend to get down on myself in my mind when I have performed poorly ………… 1 2 3 4 5 
7.  I make a point to keep track of how well I’m doing at work or in my studies …….. 1 2 3 4 5 
8.  I focus my thinking on the pleasant rather than the unpleasant aspects of my job or 

study activities………………………………………………………………………… 
 
1 2 3 4 5 

9.  I use written notes to remind myself of what I need to accomplish………………... 1 2 3 4 5 
10.  I visualise myself successfully performing a task before I do it…………………….. 1 2 3 4 5 
11.  I consciously have goals in mind for my work or study efforts …………………….. 1 2 3 4 5 
12.  Sometimes I talk to myself (out loud or in my head) to work through difficult situations 

………………………………………………………………………………… 
 
1 2 3 4 5 

13.  When I do something well, I reward myself with a special event such as a good dinner, 
movie, shopping trip, etc. ……………………………………………………... 

 
1 2 3 4 5 

14.  I try to mentally evaluate the accuracy of my own beliefs about situations I am having 
problems with …………………………………………………………………… 

 
1 2 3 4 5 

15.  I tend to be tough on myself in my thinking when I have not done well on a task. 1 2 3 4 5 
16.  I usually am aware of how well I’m doing as I perform an activity ………………… 1 2 3 4 5 
17.  I try to surround myself with objects and people that bring out my desirable behaviours 

………………………………………………………………………………. 
 
1 2 3 4 5 

18.  I use concrete reminders (e.g., notes and lists) to help me focus on things that I need 
to accomplish …………………………………………………………………….. 

 
1 2 3 4 5 

19.  Sometimes I picture in my mind a successful performance before I actually do a task 
……………………………………………………………………………………….. 

 
1 2 3 4 5 

20.  I work toward specific goals I have set for myself …………………………………... 1 2 3 4 5 
21.  When I’m in difficult situations I will sometimes talk to myself (out loud or in my head) 

to help me get through it ……………………………………………………….. 
 
1 2 3 4 5 

22.  When I have successfully completed a task, I often reward myself with something that I 
like …………………………………………………………………………………. 

 
1 2 3 4 5 

23.  I openly articulate and evaluate my own assumptions when I have a disagreement with 
someone else ……………………………………………………………………… 

 
1 2 3 4 5 

24.  I feel guilt when I perform a task poorly ……………………………………………… 1 2 3 4 5 
25.  I pay attention to how well I’m doing in my work or studies………………………… 1 2 3 4 5 
26.  When I have a choice, I try to do my own work in ways that I enjoy rather than just 

trying to get it over with ………………………………………………………………… 
 
1 2 3 4 5 

27.  I purposely visualize myself overcoming the challenges I face ……………………. 1 2 3 4 5 
28.  I think about the goals that I intend to achieve in the future ……………………….. 1 2 3 4 5 
29.  I think about and evaluate the beliefs and assumptions I hold ……………………. 1 2 3 4 5 
30.  I sometimes openly express displeasure with myself when I have not done well. 1 2 3 4 5 
31.  I keep track of my progress on projects that I’m working on ………………………. 1 2 3 4 5 
32.  I seek out activities in my work that I enjoy doing …………………………………… 1 2 3 4 5 
33.  I often mentally rehearse the way I plan to deal with a challenge before I actually face 

the challenge ………………………………………………………………………. 
 
1 2 3 4 5 

34.  I write specific goals for my own performance ………………………………………. 1 2 3 4 5 
35.  I find my own favourite ways to get things done …………………………………….. 1 2 3 4 5 
   

N
ot at all 

accurate

C
om

pletely 

accurate
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Work-Related Measures 
 

This section of the questionnaire contains questions about your job. If you have multiple jobs, please respond 
with reference to your main job (i.e. the job you spend most your time doing). If you do not engage in paid work, 
please respond with reference to your study commitments as your job. 

 
B. How confident would you feel carrying out each of the ten tasks listed 

below? 

 N/A 
36.  Analysing a long-term problem to find a solution …………………………………… 1 2 3 4    5      O 
37.  Representing your work area in meetings with senior management …………….. 1 2 3 4    5      O 
38.  Designing new procedures for your work area ……………………………………… 1 2 3 4    5      O 
39.  Making suggestions about ways to improve the working of your section ………... 1 2 3 4    5      O 
40.  Contributing to discussions about the company’s strategy ………………………... 1 2 3 4    5      O 
41.  Writing a proposal to spend money in your work area …………………………….. 1 2 3 4    5      O 
42.  Helping set targets/goals in your work area ………………………………………… 1 2 3 4    5      O 
43.  Contacting people outside the company (e.g. suppliers, customers) to discuss 

problems ………………………………………………………………………………… 1 2 3 4    5      O 
44.  Presenting information to a group of colleagues …………………………………… 1 2 3 4    5      O 
45.  Visiting people from other departments to suggest doing things differently ……... 1 2 3 4    5      O 
 
 
C. The following section consists of a number of words that describe 

different feelings and emotions. Read each of them and then indicate to 
what extent you have felt this way at work during the last week.   

46.  Active …………………………………………………………………………………….. 1 2 3 4 5 
47.  Distressed.………………………………………………………………………………. 1 2 3 4 5 
48.  Elated …………………………………………………………………………………….. 1 2 3 4 5 
49.  Fearful ……………………………………………………………………………………. 1 2 3 4 5 
50.  Enthusiastic ……………………………………………………………………………… 1 2 3 4 5 
51.  Hostile ……………………………………………………………………………………. 1 2 3 4 5 
52.  Excited …………………………………………………………………………………… 1 2 3 4 5 
53.  Jittery …………………………………………………………………………………….. 1 2 3 4 5 
54.  Peppy …………………………………………………………………………………….. 1 2 3 4 5 
55.  Nervous ………………………………………………………………………………….. 1 2 3 4 5 
56.  Strong ……………………………………………………………………………………. 1 2 3 4 5 
57.  Scornful ………………………………………………………………………………….. 1 2 3 4 5 
 
 
D. Please indicate the extent to which you have proposed changes to 

the various aspects of your work listed below. 

 

 

 N/A 
58.  Products or services that you provide ……………………………………………… 1 2 3 4    5      O 
59.  Ways of organising your work ………………………………………………………. 1 2 3 4    5      O 
60.  Work goals and objectives …………………………………………………………... 1 2 3 4    5      O 
61.  Work procedures ……………………………………………………………………… 1 2 3 4    5      O 
62.  The environment in which you work ………………………………………………… 1 2 3 4    5      O 
63.  Other aspects of your work ………………………………………………………….. 1 2 3 4    5      O 
 
 
 
Can you please provide a description of the sort of changes you have suggested: 
 
 

 

 

 

N
ot at all 

confident

Very 

confident

Very slightly 

or not at all

Very m
uch

Not at all

A great deal



193 
 

 
 
 
E. To what extent have these suggestions been implemented?   N/A 
64.  Products or services that you provide ……………………………………………… 1 2 3 4    5      O 
65.  Ways of organising your work ………………………………………………………. 1 2 3 4    5      O 
66.  Work goals and objectives …………………………………………………………... 1 2 3 4    5      O 
67.  Work procedures ……………………………………………………………………… 1 2 3 4    5      O 
68.  The environment in which you work ………………………………………………… 1 2 3 4    5      O 
69.  Other aspects of your work ………………………………………………………….. 1 2 3 4    5      O 

 
 
 
F. Please rate the extent to which you agree with the following 

statements?  N/A 
70.  The work I do is very important to me …………………………………………… 1   2   3   4   5   6   7      O 
71.  I have significant autonomy in determining how I do my job ………………….. 1   2   3   4   5   6   7      O 
72.  My impact on what happens in my work area is large …………………………. 1   2   3   4   5   6   7      O 
73.  My job activities are personally meaningful to me ……………………………… 1   2   3   4   5   6   7      O 
74.  I can decide on my own how to go about doing my work ……………………... 1   2   3   4   5   6   7      O 
75.  I have a great deal of control over what happens in my work area ………….. 1   2   3   4   5   6   7      O 
76.  The work I do is meaningful to me ……………………………………………….. 1   2   3   4   5   6   7      O 
77.  I have considerable opportunity for independence and freedom in how I do my 

job ……………………………………………………………………………….. 1   2   3   4   5   6   7      O 
78.  I have significant influence over what happens in my department …………… 1   2   3   4   5   6   7      O 
 

G. The line below represents the level of work effort that you could give to your job. Zero represents no 
effort and 100 represent your peak effort. Peak effort is the amount of effort you can give to your job 
over a long period of time without becoming physically or emotionally exhausted or burnt out. Please 
place three marks along the line below to show the following: 

 
79.  Place a cross [X] at the point along this line that represents what you believe is the level of effort that your 

immediate manager/supervisor expects you to contribute most of the time. 
80.  Now place a circle [O] at the point along this line to show how low you believe that your work effort would 

need to be before you would be in danger of being fired from your present job. 
81.  Now place a square [□] at the point along this line to show your actual level of effort – the level you believe 

that you typically work at in your present job. 
 

 0            10             20             30             40             50             60             70             80             90            100 

            

            

                 No           Peak 
              Effort                        Effort 
 

 

  
 

 

 
 
H. These questions are concerned with your approach to your work.  

  
82.  I prefer to do things that I can do well rather than things that I do poorly …………... 1 2 3 4 5 
83.  I’m happiest at work when I perform tasks on which I know that I won’t make any errors 

……………………………………………………………………………………….. 
 
1 2 3 4 5 

84.  I feel smart when I do something without making any mistakes …………………….. 1 2 3 4 5 
85.  The opportunity to do challenging work is important to me …………………………... 1 2 3 4 5 
86.  I prefer to work on tasks that force me to learn new things …………………………... 1 2 3 4 5 
87.  The opportunity to learn new things is important to me ………………………………. 1 2 3 4 5 
   

Not at all

A great deal

Strongly 

disagree

Strongly 

agree

Strongly 

disagree

Strongly 

agree
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General Measures 
In this section of the questionnaire, please respond to each question by commenting on your life in general. 

 
 
I. To what extent do you agree with the following statements? 

  
88.  I will be able to achieve most of the goals that I have set for myself ……………...... 1 2 3 4 5 
89.  When facing difficult tasks, I am certain that I will accomplish them ………………… 1 2 3 4 5 
90.  In general, I think that I can obtain outcomes that are important to me …………….. 1 2 3 4 5 
91.  I believe that I can succeed at almost any endeavour to which I set my mind …….. 1 2 3 4 5 
92.  I will be able to successfully overcome many challenges …………………………….. 1 2 3 4 5 
93.  I am confident that I can perform effectively on many tasks very well ………………. 1 2 3 4 5 
94.  Compared to other people, I can do most tasks very well ………………………….... 1 2 3 4 5 
95.  Even when things are tough, I can perform quite well ………………………………… 1 2 3 4 5 
 
 
J. Indicate the extent to which you agree with each of the following items. 

Please be as accurate and honest as you can, and to try not to let your 
answer to one question influence your answers to other questions. 
Remember, there are no correct or incorrect answers. 

   
96.  In uncertain times, I usually expect the best ………………………………………....... 1 2 3 4 5 
97.  It's easy for me to relax …………………………………………………………………… 1 2 3 4 5 
98.  If something can go wrong for me, it will ……………………………………………...... 1 2 3 4 5 
99.  I'm always optimistic about my future …………………………………………………… 1 2 3 4 5 
100.  I enjoy my friends a lot ……………………………………………………………………. 1 2 3 4 5 
101.  It's important for me to be kept busy ……………………………………………………. 1 2 3 4 5 
102.  I hardly ever expect things to go my way ………………………………………………. 1 2 3 4 5 
103.  I don’t get upset too easily ……………………………………………………………….. 1 2 3 4 5 
104.  I rarely count on good things happening to me ………………………………………... 1 2 3 4 5 
105.  Overall, I expect more good things to happen to me than bad ………………………. 1 2 3 4 5 
 
 
 
K. How strongly do you agree or disagree with these statements about 

yourself: 
   
106.  When I make plans, I am almost certain that I can make them work ………………. 1 2 3 4 5 
107.  Getting people to do the right thing depends upon ability, luck has little or nothing to do 

with it ………………………………………………………………………………... 
 
1 2 3 4 5 

108.  What happens to me is my own doing …………………………………………………. 1 2 3 4 5 
109.  Many of the unhappy things in people’s lives are partly due to bad luck …………... 1 2 3 4 5 
110.  Getting a good job depends mainly on being in the right place at the right time ….. 1 2 3 4 5 
111.  Many times I feel that I have little influence over the things that happen to me …… 1 2 3 4 5 
 
 
 
L. To what extent do the following statements describe you? 
   
112.  I am not easily bothered by things ……………………………………………………… 1 2 3 4 5 
113.  I seldom feel blue ………………………………………………………………………… 1 2 3 4 5 
114.  I am relaxed most of the time …………………………………………………………… 1 2 3 4 5 
115.  I get stressed out easily …………………………………………………………………. 1 2 3 4 5 
116.  I have frequent mood swings …………………………………………………………… 1 2 3 4 5 
117.  I often feel blue …………………………………………………………………………… 1 2 3 4 5 
118.  I am not interested in abstract ideas……………………………………………………. 1 2 3 4 5 
119.  I am quick to understand things ………………………………………………………… 1 2 3 4 5 
120.  I avoid reading difficult material ………………………………………………………… 1 2 3 4 5 
121.  I carry the conversation to a higher level ………………………………………………. 1 2 3 4 5 
122.  I have a rich vocabulary …………………………………………………………………. 1 2 3 4 5 
123.  I do things in a half-way manner ………………………………………………………... 1 2 3 4 5 

Strongly 

disagree

Strongly 

agree

Strongly 

disagree

Strongly 

agree

Strongly 

disagree

Strongly 

agree

Not at all

A great deal
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124.  I get chores done the right way …………………………………………………………. 1 2 3 4 5 
125.  I like order …………………………………………………………………………………. 1 2 3 4 5 
126.  I make plans and stick to them …………………………………………………………. 1 2 3 4 5 
127.  I pay attention to details …………………………………………………………………. 1 2 3 4 5 
 
 
 
 
 
M. Have you recently: 
 

 
128.  Been able to concentrate on what you're doing ……………………………………. 1     2      3      4  
129.  Felt that you are playing a useful part in things …………………………………….. 1     2      3      4  
130.  Felt capable of making decisions about things ……………………………………... 1     2      3      4 
131.  Been able to enjoy your normal day-to-day activities ……………………………… 1     2      3      4 
132.  Been able to face up to your problems ……………………………………………… 1     2      3      4 
133.  Been feeling reasonably happy, all things considered …………………………….. 1     2      3      4 
 
 
 
 
 
N. What about the following? Have you recently: 
 

 
134.  Lost much sleep over worry …………………………………………………………… 1     2      3      4  
135.  Felt constantly under strain ……………………………………………………………. 1     2      3      4 
136.  Felt that you couldn't overcome your difficulties …………………………………….. 1     2      3      4 
137.  Been feeling unhappy and depressed ……………………………………………….. 1     2      3      4 
138.  Been losing confidence in yourself …………………………………………………… 1     2      3      4 
139.  Been thinking of yourself as a worthless person ……………………………………. 1     2      3      4 
   
 
O. Finally, please rate the extent to which you agree with the following 

statements about the Positive Self-Leadership program: 

  
140.  I believe that my personal and professional effectiveness will be improved as a result 

of my participation in this program……………………………………………….. 
 
1 2 3 4 5 

141.  I am confident that I will develop into a better self-leader as a result of this 
program…………………………………………………………………………………….. 

 
1 2 3 4 5 

 
 
 

Comments 
The space below has been provided for you to make additional comments if you wish to do so.  
 

 

 

 

 

 

 

Thank you for participating in this survey. 
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APPENDIX C 
 

SELF-LEADERSHIP PRACTICES SURVEY  
AT TIME 1 
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Work Conditions, Characteristics and Self-Leadership Practices 
 
 
Dear colleague,  
 
We are seeking your assistance in an important study on how university instructors manage 
their work, and the conditions that support or interfere with that work. Your university has been 
selected as a potential contributor to participate in a research project being undertaken by 
Professor Steven McShane and Ms Sharifah Musairah Syed Mutalib from the University of 
Western Australia. This is the first of two surveys that we will send you over the next few 
months, in which the first one should only take about 20 minutes of your time whereas the 
second survey should only take about 10 minutes.  
 
Please be assured that the information you provide is strictly confidential.Your institution 
will not have access to the completed surveys or individual information. This survey has a 
unique identification number which allows the researchers to combine this information with the 
other survey in the next few months. To ensure confidentiality, only the research team has 
access to the identification list.  
 
Your participation in this study is completely voluntary. The completion and return of the 
enclosed questionnaire is taken to constitute your consent to participate in the study. 
Instructions for completing the survey questions are provided at appropriate points throughout 
the survey.  
 
Please complete ALL questions in the survey. Then return the completed survey directly to the 
researcher. After the completion of the research, identifying information such as your name or 
ID number will be destroyed and the data will be completely anonymous in the analyses and 
reports of the research. If the results from this study will be published, only aggregate results 
will be reported and individual responses will not identifiable.  
 
 
Thank you for your support in this project.  
 
 
Yours sincerely, 
 
 
Professor Steven McShane & Sharifah Musairah 
 
 
Should you have any questions relating to this study, you may address them to one of the 
investigators as the address below:  
 
 
SHARIFAH MUSAIRAH SYED MUTALIB 
PhD Candidate 
UWA Business School 
35 Stirling Highway, Crawley 6009 
Phone: +61 433 683 274 
Email: Sharifah@biz.uwa.edu.au  
Alternative email: steven.mcshane@uwa.edu.au 

 
 
The Human Research Ethics Committee at the University of Western Australia requires that all 
participants are informed that, if they have any complaint regarding the manner, in which a 
research project is conducted, it may be given to the researcher or, alternatively to the 
Secretary, Human Research Ethics Committee, Registrar’s Office, University of Western 
Australia, 35 Stirling Highway, Crawley, WA 6009 (telephone number 6488-3703). All study 
participants will be provided with a copy of the Information Sheet and Consent Form for their 
personal records. 
 

mailto:Sharifah@biz.uwa.edu.au
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Self-Leadership Practices Surveys 
 

Question 1 – Your Work Setting 
 
Read each of the following items carefully and then indicate 
the extent to which you agree or disagree with the 
statement. 
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I am allowed to decide how to go about getting my job done (the 
methods to use). 

     

I am able to choose the way to go about my job (the procedures 
to utilize). 

     

I am free to choose the method(s) to use in carrying out my work.      

I have control over the scheduling of my work.      

I have some control over the sequencing of my work activities 
(when I do what). 

     

My job is such that I can decide when to do particular work 
activities. 

     

My job allows me to modify the normal way we are evaluated so 
that I can emphasise some aspects of my job and play down 
others.  

     

I am able to modify what my job objectives are (what I am 
supposed to accomplish). 

     

I have some control over what I am supposed to accomplish 
(what my supervisor sees as my job objectives).  

     

 
 
Question 2 – Your Organization/Institution 
 
Read each of the following items carefully and then indicate 
the extent to which you agree or disagree with the 
statement. 
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The organization values my contribution to its well-being.       

The organization fails to appreciate any extra effort from me.       

The organization would ignore any complaint from me.       

The organization really cares about my well-being.  
 

     

Even if I did the best job possible, the organization would fail to 
notice.   

     

The organization cares about my general satisfaction at work.       

The organization shows very little concern for me.  
 

     

The organization takes pride in my accomplishments at work.       
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Question 3 – Access to Work-Related Information 
 
 
Read each of the following items carefully and then indicate the 
extent to which each statement describes your work or the situation 
in your work area or department.   
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Work decisions are dissimilar from one day to the next.       

The work that I do could be described as routine.       

When a problem arises in my work, it takes a lot of experience and training 
to know what to do.  

     

There is variety in the events that cause the work.       

Tasks in my job require an extensive and demanding search for a solution.       

I need to know a lot of procedure and standard practices to do my work 
well.  

     

Normal work activities in my job are guided by standard directives, rules 
and procedures.  

     

In carrying out my work, there is an understandable sequence of steps that 
can be followed.  

     

Established materials (professional books, directives, manuals, statutes) 
cover my work.  

     

In my type of work, people actually rely on established practices and 
procedures.  

     

 

 
Question 4 – Time Pressure 

Read each of the following items carefully and then indicate 
how true the statement is in describing you.  
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You never seem to have enough time to get everything done. 
     

You feel pressed for time.  
     

You are often in a hurry. 
     

You feel rushed to do the things that you have to do.  
     

You have enough time for yourself.  
     

You feel that too much is expected of you.  
     

You worry about how you are using your time.  
     

You are always running out of time.  
     

There just don’t seem to be enough hours in the day.  
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Question 5 – How You Do Your Work? 
         
 
Read each of the following items carefully and then 
indicate how true the statement is in describing you.  
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I use my imagination to picture myself performing well on 
important tasks. 

     

I establish specific goals for my own performance.      

Sometimes I find I’m talking to myself (out loud or in my 
head) to help me deal with difficult problems I face. 

     

When I do an assignment especially well, I like to treat myself 
to some thing or activity I especially enjoy. 

     

I think about my own beliefs and assumptions whenever I 
encounter a difficult situation. 

     

I make a point to keep track of how well I’m doing at work.      

I focus my thinking on the pleasant rather than the 
unpleasant aspects of my job activities.  

     

I use written notes to remind myself of what I need to 
accomplish.  

     

I visualize myself successfully performing a task before I do 
it. 

     

I consciously have goals in mind for my work effort.      

Sometimes I talk to myself (out loud or in my head) to work 
through difficult situations.  

     

When I do something well, I reward myself with a special 
event such as a good dinner, movie, shopping trip, etc. 

     

I try to mentally evaluate the accuracy of my own beliefs 
about situations I am having problems with. 

     

I usually am aware of how well I’m doing as I perform an 
activity.  

     

I try to surround myself with objects and people that bring out 
my desirable behaviours. 

     

I use concrete reminders (e.g., notes and lists) to help me 
focus on things I need to accomplish.  

     

Sometimes I picture in my mind a successful performance 
before I actually do a task. 

     

I work toward specific goals I have set for myself.      

When I’m in difficult situations I will sometimes talk to myself 
(out loud or in my head) to help me get through it.  
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Question 6 – Your Way of Working 
 
Read each of the following items carefully and then 
indicate how true the statement is in describing you.  
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When I have successfully completed a task,  
I often reward myself with something I like. 

     

I openly articulate and evaluate my own assumptions when I 
have a disagreement with someone else.  

     

I pay attention to how well I’m doing in my work.       

When I have a choice, I try to do my work in ways that I enjoy 
rather than just trying to get it over with.  

     

I purposefully visualize myself overcoming the challenges I 
face.  

     

I think about the goals that I intend to achieve in the future.      

I think about and evaluate the beliefs and assumptions I hold.       

I keep track of my progress on projects I’m working on.      

I seek out activities in my work that I enjoy doing.       

I often mentally rehearse the way I plan to deal with a 
challenge before I actually face the challenge.  

     

I write specific goals for my own performance.       

I find my own favourite ways to get things done.       

 
 
Question 7 – You and Your Organization 
 
Read each of the following items carefully and then indicate 
the extent to which you agree or disagree with the 
statement. 
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I would be very happy to spend the rest of my career with this 
organization. 

     

I really feel as if this organization’s problems are my own.      

I do not feel a strong sense of “belonging” to my organization.       

I do not feel “emotionally attached” to this organization.       

I do not feel like “part of the family” at my organization.       

This organization has a great deal of personal meaning for me.      
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Question 8 – Your Personal Preferences  
 
 
Read each of the following phrases carefully and 
then indicate how true the statement is in describing 
you. 
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I am the life of the party. 
 

     

 
I am always prepared. 
 

     

 
I don’t talk a lot.  
 

     

 
I leave my belongings around.  
 

     

 
I feel comfortable around people.   
 

     

 
I pay attention to details.  
 

     

 
I keep in the background. 
 

     

 
I make a mess of things.  
 

     

 
I start conversations. 
 

     

 
I get chores done right away.  
 

     

 
I have little to say. 
 

     

 
I often forget to put things back in their proper place.  
 

     

 
I talk to a lot of different people at parties. 
 

     

 
I like order.  
 

     

 
I don’t like to draw attention to myself.   
 

     

 
I shirk my duties. 
 

     

 
I don’t mind being the centre of attention.   
 

     

 
I follow a schedule. 
 

     

 
I am quiet around strangers.  
 

     

 
I am exacting in my work.  
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Question 9 – Your Confidence  

Read each of the following items carefully and then indicate 
how true the statement is in describing you. 
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I can always manage to solve difficult problems if I try hard 
enough.  

     

If someone opposes me, I can find the means and ways to get 
what I want. 

     

It is easy for me to stick to my aims and accomplish my goals.       

I am confident that I could deal efficiently with unexpected 
events. 

     

Thanks to my resourcefulness, I know how to handle unforeseen 
situations. 

     

I can solve most problems if I invest the necessary effort.      

I can remain calm when facing difficulties because I can rely on 
my coping abilities. 

     

When I am confronted with a problem, I can usually find several 
solutions. 

     

If I am in trouble, I can usually think of a solution.       

I can usually handle whatever comes my way.       

Question 10 – Your Feelings and Thoughts  

Read each of the following items carefully and then indicate 
how true the statement is in describing you. 
In the last month, how often have you… 
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Been upset because of something that happened unexpectedly?       

Felt that you were unable to control the important things in your 
life? 

     

Felt nervous and “stressed”?      

Felt confident about your ability to handle your personal 
problems? 

     

Felt that things were going your way?      

Found that you could not cope with all the things that you had to 
do? 

     

Been able to control irritations in your life?      

Felt that you were on top of things?      

Been angered because of things that happened that were 
outside of your control? 
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Felt difficulties were piling up so high that you could not 
overcome them? 

     

 
 

 
Question 11 – Your View about Work  
 
 
 
Read each of the following items carefully and then indicate 
the extent to which you agree or disagree with the 
statement. 
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A job is what you make of it.      

On most jobs, people can pretty much accomplish whatever they 
set out to accomplish. 

     

If you know what you want out of a job, you can find a job that 
gives it to you. 

     

If employees are unhappy with a decision made by their boss, 
they should do something about it.  

     

Getting the job you want is mostly a matter of luck.       

Making money is primarily a matter of good fortune.       

Most people are capable of doing their jobs well if they make the 
effort. 

     

In order to get a really good job you need to have family 
members of friends in high places. 

     

Promotions are usually a matter of good fortune.      

When it comes to landing a really good job, who you know is 
more important than what you know.  

     

Promotions are given to employees who perform well on the job.       

To make a lot of money you have to know the right people.      

It takes a lot of luck to be an outstanding employee on most jobs.       

People who perform their jobs well generally get rewarded for it.      

Most employees have more influence on their supervisors than 
they think they do. 

     

The main difference between people who make a lot of money 
and people who make a little money is luck. 
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Question 12: Some Information about You and Your Organization 
 
Please complete the following questions about yourself by ticking the box or writing your 
response as appropriate. Please remember, all individual information remains confidential with 
the researchers.  
 
 

a) Affiliation 
 

Universiti Malaya (UM)  Universiti Sains Malaysia (USM)  

Universiti Kebangsaan Malaysia (UKM)  Universiti Putra Malaysia (UPM)  

Universiti Utara Malaysia (UUM)  Universiti Teknologi MARA Malaysia (UiTM)  

Universiti Teknologi Malaysia (UTM)  Universiti Pendidikan Sultan Idris (UPSI)  

 
 
 

b) Please indicate your designation at your institution 
 

 Tutor  

 Lecturer 

 Senior Lecturer 

 Associate Professor 

 Professor 

 Others (please specify):                                          

 
 

c) For how long have you worked at your institution? 
 

          Years and            months  
 

d) For how long have you worked in your current designation at your institution?  
 

          Years and            months  
 

e) Faculty:                                                              
 

f) Field of Expertise:                                                    
 

g) Are you male or female? 
 

 Male  

 Female  

  

h) To which age group do you belong? 
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 24 and below  45 – 49  

 25 – 29   50 – 54  

 30 – 34   55 – 59  

 35 – 39   60 – 64  

 40 – 44   65 or older 

 
 
 

i) Please indicate the highest level of education you have achieved. 
 

 Doctoral degree 

 Master’s degree 

 Postgraduate diploma 

 Undergraduate degree 

 Others (please specify):                                           

 
 
 
We welcome your comments about the issues raised in this survey. 
 
                                                                       
 
                                                                       
 
                                                                       
 
                                                                       
 
 

 

Thank you for taking the time to complete this survey. 
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APPENDIX D 
 

SELF-LEADERSHIP PRACTICES SURVEY  
AT TIME 2 
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Work Conditions, Characteristics and Self-Leadership Practices 
 
 

Dear colleague,  
 
Thank you for participating in the first survey. We are asking you at this time to 
complete this second short survey. This is the second survey and should only take 
about 10 minutes of your time.  
 
Please be assured that the information you provide is strictly confidential. No 
one beyond the two researchers can identify you from the questionnaire. Your 
institution will not have access to the completed surveys or individual information. This 
survey has a unique identification number which allows the researchers to combine this 
information with the first survey. To ensure confidentiality, only the research team has 
access to the identification list.  
 
Your participation in this study is completely voluntary. The completion and return of 
the enclosed questionnaire is taken to constitute your consent to participate in the 
study. Instructions for completing the survey questions are provided at appropriate 
points throughout the survey.  
 
Please complete ALL questions in the survey. Then return the completed survey 
directly to the researcher. After the completion of the research, identifying information 
such as your name or ID number will be destroyed and the data will be completely 
anonymous in the analyses and reports of the research. If the results from this study 
will be published, only aggregate results will be reported and individual responses will 
not identifiable.  
 
Thank you for your support in this project.  
 
Yours sincerely, 
 
 
Professor Steven McShane & Sharifah Musairah 
 
Should you have any questions relating to this study, you may address them to one of 
the investigators as the address below:  
 
SHARIFAH MUSAIRAH SYED MUTALIB 
PhD Candidate 
UWA Business School 
35 Stirling Highway, Crawley 6009 
Phone: +61 433 683 274 
Email: Sharifah@biz.uwa.edu.au  
Alternative email: steven.mcshane@uwa.edu.au 
 
 
The Human Research Ethics Committee at the University of Western Australia requires that all 
participants are informed that, if they have any complaint regarding the manner, in which a 
research project is conducted, it may be given to the researcher (Sharifah Musairah) or her 
supervisor (Professor Steven McShane), or alternatively to the Secretary, Human Research 
Ethics Committee, Registrar’s Office, University of Western Australia, 35 Stirling Highway, 
Crawley, WA 6009 (telephone number 6488-3703).  

mailto:Sharifah@biz.uwa.edu.au
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Self-Leadership Practices Surveys 
Question 1 – How You Do Your Work? 
         
 
Read each of the following items carefully and then 
indicate how true the statement is in describing you.  
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I use my imagination to picture myself performing well on 
important tasks. 

     

I establish specific goals for my own performance.      

Sometimes I find I’m talking to myself (out loud or in my 
head) to help me deal with difficult problems I face. 

     

When I do an assignment especially well, I like to treat myself 
to some thing or activity I especially enjoy. 

     

I think about my own beliefs and assumptions whenever I 
encounter a difficult situation. 

     

I make a point to keep track of how well I’m doing at work.      

I focus my thinking on the pleasant rather than the 
unpleasant aspects of my job activities.  

     

I use written notes to remind myself of what I need to 
accomplish.  

     

I visualize myself successfully performing a task before I do 
it. 

     

I consciously have goals in mind for my work effort.      

Sometimes I talk to myself (out loud or in my head) to work 
through difficult situations.  

     

When I do something well, I reward myself with a special 
event such as a good dinner, movie, shopping trip, etc. 

     

I try to mentally evaluate the accuracy of my own beliefs 
about situations I am having problems with. 

     

I usually am aware of how well I’m doing as I perform an 
activity.  

     

I try to surround myself with objects and people that bring out 
my desirable behaviours. 

     

I use concrete reminders (e.g., notes and lists) to help me 
focus on things I need to accomplish.  

     

Sometimes I picture in my mind a successful performance 
before I actually do a task. 

     

I work toward specific goals I have set for myself.      

When I’m in difficult situations I will sometimes talk to myself 
(out loud or in my head) to help me get through it.  
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Question 2 – Your Way of Working 
 
 
Read each of the following items carefully and then 
indicate how true the statement is in describing you.  
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When I have successfully completed a task,  
I often reward myself with something I like. 

     

I openly articulate and evaluate my own assumptions when I 
have a disagreement with someone else.  

     

I pay attention to how well I’m doing in my work.       

When I have a choice, I try to do my work in ways that I enjoy 
rather than just trying to get it over with.  

     

I purposefully visualize myself overcoming the challenges I 
face.  

     

I think about the goals that I intend to achieve in the future.      

I think about and evaluate the beliefs and assumptions I hold.       

I keep track of my progress on projects I’m working on.      

I seek out activities in my work that I enjoy doing.       

I often mentally rehearse the way I plan to deal with a 
challenge before I actually face the challenge.  

     

I write specific goals for my own performance.       

I find my own favourite ways to get things done.       

 
 

Question 3 – You and Your Organization 
 
 
Read each of the following items carefully and then indicate 
the extent to which you agree or disagree with the 
statement. 
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I would be very happy to spend the rest of my career with this 
organization. 

     

I really feel as if this organization’s problems are my own.      

I do not feel a strong sense of “belonging” to my organization.       

I do not feel “emotionally attached” to this organization.       

I do not feel like “part of the family” at my organization.       

This organization has a great deal of personal meaning for me.      
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Question 4 – Stress, Work Pressure and Burnout  
 
 
Read each of the following items carefully and then indicate 
how true the statement is in describing you. 
 
In the last month, how often have you… 
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Been upset because of something that happened unexpectedly?       

Felt that you were unable to control the important things in your 
life? 

     

Felt nervous and “stressed”?      

Felt confident about your ability to handle your personal 
problems? 

     

Felt that things were going your way?      

Found that you could not cope with all the things that you had to 
do? 

     

Been able to control irritations in your life?      

Felt that you were on top of things?      

Been angered because of things that happened that were 
outside of your control? 

     

Felt difficulties were piling up so high that you could not 
overcome them? 

     

 
 
Question 5 – Your Confidence 
 

Read each of the following items carefully and then indicate 
how true the statement is in describing you. 
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I can always manage to solve difficult problems if I try hard 
enough.  

     

If someone opposes me, I can find the means and ways to get 
what I want. 

     

It is easy for me to stick to my aims and accomplish my goals.       

I am confident that I could deal efficiently with unexpected 
events. 

     

Thanks to my resourcefulness, I know how to handle unforeseen 
situations. 

     

I can solve most problems if I invest the necessary effort.      

I can remain calm when facing difficulties because I can rely on 
my coping abilities. 
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When I am confronted with a problem, I can usually find several 
solutions. 

     

If I am in trouble, I can usually think of a solution.       

I can usually handle whatever comes my way.       

 
 
 
Thank you very much for participating in these two surveys! We welcome your comments about 
the issues raised in this survey, and any other issues that you think are important.  
 
                                                                       
 
                                                                       
 
                                                                       
 
                                                                       
 
                                                                       
 
                             
 
 
 
 
 

Thank you for taking the time to complete this survey.
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APPENDIX E 
 

AMOS OUTPUT FOR FULL STRUCTURAL 
MODEL 
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Model Fit Summary 

 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 187 1290.023 715 .000 1.804 

Saturated model 902 .000 0 
  

Independence model 41 4613.397 861 .000 5.358 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .720 .663 .852 .815 .847 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

Parsimony-Adjusted Measures 

Model PRATIO PNFI PCFI 

Default model .830 .598 .703 

Saturated model .000 .000 .000 

Independence model 1.000 .000 .000 

NCP 

Model NCP LO 90 HI 90 

Default model 575.023 478.448 679.424 

Saturated model .000 .000 .000 

Independence model 3752.397 3543.238 3968.926 

FMIN 

Model FMIN F0 LO 90 HI 90 

Default model 4.814 2.146 1.785 2.535 

Saturated model .000 .000 .000 .000 

Independence model 17.214 14.001 13.221 14.809 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .055 .050 .060 .051 

Independence model .128 .124 .131 .000 
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AIC 

Model AIC BCC BIC CAIC 

Default model 1664.023 1733.528 
  

Saturated model 1804.000 2139.257 
  

Independence model 4695.397 4710.636 
  

ECVI 

Model ECVI LO 90 HI 90 MECVI 

Default model 6.209 5.849 6.599 6.468 

Saturated model 6.731 6.731 6.731 7.982 

Independence model 17.520 16.740 18.328 17.577 

HOELTER 

Model 
HOELTER 

.05 

HOELTER 

.01 

Default model 162 168 

Independence model 55 56 
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Model Fit Summary 

 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 167 1064.035 612 .000 1.739 

Saturated model 779 .000 0 
  

Independence model 38 4302.467 741 .000 5.806 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .753 .701 .878 .846 .873 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

Parsimony-Adjusted Measures 

Model PRATIO PNFI PCFI 

Default model .826 .622 .721 

Saturated model .000 .000 .000 

Independence model 1.000 .000 .000 

NCP 

Model NCP LO 90 HI 90 

Default model 452.035 365.359 546.565 

Saturated model .000 .000 .000 

Independence model 3561.467 3358.790 3771.511 

FMIN 

Model FMIN F0 LO 90 HI 90 

Default model 3.970 1.687 1.363 2.039 

Saturated model .000 .000 .000 .000 

Independence model 16.054 13.289 12.533 14.073 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .052 .047 .058 .215 

Independence model .134 .130 .138 .000 
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AIC 

Model AIC BCC BIC CAIC 

Default model 1398.035 1454.917 
  

Saturated model 1558.000 1823.336 
  

Independence model 4378.467 4391.410 
  

ECVI 

Model ECVI LO 90 HI 90 MECVI 

Default model 5.217 4.893 5.569 5.429 

Saturated model 5.813 5.813 5.813 6.803 

Independence model 16.338 15.581 17.121 16.386 

HOELTER 

Model 
HOELTER 

.05 

HOELTER 

.01 

Default model 169 176 

Independence model 51 52 
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Model Fit Summary 

 

CMIN 

Model NPAR CMIN DF P CMIN/DF 

Default model 145 803.059 484 .000 1.659 

Saturated model 629 .000 0 
  

Independence model 34 3809.044 595 .000 6.402 

Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .789 .741 .904 .878 .901 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

Parsimony-Adjusted Measures 

Model PRATIO PNFI PCFI 

Default model .813 .642 .733 

Saturated model .000 .000 .000 

Independence model 1.000 .000 .000 

NCP 

Model NCP LO 90 HI 90 

Default model 319.059 245.051 400.956 

Saturated model .000 .000 .000 

Independence model 3214.044 3022.723 3412.745 

FMIN 

Model FMIN F0 LO 90 HI 90 

Default model 2.996 1.191 .914 1.496 

Saturated model .000 .000 .000 .000 

Independence model 14.213 11.993 11.279 12.734 

RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .050 .043 .056 .537 

Independence model .142 .138 .146 .000 
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AIC 

Model AIC BCC BIC CAIC 

Default model 1093.059 1136.621 
  

Saturated model 1258.000 1446.970 
  

Independence model 3877.044 3887.259 
  

ECVI 

Model ECVI LO 90 HI 90 MECVI 

Default model 4.079 3.802 4.384 4.241 

Saturated model 4.694 4.694 4.694 5.399 

Independence model 14.467 13.753 15.208 14.505 

HOELTER 

Model 
HOELTER 

.05 

HOELTER 

.01 

Default model 179 187 

Independence model 46 48 
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