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ABSTRACT 

The current two studies empirically validated a multi-dimensional questionnaire of self-leadership. In 

study 1, a sample of 251 employees and students completed the German Self-leadership Questionnaire 

(GSLQ) that measures the use of (1) constructive thought self- leadership strategies (and associated 

sub-dimensions (1.1.) time and task management, (1.2.) self-activation, and (1.3.) goal-setting and 

pursuit), (2) natural reward self-leadership strategies (and associated sub-dimensions (2.1.) emotional 

regulation, and (2.2) self-motivation); (3) effective behavior self-leadership strategies (and associated 

sub-dimension (3.1.) behavior change and (3.2.) rewarding work environments); and physical vitality 

self-leadership strategies (and associated sub-dimensions (4.1.) physical exercise and (4.2) healthy 

nutrition). Explorative factor analyses yielded seven subdimensions with a total of 34 items to be 

included in a revised form of the German Self-leadership Questionnaire (RGSLQ). In study 2, 202 

participants responded to the RGSLQ as well as to Houghton’s (2012) Abbreviated Self-Leadership 

Questionnaire (ASLQ). Confirmatory factor analyses of the RGSLQ lends support to self-leadership 

dimensions that are congruent with the ASLQ yet adds a dimension of self-activation. Satisfactory 

concurrent validity with the ASLQ (except of for the self-activation scale) and convergent validity 

with work satisfaction and life satisfaction, respectively, were established. Implications for research 

and practice are discussed. 

 

KEYWORDS: Self-leadership, validation, questionnaire 

 

INTRODUCTION 

In recent years, the concept of self-leadership has received quite a bit of attention by researchers (e.g., 

Neck & Manz, 1996; Müller, 2004a; Neck & Houghton, 2006, Neck et al., 2017). Self-leadership is 

defined as “a self-influence process through which people achieve the self-direction and self-
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motivation necessary to perform (Neck & Houghton, 2006, p.271). Self-leadership happens through 

the use of various self-leadership strategies. In most of the existing studies, self-leadership strategies 

are grouped into three types or categories: strategies to create (1) constructive thoughts, (2) natural 

rewards, (3) effective behavior (Prussia, Anderson, & Manz, 1998; Houghton & Neck, 2002; Müller, 

2006; Georgianna, 2009).  

 

Studies by Dishman, Motle, Sallis, Dunn, Birnbaum, Welk, et al. (2005) inspired self-leadership 

researchers in Europe to explore and measure an additional dimension of self-leadership called 

“physical vitality”: In their study, Dishman et al. (2005) used questionnaire items such as „I say 

positive things to myself about physical activity”, „I set goals to do physical activity”, „I do things to 

make physical activity more enjoyable”, and „I make backup plans to be sure I get my physical 

activity“. Dishman et al. (2005) found separate cognitive and behavioral strategies as first order 

factors. These factors, however, showed to be substantially correlated representing a single second-

order factor which Dishman et al. (2005) interpreted as “physical self-management”.  A study of 

German employees yielded empirical support of “physical vitality” as a fourth dimension of self-

leadership (Müller, Georgianna, & Roux, 2010).  

 

The four types of strategies are briefly described below:  

 

(1) Strategies to create constructive thoughts. 

Strategies that focus on constructive thoughts were identified as most important for successful self-

leadership (Neck & Manz, 1996). Constructive thought strategies include strategies to improve time 

and task management, self-activation, and goal-setting (e.g., Gollwitzer, 1996, Carr et al., 1989). In 

general terms, constructive thoughts result from cognitive and volitional processes that are 

intentionally activated and used to plan, prepare, and monitor goal-related activities and endeavors. 

Other constructive thought strategies include the facilitation of self-dialogue and use of mental 

imagery (i.e., what individuals mentally imagine the results of behaviors prior to their performance to 

be) (see for example, Neck and Houghton 2006; Neck and Manz, 2013).  

 

(1.2.) Strategies to manage time and tasks. According to Müller (2004a), one type of time and task 

management strategy is to create awareness which task to tackle first (e.g., by reviewing the tasks at 

hand and prioritizing the most important ones). Another strategy is to know at the beginning of the 

day which tasks to engage in at what time of the day: individuals who were aware of their “peak 

performance time” (e.g., morning) performed better on memory tasks during their peak time, and on 

creative or implicit memory tasks during their “off peak time” (Hahn et al., 2012) Another type of 

strategy to manage time and tasks is to deliberately disengage from perfectionism. A third type of 

strategy is to complete urgent tasks well in advance. 
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(1.3.) Strategies to set and pursue goals. A third type of constructive thought strategy addresses setting 

and pursuing goals through imagining the goal’s attainment along with its desired outcomes. Students 

who imagined how they would perform were more successful than students who did not mentally 

rehearse (e.g., Carr et al., 1989; Neck & Houghton, 2006; Neck & Manz, 2010). Such mental rehearsal 

can improve performance because "mental practice" and physical movements share a common neural 

subspace in the brain (Nikhilesh & Ganguly, 2018). To generate positive beliefs and expectations, 

another constructive thought strategy consists of using positive self-talk and mental images (Manz, 

1986; Neck & Manz, 1992). Examples of positive self-talk are self-affirmation statements such as, “I 

am learning to be more and more capable”; “I am enough”; ”I choose to be present in what I do”. 

Individuals using self-affirmation scripts are instructed to choose the self-affirmation that is 

meaningful to them, write it down, say out loud, and reflect on the self-affirmation throughout the day. 

Using this type of constructive thought management was proposed to lead to enhanced individual and 

organizational performance (Neck & Manz, 1992).   

 

(2) Natural reward strategies. 

Strategies that focus on creating natural rewards are a second category of self-leadership strategies. 

For example, if tasks are conceptualized as opportunities to learn and to gain personal experience, they 

are perceived naturally rewarding as reflected in high engagement despite of challenges and 

difficulties (e.g., Mueller & Dweck, 1998). Intrinsic motivation to accomplish the task may follow. 

Additional examples of natural reward strategies are those that increase self-motivation (e.g., by 

actively exploring or creating conditions that provide appealing sensations such as pride and joy) and 

those that adjust the interpretation of emotional states as positive (e.g., excitement, challenge). In other 

words, one can create naturally rewarding circumstances by consciously focusing on pleasant (instead 

of unpleasant) aspects of a given activity so that the activity itself became more attractive and 

enjoyable (Manz & Neck, 2004; Manz & Sims, 2001). In addition, natural reward strategies allow 

individuals to (re)-interpret their emotional challenges as opportunities for learning, personal and 

professional growth, and develop healthy emotional control and positive momentum to become 

proactive instead of lethargic (Müller & Braun, 2009).  

 

(2.1.) Strategies to regulate emotions. One type of strategy to increase emotional control is to change 

the interpretation of an emotion. The first step is to increase awareness how negative emotions are 

triggered. Such awareness can be generated by taking a note of the specifics of a situation to determine 

which thoughts, behaviors, circumstances, and physiological sensations are associated with an 

emotion. A second step is to interpret an emotion in a different way. If harmless situations trigger 

negative emotions because people misattribute physiological arousal as a sign of fear, re-interpreting 

the emotional state in positive terms (e.g., excitement, challenge) may result in a sense of emotional 

control (Buhle et al., 2014; Müller & Braun, 2009; Georgianna, 2015). Experiments have examined 

how specific regulatory strategies relate to behavioral, experiential, and physiological outcomes (e.g., 
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Gross, 2015). Neuroimaging studies have shown that effective emotional regulation is supported by 

the brain’s prefrontal systems, which hosts human capacities such as decision making, strategy based 

reasoning, and complex problem solving (Buhle et al., 2014).  

 

(2.2.) Strategies to motivate oneself. One strategy to motivate oneself is to actively explore or create 

conditions that provide appealing sensations such as pride and joy. This occurs by consciously 

focusing on pleasant (instead of unpleasant) aspects of a given activity. As a result, the activity itself 

becomes more attractive and enjoyable (Manz & Neck, 1991; Manz & Sims, 2001). A second type of 

self-motivation strategy is to perceive challenging circumstances as opportunities for learning as well 

as personal and professional growth. Interpreting situations in such a way can generate momentum 

and activate proactive behaviors (Müller & Braun, 2009). In an experiment by Mueller and Dweck 

(1998), students did not have enough time to finish a difficult task. Depending on the instructions 

given by the teacher, working on a task was perceived as either a learning experience or as a test of 

task-related competencies. It was found that the students were more engaged, less anxious, persisted 

longer, and performed better when instructions emphasized the learning experience than with the 

instructions described the task as a test of task-related competencies.  

 

(3) Effective Behaviors 

Strategies that focus on effective behaviors target individuals’ self-awareness and executive activities 

(D'Intino et al., 2012). The systematic self-observation of behaviors (e.g., by keeping a diary or 

behavior log, Georgianna, 2007a; Manz & Neck, 2004; Manz & Sims, 1980, 2001) and the observation 

of role-models who show successful ways of problem solving (Neck & Manz, 2010) and the flexible 

adaptation of behaviors to situational change (Müller, 2006) are examples of effective behavior 

strategies.  

 

3.1. Behavioral awareness strategies. One strategy to increase behavioral awareness consists of the 

systematic observation of one’s own behavior over a period of time, for example, by engaging in long-

term journaling or record-keeping (e.g., a behavior log, Georgianna, 2007b; Manz & Neck, 2004; 

Manz & Sims, 1980, 2001). This strategy has been useful in predicting individuals’ short-term or day-

to-day actions, sense of emotional well-being during relaxation interventions (Brown & Ryan, 2003), 

and the effects of self-leadership training sessions on participants (Stewart, Carson & Cardy, 1996). 

Research to date demonstrates that people with high levels of behavioral awareness were more 

confident, interested and excited. They performed better, persisted longer, and demonstrated more 

creativity than people who were subject to either external or unconscious control (Ryan & Deci, 2000). 

A second example of an effective behavior strategy is to deliberately observe role-models who show 

successful ways of problem solving (e.g., Neck & Manz, 2010). A third type of effective behavior 

strategies addresses self-initiated adaptation of behaviors to attain better results (Müller, 2006). 

Adaptation is enhanced if new behaviors are practiced in training-like settings or real-life simulations: 
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People who sufficiently practiced a task performed better than people without practice (e.g., Perkins 

& Salomon, 1992). Even better results are obtained when new behavior is not only performed by 

motor activity but also by mental simulation and imagination (Neck & Manz, 2010).  

 

(3.2.) Strategies to create and approach rewarding work environments. One example of a strategy to 

create work environments that inspire successful behaviors and productivity is to use check lists that 

indicate how the work environment should be set up for optimal performance, e.g., as to noise levels, 

light, floor design, and room temperature (Newsham et al., 2008; Ornstein, 1989). Another strategy is 

to guide a team in setting and pursuing team goals that positively influence work performance and 

productivity while decreasing the risk of procrastination (Van Hooft & Van Mierlo, 2018). A third 

strategy is to guide a team in creating rewards conducive to the team’s performance (Pearce & Manz, 

2005).  

 

(4) Physical vitality 

The benefit of physical vitality has mostly been studied with regards to its positive impact on physical 

and mental health as well as coping with stress (e.g., Burton, Hoobler & Scheuer, 2012; Gerber et al. 

2010; Craike et al. 2010; Mackay and Neill 2010; Crone et al. 2009; Gerber & Pühse 2009; Gerber et 

al. 2010; Cooper & Berwick 2001). To further investigate the previous claims by Mueller et al. (2009) 

as a fourth type of self-leadership strategies, Georgianna et al. (2020) found that physical vitality 

strategies were a fourth type of strategies that was especially important for individuals with low self-

leadership: If individuals used other self-leadership strategies to a lesser extent, their use of self-

leadership strategies contributed to their experience of satisfaction with life and work; for individuals 

who already used self-leadership to a greater extent, using physical vitality strategies did not influence 

their satisfaction with life and work.  

 

(4.1.) Physical exercise. One type of vitality strategy is to engage in healthy exercising. Physical 

exercise seemed to buffer the negative effects associated with stress (Gerber & Pühse, 2009), e.g., 

critical life events and demands placed on an individual in today’s complex work and personal 

environments (Cooper & Berwick 2001; Gerber et al., 2010). Crone et al. (2005) reported that 

individuals who exercised more frequently exhibited enhanced coping with all aspects of their life, 

especially critical life events occurring on the job and at home. Sonnentag and Bayer (2005) found 

that employees who moderately exercised in the evening reported enhanced positive mood and general 

well-being.  

 

(4.2.) Healthy food intake and by maintaining a healthy diet (e.g., Georgianna, 2005). Employees’ 

access to healthy nutrition is frequently addressed by organizations’ comprehensive wellness 

programs (Parks & Steelman, 2008). Comprehensive wellness programs ordinarily consist of 

interventions to increase employees’ engagement in physical activity and provide information about 
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healthy dieting and nutrition. Due to the lack of empirical studies one can only speculate about the 

outcomes of dietary interventions, such as the sustainability of physical exercise and/or healthy food 

intake.  

 

STUDY 1 

To investigate if the above findings for European individuals would also be applicable to a U.S. 

population, the current two studies sought to explore and cross-validate the dimensions of self-

leadership of Müller’s Self-leadership Questionnaire (GSLQ) with U.S. respondents. Study 1 was 

guided by the following hypothesis: 

 

Measures of constructive thoughts (i.e., time and task management strategies, self-activation 

strategies, goal-setting strategies), natural rewards (i.e., emotional regulation strategies, motivational 

strategies), effective behavior (i.e., behavior change strategies, rewarding environment strategies), and 

physical vitality (i.e., physical activity and healthy food intake strategies) may replicate German 

findings of self-leadership dimensions in the U.S. 

 

METHOD 

Participants  

Two-hundred-and-fifty-one individuals participated in the study. The sample consisted of 148 females 

and 100 male respondents, three respondents declined to state their biological sex.  One-hundred-and-

thirty-six participants were undergraduate students and 115 respondents were employees. Participants’ 

age ranged from 16 to 66 with a mean age of 25.35 (SD = 11.06). Participants with incomplete answers 

were excluded from the study. 

 

Measures 

Self-leadership. The participants filled out a questionnaire consisting of 40 items with different self-

leadership strategies that had to be answered on 4-point-Likert-scales ranging from 1 = “describes me 

very imprecisely” to 4 = “describes me very precisely”. The items were the short version of the 

German Self-leadership Questionnaire1 (GSLQ) which is a modular instrument developed on the basis 

of a conceptual framework originally proposed by Müller (2003) und extended by research of Müller 

(2004b), Müller et al. (2006), Roux (2007), and Müller (2018). The original scales of the GSLQ 

showed to have construct validity with regard to three dimensions of self-leadership (Müller, 2006). 

They also have concurrent validity and correlated with criterion measures such as entrepreneurial 

aptitude (Müller, 2006), self-efficacy (Müller 2004a), proactivity and personal initiative (Roux, 2007).  

 

Items were translated into English by a certified German-English translator. English items were then 

translated back to German by a native German speaker. This process ensured that the English items 

adequately reflected the original German item pool. Examples of the English items are given below. 
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To assess the reliability of the scales coefficients of internal consistency were calculated (Cronbach’s 

alpha; Guttman’s lambda(2)).  

 

Constructive Thoughts. Constructive thoughts were measured by 15 items, five items each for time 

and task management, self-activation, and goal setting. Examples are “With personal projects, I try 

and set a specific time for starting certain tasks.”, “I am generally able to achieve my own goals, even 

when faced with considerable difficulties”. The reliability of the three subscales were good (all three 

αlphas  = .73; lambda(2) = between .58 and .77).  

 

Natural Rewards. Natural rewards were measured by ten items, five item each for emotional 

regulation, and self-motivation. Examples are “I can find something enjoyable in all working 

activities”, “I am able to put myself into a good mood if necessary” and “I can find interesting aspects 

even in unattractive activities”. The reliability of both subscales was good (αlpha = .82 and .83, 

respectively; lambda(2) = between .65 and .84).  

 

Effective behaviors. Effective behavior was measured by ten items, five item each for behavior change 

and rewarding work environments. Examples are “I reward myself when being successful on tasks I 

have to carry out”, “In situations that are strongly self-restricting I look for options with more freedom 

of action”, and “I can create situations that are helpful to perform with successful ends”. The reliability 

of the behavior change scale was low if all 5 items were included, and higher if item 1 was removed 

(αlphas were .53 and .70, respectively, lamba(2) = between .43 and .58). Thus, a note was made to 

exclude item 1. The reliability of the rewarding work environments scale was good (αlpha  =  .70 ; 

lamba(2) s were between .56 and .70).  

 

Physical vitality. Physical vitality was measured by five items. Examples are “Every day I take 

opportunities to push my body”, “I am always looking for situations where it is fun to unfold physical 

activity” and “During long and stressful periods of work I pay attention to a healthy food intake”. The 

reliability was acceptable (αlpha = .81; lambda (2)s were between .65 and .82).  

 

Life satisfaction. Life satisfaction was measured using the items “Overall I am satisfied with my life.” 

Participants’ responses to the items were on a 4-point Likert-type rating scale, ranging from 1 (“does 

not apply”) to 4 (“does fully apply”). The SWLS showed favorable psychometric properties, including 

a high internal consistency of α > .80 (Pavot & Diener, 1993) and high consistency as well as low 

specificity (Eid & Diener, 2004).  

 

Work satisfaction. Job satisfaction was measured using one adapted item of the Profile Analysis of 

Job Satisfaction (PAZ) (Jiménez, 2008) “I am overall satisfied with my work.” Response options were 

on a 4-point Likert-type rating scale, ranging from 1 (“does not apply”) to 4 (“does fully apply”). The 
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PAZ showed favorable psychometric properties (Jiménez, 2003). 

 

Data Analysis 

Descriptive statistics. Means, standard deviations, and zero-order correlations of scales measuring 

physical vitality, self-leadership, life satisfaction, and job satisfaction were computed using the 

Statistical Program for Social Sciences (SPSS) Version 22.0 for Windows (IBM 2014).  

 

Analyses. The data were analyzed in two steps. During step 1, all measures were correlated to establish 

the proportions of common and specific scale variance. During step 2, an exploratory factor analysis 

was conducted to establish the hypothesized dimensionality of self-leadership.  

 

RESULTS  

The item scores of two-hundred-fifty-one participants’ were entered. All variables and participants’ 

scores were included. The method to determine the number of factors in a dataset was to conduct 

correlations of all items. Based on how the items correlated with one another, factors that summarized 

the correlations emerged. All measures were positively correlated, coefficients ranging between r = 

0.16 and r = 0.35. The overall pattern of correlations indicates a substantial amount of common 

variance, i.e. general self-leadership ability and specific variance, i.e., different dimensions of self-

leadership.  

 

To establish the number of sub-scales, Parallel Analysis (PA) was applied (Timmerman, & Lorenzo-

Seva, 2011). Parallel analysis (PA) based on minimum rank factor analysis was run with the GSLQ- 

sub-scales to be explored. Pearson correlation matrices were analyzed using 500 random correlation 

matrices by permutation of the raw data (Buja & Eyuboglu, 1992).  

 

Next, all items were factor analyzed using Principal Axis Factoring with oblique rotations (according 

to Kaiser-Guttman normalization). As findings show the five items that measured goal-setting self-

leadership loaded on several other factors. Therefore, they were excluded from the original item pool. 

In addition, item 1 measuring behavioral self-leadership yielded non-significant correlations with 

items 2, 3, and 5 of the same sub-scale and was also excluded from subsequent analyses. Parallel 

Analyses were conducted a second time confirming seven factors. Another Principal Axis factor 

analysis yielded loadings of 34 items on seven factors which were described as (1) time and task 

management; (2) self-activation; (3) emotional regulation; (4) self-motivation; (5) behavioral 

adaptation; (6) successful work environments; and (7) physical vitality. 

 

STUDY 2 

To cross-validate the findings of study, the RGSQ was given to another sample of U.S. respondents. 

In addition, criterion validity was tested by including Houghton et al.’s (2012) Abbreviated Self-



 

International Journal of Research in Commerce and Management Studies 
  

ISSN 2582-2292 
 

Vol. 2, No. 05; 2020 
 

 

 

http://ijrcms.com Page 33  

leadership Questionnaire (ABSQ). Study 2 was guided by the following two hypotheses: 

 

(1) The dimensions of self-leadership as measured by the RGSQ can be replicated and confirmed by 

measures of an independent sample of respondents.  

(2) The measures of the RGSLQ are concurrently valid with measures of the ABSQ.  

(3) The measures of the RGSLQ are convergently valid with work satisfaction and life satisfaction. 

 

METHOD 

Participants 

The research sample consisted of 205 (N= 205) participants at the age of 18 and above. Participants 

were recruited from the undergraduate alumni network of one of the researchers and another 

researcher’s newsletter recipients. One e-mail was sent to the alumni network and the newsletter 

recipients. The e-mail contained an invitation to participate in a study and included a link to the survey 

that was hosted by Google forms. As potential participants clicked on the Google form link, they were 

informed about the purpose of the study and then had to complete an informed consent statement prior 

to accessing the questions. All participants resided in the United States, ranging from 18 to 70 years 

of age. Sixty-four (31.4%) males, 137 (67.2%) females, and 4 individuals who preferred not to specify 

their gender participated in this study.  

 

Measures 

Self-leadership was measured by thirty-four items from the RGSLQ as described above. In addition, 

the nine items of the ASLQ by Houghton, Dawley & DilLello (2012) were given with response options 

on a Likert-type scale from 1 = strongly disagree to 5 = strongly agree. The items measure Behavior 

Awareness and Volition (BAV1-3), Task Motivation (TM1-3) and Constructive Cognition (CC1-3). 

Examples are “I establish specific goals for my own performance.” And “I visualize myself 

successfully performing a task before I do it.” The coefficient alpha for an overall measure of self-

leadership was 0.97.  

 

Reliability statistics were calculated to find the Cronbach’s alphas of each subscale (see Table 2). 

 

Table 2 Cronbach’s Alphas for Self-Leadership Dimensions 

 Dimension of Self-Leadership Cronbach’s 

Alpha 

Number of Items 

RGSLQ    

 Time and Task Management .80 5 

 Self-activation .77 5 

 Emotional Regulation .81 5 

 Self-Motivation .78 5 

 Behavior Change .76 4 
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 Impact on Work Environment .78 5 

 Physical Vitality .81 5 

ASLQ    

 Goal Setting .86 3 

 Visualization .70 6 

 

Analysis 

Confirmatory factor analysis (CFA) was used to investigate the measurement models of the latent 

construct of self-leadership. Indicator variables of constructive thoughts were time and task 

management and self-activation. Indicator variables of intrinsic rewards were emotional self-

regulation and self-motivation. Indicator variables of effective behavior were strategies to shape a 

rewarding environment and change management strategies. Parcels of items were used as indicators 

of physical vitality and self-activation. Each set of parcels were created by taking the mean of four 

items each using heterogeneous parceling (Cole et al., 2016) so that each parcel represented all facets 

of self-leadership. Model fit of the CFA was evaluated by several fit indices provided by the Mplus 

program: the chi-square value and its associated p-value, the root mean-square error of approximation 

(RMSEA), the comparative fit index (CFI), and the standardized root mean square residual (SRMR). 

Good model fit is indicated by a non-significant chi-square-value, RMSEA ≤ .05, CFI ≥ .95, and 

SRMR ≤ .08 (Hu & Bentler, 1999; Schermelleh-Engel et al., 2003).  

 

To test for concurrent validity, Pearson r correlations were computed for the GRSLQ subscales the 

ASLQ subscales. To test for convergent validity of the GRSLQ, Pearson r correlation was computed 

for the GRSLQ, work satisfaction, and life satisfaction.  

 

RESULTS  

Two models using Structural Equation Modeling with latent variables were developed to test the 

RSQL for the its’ subdimensions. Model 1 tested the influence of one general factor of self-leadership. 

Model 2 tested the influence of five subdimensions: (1) Constructive Thoughts (predicted by (1.1) 

Time and Task Management, (1.2) Emotional Self-regulation); (2) Self-Activation (predicted by (2.1.) 

Self-Activation Parcels 1&2); (3) Natural/Intrinsic Rewards (predicted by (3.1.) Motivation, (3.2.) 

Creating Rewarding Environments); (4) Effective Behaviors (predicted by (4.1 Behavioral 

Management Parcels 1&2); (5) Vitality (predicted by Vitality Parcels 1&2). Mplus estimated the 

Goodness of Fit statistics as shown in Table 3.  

 

Table 3  Fit Indices of Two Structural Equation Models with One vs. Five Subdimensions  of 

Self-leadership 

Model Predictors 

of Self-leadership 
2/df CFI/TLI RMSEA (90% 

CI) 

p 

(RSMEA
<=.05) 

SRMR AIC 
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Model 1 

2031.63/ 

527 0.42/0.38 

0.12 0.12-

0.12 0.00 0.011 17420.25 
 

Model 2 

49.29/30 0.96/0.94 

  

0.06  

(0.03-0.09) 0.32 0.056 4035.22 

 

Note. Model 1 included 1 general factor of self-leadership. Model 2 included (1) Constructive 

Thoughts; (2) Self-Activation; (3) Natural Rewards; (4) Effective Behaviors; (5) Vitality. 

 

According to the Chi Square and associated p values, RMSEA, and SRMR values, model 2 is more 

acceptable than model 1.  

 

Figure 1 displays the standardized estimates and associated standard errors for the manifest variables 

(1) time and task management, (2) emotional self-regulation, (3) self-activation, (4) natural rewards, 

(5) motivation, (6) creating rewarding environments (7) effective behaviors, and (8) vitality as 

predictors of the latent dimensions (1) constructive thoughts, (2) self-activation, (3) natural rewards, 

(4) effective behaviors, and (5) vitality.  

 

 Figure 1 

 
 
 

Figure 1. Structural equation model 2 (standardized solution) with five latent variables 

(ct=constructive thoughts, measured by time=time and task management and em=emotional self-

regulation; selfact=self-activation, measured by self-activation parcels 1&2; nr=natural rewards, 

measured by motivation and creating rewarding environments; beh=effective behaviors, measured by 

behavior parcels 1&2; vit=vitality, measured by vitality parcels 1&2. All path coefficients of the 

model were significant (p <.01).  

 

The standardized model results for model 2 show z scores for all standardized factor loadings, all 

predictors, and all intercept parameters as significant. This means that the construct self-leadership in 
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study 2 yielded five latent dimensions (1) constructive thoughts, (2) self-activation, (3) natural 

rewards, (4) effective behaviors, and (5) vitality and eight subdimension (1) time and task 

management, (2) emotional self-regulation, (3) self-activation, (4) natural rewards, (5) motivation, (6) 

creating rewarding environments (7) effective behaviors, and (8) vitality. 

 

In line with hypothesis 2, Pearson r yielded a significant positive correlations. Table 5  includes the 

Pearson r correlations between average subscale scores.  

 

Table 4 Pearson r correlations between average subscale scores 

Dimension (1) (2) (3) (4) (5) (6) (7) (8) (9) 

(1) Time & Task 

Management 

1.00         

(2) Self-activation .26** 1.00        

(3) Emotional 

Regulation 

.43** .26** 1.00       

(4) Self-Motivation .28** -.08 .25** 1.00      

(5) Adjusting 

Behavior 

.25** .03 .39** .37** 1.00     

(6) Impact on Work 

Env. 

.40** .06 .37** .41** .36** 1.00    

(7) Physical Vitality .26** .12 .34 .29** .31** .34** 1.00   

(8) Goal Setting .56** .28** .42** .27** .25** .32** .33** 1.00  

(9) Visualization .32** .01 .30** .61** .40** .42** .29** .40** 1.00 

 

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

     

As seen in Table 4, the RGSLQ subscale time management was positively correlated to the ASLQ 

subscales goal setting (r=.56) and visualization (r=.32). The RGSLQ subscale self-activation was 

highly correlated to the ASLQ subscale goal setting (r=.28) and not significantly correlated to 

visualization (r=.01). Emotional regulation was highly correlated to the ASLQ subscale goal setting 

(r=.42). The ASLQ subscale goal setting correlates with all RGSLQ subscales. The ASLQ subscale 

visualization correlates with all RGSLQ subscales, with exception of the self-activation scale. These 

findings are in line with Houghton et al.’s (2012) observation that self-activation is a distinctly 
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different facet of self-regulation.  

 

The test of the concurrent validity of the ASLQ and the GRSLQ yielded a high positive correlation (r 

= 0.63; p < 0.001). The test of convergent validity of the GRSLQ yielded highly significant Pearson r 

correlations for work satisfaction (r = 0.34; p < 0.001), and life satisfaction (r = 0.27; p < 0.001), 

respectively.   

 

DISCUSSION  

This study tested whether measures of an European approach could be replicated and cross-validated 

with a U.S. sample of participants. In study 1, factor analyses yielded seven (not eight) distinct 

subscales of self-leadership: goal-setting items correlated with self-leadership items of other subscales 

and to be removed from the item pool. In the U.S., goal-setting strategies apparently did not yield a 

separate sub-dimension of self-leadership. Further exploration of how goal-setting should be 

reconceptualized and measured seem necessary. Should items be replaced? Is self-lead goal-setting 

differently understood and practiced in the U.S. due to cultural uniqueness and emphasis pursuing of 

one’s dreams and goals (e.g., Gore & Cross, 2006)? Future studies need to examine the cultural aspects 

of goal setting and its impact on goal-setting related use of self-leadership. 

 

Study 2 confirmed the measures of seven sub-dimensions of self-leadership and showed significant 

convergent and concurrent validity of the RGSLQ. Future studies should also investigate the 

incremental validity–that is, an increase in validity of the self-leadership construct by, for instance, 

adding additional measures of physical vitality, i.e. tension reduction (see Müller & Lohaus, 2019). 

Another question for future studies addresses the test-retest reliability to ascertain the stability of the 

RGSLQ measures over time.  

 

Limitations 

One possible limitation of the two studies the nature of a self-reporting survey. Participants may not 

provide accurate, honest answers. They may not want to provide answers that present them 

unfavorably.  Furthermore, the lack of accessibility of the survey through a weblink only may have 

led to excluding participants without access to a computer, an electronic device, or the internet. An 

expansion of this research should include paper surveys to complement the electronic ones, thus 

creating greater accessibility for potential participants. 

 

Application 

The current studies measured physical vitality via physical exercise and healthy nutrition. Future 

studies of self-leadership should include strategies that targeted the body’s relaxation response (e.g., 

via breathing through mindfulness, meditation, or yoga) since they seemed to decrease employees’ 

high stress levels as well as to improve employees’ sleep quality and autonomic balance (Wolever et 
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al., 2012). Furthermore, the quality of sleep was found to be a major source of vital energy, 

performance, and health (Czeisler, 2006, 2015). Therefore, strategies to efficiently enhance sleep 

patterns and wake cycles or circadian rhythms should be included in the development of vitality related 

items.  

 

As modern economies (including new startups, major corporations, and alliances among global 

partners (Dress, Lumpkin & McGee, 1999)) increasingly depend on individuals with skills and 

experiences that induce creative developments, future studies should also examine the role of the four 

dimensions of self-leadership and innovation, entrepreneurial behaviors (e.g., DiLiello & Houghton, 

2006), and the pursuit of new business opportunities (Renko et al., 2015).  

 

Lastly, one should examine the relationship of self-leadership and additional “soft” as well as “hard” 

work related indicators (e.g., creativity, productivity, mentoring behaviors to name a few). This 

inclusion of work-related indicators seems needed, especially given the potential costs, both financial 

and psychological, to organizations and employees when employees’ physical and mental health is 

compromised. Current studies (see, e.g., Neck & Manz, 1996; Müller, 2004a; Neck & Houghton, 

2006; Neck et al., 2017) have speculated about the positive benefit of physical vitality strategies on 

soft as well as hard indicators of work performance. One can look forward to future research providing 

further insight and recommendations to facilitate optimal physiological and psychological self-

leadership.  

 

To apply the current study’s findings to today’s development of individuals and organizations, the 

obtained results show that simply providing trainings of self-leadership that target constructive 

thought, natural rewards, and efficient behavior without including individuals’ use of physical vitality 

may not suffice for creating lasting improvements of individual self-leadership, well-being and 

subsequent performance. Although individuals may benefit on the job from interventions to increase 

self-leadership (e.g., job satisfaction, task performance, and stress reduction (e.g., see Neck et al., 

2017)), assessing and enhancing individuals’ use of physical vitality strategies in addition to 

facilitating the use of strategies to create constructive thoughts, successful behaviors, and rewarding 

circumstances seems crucial. 

 

CONCLUSION 

The present studies contributed to the current body of self-leadership research. In study 1, 7 of 8 GSLQ 

subscales as established by European studies were confirmed. In study 2, both U.S. normed items to 

measure self-leadership, a second one consisting of items measuring self-leadership that were normed 

with a European sample of respondents replicated previously identified sub-dimensions of self-

leadership. 
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