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Abstract

Human Organizations require direction if they are to achieve objectives. Among the most important variables in organizational
success is leadership. Even though there are many versions of leadership like charismatic leadership and transformational
leadership, self-leadership tries to emphasize an individual’s responsibility and self-control, creating group cohesion, necessary
for effective performance and organizational effectiveness. Leadership is a dispositional phenomenon and providing the
atmosphere for group participation is a great motivation for self-leadership and performance. Self-leadership approach is far
more unique and decentralized than traditional leadership that focuses on the manager as the pivotal figure in achieving
organizational effectiveness. Self-leadership is about developing a sense of self-worth and the ability to influence the behaviour of
others to achieve goals. It involves developing other people as leaders and creating a strong connection between management and
employees. As the result of rising wave of competition and globalization, organizations can nolonger expect one organizational leader
to provide the magic wand to lead them towards the paths of profitability and sustainability. Organizational leadership often aims at
practices to reduce employee turnover rates, increase productivity and improve employee satisfaction; which makes a business case
for postheroic-leadership. 107 respondents participated in the study conducted through the exploratory research method; and
result showed that self-leadership explains organizational effectiveness. Further study should examine the relationship between
disciplinary procedure management and employee turnover as a way of finding a solution to poor organizational performance.
This study suggests that organizations should regularly train their managers on leadership skills to improve performance and
organizational effectiveness.
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organizational effectiveness is more than profitability and
includes factors like employee satisfaction, goal integration
and group functioning. To achieve organizational
effectiveness, self-leadership can help to emphasize goals
that might otherwise be overlooked. It can draw attention to
potential developmental problems and the effects of a

1. Introduction

In any human organization there could be many variables
that would drive employee performance and organizational
effectiveness. Many studies show that due to increasing
work-force diversity knowledge workers now demand more
autonomy and therefore, require less brick and mortar-type
of supervision, to bring job satisfaction and organizational
effectiveness. According to Gandhi and Sachdeva [1]

particular decision on employees’ interest and expectations.
It can then recognize the effect of such decision on social
behaviour, personal satisfaction, personal leadership,
commitment, and the emotional adjustment of the
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employees that would be subjected to organizational
policies and culture [2]. Self-leadership approach is far
more unique and decentralized than traditional leadership
that focuses on the manager as the pivotal figure in
achieving organizational effectiveness. Self-leadership is
about developing a sense of self-worth and the ability to
influence the behaviour of others to achieve goals. It
involves developing other people as leaders and creating a
strong connection between management and employees. As
the result of rising wave of competition and globalization,
organizations can nolonger expect one organizational leader
to provide the magic wand to lead them towards the paths
of profitability and sustainability. Organizational leadership
often aims at practices to reduce employee turnover rates,
increase productivity and improve employee satisfaction;
which makes a business case for postheroic-leadership.
According to Gomez-Mejia and Balkin [3] the postheroic-
leadership perspective holds that most top organizational
leaders, no matter how good they may be, are limited in
what they can do to solve problems. They suggest that in
view of rapid changes in technology, competitive threats,
and market shifts, it is doubtful if one leader can make the
difference between success or failure in organizations.
Therefore, an organization cannot actually depend on a
supposed organizational champion or hero to act as its
saviour in terms of success. In other words, postheroic-
leadership approach attempts to spread leadership
responsibilities throughout the organization instead of
centralizing leadership in key individuals. This means that
organizations must make people responsible for their own
performance, create an environment in which each
individual can plan what needs to be done and then do so
well, point the way and clear the path so that people can
succeed in what they do, and give people the credit they
deserve. The role in postheroic-leadership is to coach and
develop individuals’ capacity and competence and to
challenge every individual to continuously improve abilities

and make greater contributions for organizational
effectiveness.  Therefore, like  postheroic-leadership
imperative,  self-leadership  stresses the individual

responsibility of employees to develop their own work
priorities, aligned with organizational goals. The manager
remains only as a facilitator who enhances the leadership
capabilities of subordinates, encouraging them to develop
self-awareness, self-control skills, and networking skills
necessary  for  self-leadership and  organizational
effectiveness. Self-leadership leads to job satisfaction
which is important for high performance. Job satisfaction is
a positive emotional state resulting from the appraisal of
one’s job or job experiences. According to Nelson and
Quick [4] challenging work promotes opportunities for
advancement, competent management, and supportive

colleagues, which are dimensions of the job that can lead to
satisfaction. They posit that satisfaction leads to employee
happiness and at the same time causes good performance or
profitability [5]. Self-leadership creates the best fit between
employees and organizations to achieve organizational
goals by focusing on values held by employees that shape
behaviour, perception, and preferences which ultimately
influence performance. According to Rana, et al, [6] values
like achievement, advancement, or work satisfaction
increases the commitment level of employees and leads to
improving effectiveness. Self-leadership is crucial for
organizational performance because it is often driven by
self-motivation. It is the adhesive that binds work group
together and the art of influencing individual or group
activities towards the achievement of organizational goals
[7-8]. Modern management theory stresses that employees
should be empowered and treated in a fair way and that
they should also feel that the right leadership should create
the right atmosphere to open the doors for co-operation and
maximum productive  effectiveness. Fundamentally;
organizational leadership, generally, means to inspire
confidence and build trust so that there is maximum
collaboration from employees within the control of
management.  Self-leadership is desirable in all
organizations because employees as stakeholders with
diverse value systems can make significant difference
between the success or failure of any organization. Any
organization which is managed efficiently is often
composed of many leaders at different levels. Each is
responsible for his own group and to the leader above him
[9-12]. Therefore, self-leadership, through self-discipline
can reduce disciplinary failures that often result due to
mismanagement of the disciplinary procedure. Self-
leadership also promotes self-reinforcement because it does
not take freely available rewards until after the behaviour is
performed. It suits the appetite of knowledge-workers and
high performers.

1.1. Research Problem

Even though there is huge available literature on leadership,
the challenge remains to explore the type of leadership
necessary to achieve organizational effectiveness. A basic
problem in corporate organizations today is linked to
performance failure as the result of leadership failure. The
knowledge on charismatic leadership, transactional
leadership, and transformational leadership, among others
has also failed to douse the problems of poor leadership in
organizations. For example, the massive bank failure in
Nigeria from the 1990s through 2011 was largely due to
leadership failure. This presupposes that good leadership is
not a function of charismatic, transactional or even
transformational leadership but the problem of lack of
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effective strategic self-leadership in organizations [13].
Leadership is a dispositional phenomenon and not positional
as some executives think, and this misunderstanding creates
room for weak interpersonal relationships between the leader
and members of his group, which in turn frustrates group and
organizational effectiveness. Organizational effectiveness is
often frustrated through micro leadership which undermines
the fact that among the best ways to enhance innovation and
performance is through autonomy or self-leadership.

1.2. Research Gap

There is paucity of research on self-leadership and
organizational effectiveness despite the failure of other types of
leadership to enhance organizational effectiveness. Contingency
theory emphasizes that leadership effectiveness hinges on the
level of fit between the leader, the situation and the group, yet
there is little exploration on the influence of self-leadership and
organizational effectiveness. This gap exists because of many
leaders who cannot lead because of disconnectivity among the
leaders, the group, the organization and other stakeholders. Even
though this study cannot fill the gap, it will nevertheless provoke
the interest of other researchers.

1.3. Research Rationale

Self-leadership is plausible for organizational effectiveness
because it is the type of leadership that has great concern for
both people and production: in this case, it motivates people
to reach their highest levels of accomplishment. This type of
leadership self-control and emotional-self-
management [14-17].

involves

1.4. Research Objective

The study was carried out to explore the relationship between
self-leadership and organizational effectiveness.

1.5. Research Questions

1. Does self-leadership lead to job satisfaction?

2. Is self-discipline necessary to reduce disciplinary measures?
3. Does self-awareness relate to self-leadership?

4. Can self-efficacy improve organizational effectiveness?

5. Is self-motivation necessary for performance effectiveness?

1.6. Hypothesis

To achieve the objective of the study, the following hypothesis
was formulated and tested at 0.05 level of significance.

Ho: There is no relationship between self-leadership and
organizational effectiveness.

Hi: There is a relationship between self-leadership and
organizational effectiveness.

1.7. Conceptual Framework

A conceptual framework is the structure of the study which
shows its relationship with the major variables and the
problem of the study. It is usually expressed as a schematic
model. Models are effective research tools and used to clarify
issues that would otherwise be buried in an excess of words
[18-19]. The model for this study is shown in figure 1.

Organizational
Effectiveness

Job-Satisfaction

Self-Leadership

Self-Awareness
Self-discipline Employee Happiness

Self-motivation Performance

Self-
* M

Self-efficacy Profitability

Figure 1. Self-leadership and Organizational Effectiveness Model.
Source: Author Designed (2021)

Factors of self-awareness, self-discipline, self-motivation and
self-efficacy enhance behaviour modification and change.
These are crucial elements that reinforce self-control and the
culture of performance, and organizational effectiveness.
Organizational effectiveness manifests not only in
performance and profitability, but also in job satisfaction and
employee happiness. Job satisfaction promotes psychological
well-being, self-satisfaction and organizational citizenship
behaviour. Happy people are characterized by their believe
that they are able to control their situation; whereas, unhappy
people tend to believe that they are manipulated by other
forces or people. Happiness reinforces positive work
behaviour in groups and organizations, enhances shared
responsibilities, greater professional performance and success
[20-23]. Self-leadership promotes diversity management
through harnessing employee values, experiences and talents
to achieve superior performance. According to O’Neil, et al
[24] value awareness is essential for value reinforcement,
enactment and performance. Discussion on leadership almost
always involves discussion on followership because they are
interrelated. However, in contrast to huge research on
leadership, the area of followership cannot be said to have
been very extensively reported upon. Rather, research
evidence on leadership literature suggests that leader and
follower roles are significantly differentiated. To this extent,
the traditional leadership view sees followers as passive, or
people waiting to be led, while a more contemporary view
regards the follower role as an active one with the potential
for leadership. In other words, the follower role has
alternatively been viewed as one of self-leadership as the
follower assumes responsibility for influencing his or her
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own performance. This perspective of leadership emphasizes
the follower’s individual responsibility and self-control [25].
Leadership and followership literature postulates that self-led
followers perform naturally motivating roles or tasks and also
carry out work activities that must be done, but which is not
naturally motivating to them. Therefore, self-leadership
enables follower’s to be self-disciplined and effective, which
forms the essential first steps towards becoming a good
leader, against the idea that most subordinates are only
transactional followers [26-28]. People are often motivated in
different ways; therefore, self-leadership can always
highlight signs of visionary and transactional leadership
styles. The visionary approach is necessary to visualize the
organization and its potentials, while the transactional
approach stands to realize that some people follow only for
what they stand to gain. Self-leadership also involves
engaging in transformational leadership behaviours like role
modeling, by creating fair processes and by allowing team
members to participate in decision-making [29-30]. Self-
leadership approach provides the opportunity for effectively
leading people to lead themselves [31-32].

2. Literature Review

The Ohio State University Studies on Leadership emphasize
that the leader influences the role of his subordinates in the
search for goal attainment. This includes behaviour that
attempts to organize work, and work relationships with
consideration. Consideration is then defined as the extent to
which a person is likely to have job relationships that will be
characterized by mutual trust, respect for subordinates ideas
and regard for their feelings. Self-leadership behaviour is
based on the concern for people and concern for
organizational effectiveness. It emphasizes interpersonal
relations in  accomplishing group’s task  without
compromising the interest of members; and also with all due
regard to the leadership above. It encourages social
networking and the empowerment of people towards the
achievement of goals. Ali [33] opines that social networking
and empowerment of people are critical ingredients for
performance effectiveness. Empowerment is necessary in
building self-leadership as the process of transferring control
of individual’s work behaviour from the manager to the
employee. To this extent, behaviour modification is the basis
of self-leadership because not all human behaviour is
effectively regulated. This is because, according to control
theory, human beings lack standards. Watson and Tharp [34]
state that in control theory, the argument seems to be that the
human being is so constructed that sensing and comparing
standards, automatically produce action. In effect, the
argument is that human beings are motivated to behave in the
way they do, and no further explanation is needed on the

psychological level. Therefore, self-leadership is intrinsically
related to skills in self-direction which includes choosing
goals and designing strategies to meet them, evaluating
outcomes, changing tactics when required, as well as
consolidating  achievements. Effective self-leadership
requires will power which involves standing up in the face of
difficulties, and refusing to do what is wrong in attempts to
achieve success. Ituses foresight, self-analysis and self-
planning to promote organizational effectiveness [35]. For
many years leadership researchers have almost reached a
chorus of agreement that no psychological concept has had a
greater influence on leadership development and
organizational effectiveness than the construct of emotional
intelligence [36]. For example, according to Goleman [37]
self-awareness is characterized by a deep understanding of
one’s emotions, strengths, and weaknesses, and the ability to
accurately and honestly embark on accurate self-assessment.
Also, according to him, self-management involves a person’s
ability to control and regulate emotions, ability to stay
calmand focused. He emphasizes that self-control is the
ability to manage one’s own disruptive and distressing
emotions and impulsive feelings by keeping them in check.
The relationship management factor of emotional intelligence
emphasizes the importance of teamwork and collaboration. It
involves creating group synergy, which fosters the ability to
work with others in pursuing collective goals. This suggests
that leaders must also be able to recognize the need for
change, remove barriers and enlist the support of others in
pursuit of new initiatives for the achievement of objectives
[38-40]. For example, according to Rahman and Taniya [41]
leadership style, also called management style, defines the
approach managers use to deal with people in their work
teams. It emphasizes sharing common goals and can have
positive influence on employee performance and
organizational effectiveness [42-44]. It is imperative in team-
building, because the quality of leadership exhibited by an
organization is a critical determinant of
Organizational theory implies that effective leadership must
be based on understanding rather than on techniques alone,
on relationships of mutual trust rather than on manipulation.
It should be based on an indept communication instead of on
superficial verbal transactions that may not be able to
transmit the desired meanings and results [45-49].

Success.

2.1. Leadership Styles

Many leadership styles in pursuit of performance and
organizational effectiveness have emerged in many years.
Prominent among the styles include: charismatic-leadership,
transactional-leadership, transformational-leadership,
autocratic-leadership bureaucratic-leadership, and
democratic-leadership [50]. While the transactional-
leadership style defines the exchange of rewards and goals
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between employees and management, transformational-
leadership on the other hand, encourages employees or
followers to be expressive and adaptive to new and improved
practices and changes in any environment. Bureaucratic-
leadership relies on procedure and policy to achieve
objectives, and  democratic-leadership emphasizes
decentralized decision-making and employee participation.
Because of the weakness of democratic-leadership associated
with poor decision-making and goal execution, autocratic-
leadership uses strong, directive, controlling actions to
enforce the rules, regulations, activities, and relationships in
the work environment to achieve the required level of
effectiveness [51-52]. The construct of visionary-leadership
focuses on leaders who are visionaries, people-focused,
motivators, legacy thinkers, and high achievers of all time.
These are people concerned with the common good [53].
Today, the concept of servant-leadership has also emerged to
stress the philosophy that leaders are stewards who should
see leadership as a trust and therefore, the desire to leave the
organization in a better shape for future generations. It is a
form of sustainable-leadership that, while protecting the
interests of the current generation does not compromise the
interests of the future generations. Sustainable-leadership is
concerned with the growth, survival and sustainability of the
organization [54]. Traditional management or leadership
approach views employees as passive and without potential
for leadership. But a more contemporary view as reflected by
self-leadership suggests that the employee can assume
responsibility for influencing his own performance. This
approach emphasizes individual responsibility and self-
control. According to Nelson and Quick [4] self-leadership
embraces self-discipline which is needed in leadership and
organizational effectiveness [55]. The great news now is that
self-leadership style enhances interpersonal effectiveness
which is of vital importance in leadership and organizational
effectiveness [56-57]. Leadership styles and work outcomes
cannot be easily divorced from each other because leadership
and motivation theories suggest that if people at work are
addressed and treated as responsible and self-motivated they
will subsequently behave in a responsible and motivated
manner towards organizational effectiveness. Torrington, et
al [58] posit that expectancy theory of motivation recognizes
that, the extent to which the employee feels he or she can
realistically meet the target will have an effect on whether
such an individual is motivated even to attempt. In the case
of heroic or transformational leadership, they also argue that
employees’ can be inspired to achieve beyond the normal
level, partly because the leader has high expectations of the
employees and in addition the leader expresses the
confidence that the employees are capable of accomplishing
great target. These authors explain further that from a
different perspective, the post-heroic or empowering leader

concept is based on trusting employees and other
organizational members to play their roles effectively,
trusting them with necessary information, and then expecting
them to use such data properly for the overall good and
prosperity of the organization [59-64].

2.2. Leadership and Performance

It is generally believed that an organization’s success depends on
leadership. Leadership as the process of influencing the
behaviour of others is a key factor over employee behaviour in
achieving organizational performance. Since leading faces
diverse issues in dealing with the workforce it is imperative to
build team spirit so as to enhance performance. Also, trust is
cited as an essential element in leadership. It is the willingness to
be accountable for the actions of another. Trustworthiness is one
of the competencies that facilitates effective performance. This
means that when team members trust each other, they have a
better chance of performance effectiveness. In terms of
organizational productivity and effectiveness, the mediating
influence of leadership cannot be over-emphasized because it is
responsible for defining strategies for stakeholder’s satisfaction
and designs for effectiveness and efficiency in performance.
Performance as the level of an individual’s work achievement is
critical and the primary contributor to organizational
effectiveness. The essence of leadership in organizations is
performance, and many studies find positive relationship
between leadership and performance. Leadership has the
potential of reforming and or creating a sound organizational
culture which will in turn have positive influence on employees’
commitment, performance and organizational effectiveness [65].
The goal of any organization is not only to survive, but also to
sustain its existence by improving the quality of its performance.
Improving performance is highly dependent on the quality of
organizational leadership architecture. The role of organizational
leadership in ensuring excellent organizational performance
involves adequate motivation of managers and other employees,
suitable work environment, adequate compensation package,
including incentives for training, development and promotion,
efficient two-way communications, as well as involvement in
decision-making and disciplinary processes. Involvement in
disciplinary processes provides the opportunity to de-escalate
issues that might otherwise graduate to grievances. This is
important because an excessive disciplinary measure opens the
doors to both voluntary and involuntary exits that often
jeopardize quality performance, efficiency and overall
organizational effectiveness. Building trust and commitment
through effective leadership plays a pivotal role in shaping
collective norms, helping teams to cope with work challenges
and promoting collective performance for organizational growth
[66]. Self-leadership effectively promotes vicarious learning,
and linking it and organizational learning. Senge [67] posits that
organizations learn only through individual who learn.
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Individuals’ learning does not guarantee organizational learning.
But without it no organizational learning occurs [68-69].

3. Research Methodology

The empirical research design was adopted for the study.
Empirical research involves identifying the factors to be
studied, gathering the relevant data, analyzing them and
drawing conclusions from the result of data analysis.

3.1. Population of the Study

The population composed of the people in South-East
Nigeria comprised of 5 out of the 36 states in Nigeria. Based
on the 1/10™ principle, it was assumed that the opinion of the
people in this geopolitical area is representative of the
opinion of the people in Nigeria.

3.2. Sample and Sample Size

The sample was selected through the purposive method while
the sample size was determined by the sample ratio
technique.

3.3. Data Collection Method

Data were generated through primary and secondary sources
such as interviews, observations, journal articles,
newspapers, books, among others. A 5-pointLikert-type
questionnaire was used for data collection.

3.4. Decision Rule

The cut-off point for the acceptance or rejection of responses
to the research questions was at 3 points.

3.5. Data Analysis

Data were analyzed through descriptive and regression
statistical methods The Ordinary Least Square (OLS)

technique was adopted for the regression analysis. The OLS
is a method used to estimate the unknown parameter in a
linear regression model with the goal of minimizing the
differences between observed variances in a dataset. The
method was not chosen because of its simplicity, but due to
its unique properties of linearity, efficiency, sufficiency, least-
variances and unbiasedness. The F-test and t-test were used
to determine the overall adequacy of the regression model,
using E-Views Statistical Package.

3.6. Model Specification

Model specification is the expression of a relationship into
precise mathematical form. According to Koutsoyiannis [70]
economic theory does not indicate the functional form of any
relationship. This means that economic theory does not state
whether a relationship will be expressed in linear form,
quadratic form, or in a cubic-form. On the basis of these, it
was decided to specify the relationship between
organizational effectiveness (OE) and Self-leadership (SL) as
follows:

OE=by+b,;SA,+b,+SD+b;, SM,+b,, SE,+ t,+u.
Where:
OE=Organizational Effectiveness
SA=Self-Awareness
SD=Self-Discipline
SM=Self-Motivation
SE=Self-Efficacy
by=Constant term
by, by, bs, by=Coefficient attached to explanatory variables
t=Time period

u=Stochastic error term.

Table 1. Characteristics of Respondents (n=107).

S/N Description Category Total Percentage
; Gender a) Female 60 56.07
b) Male 47 43.93
a) Diplomas 30 28.04
ii Education b) Degrees 57 53.27
¢) Others 20 18.69
a) 18 — 30 years 40 37.38
il Age b) 31 — 45 years 50 46.73
¢) 32 — 70 years 17 15.89
a) 5 - 10 years 45 42.06
iv Experience b) 11 — 25 years 35 32.71
c) 26 — 35 years 27 25.23
a) Low 37 34.58
v Status b) Middle 48 44.86
c) High 22 20.56

Source: Fieldwork (2021)
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Table 2. Frequency and Mean for Responses to Research Questions.
Scores .
S/N Restatement of Research Questions SA A N D SD  Xx n X Dec1s10.n rule Grand
- @ 3 points Mean
5 4 3 2 1
i Self leadership does not lead to job satisfaction 10 15 1 12 69 206 107 1.93  Rejected
il Self-discipline is critical for organizational effectiveness 50 30 2 5 20 406 107 3.79  Accepted
il Self-awareness relates to self-leadership 60 25 3 2 17 430 107 4.02  Accepted 3.13
iv Self-efficacy is not necessary in organizational effectiveness 15 12 4 3 73 214 107 2.00 Rejected
v Self-motivation promotes performance 55 30 1 2 19 421 107 3.93  Accepted
Source: Fieldwork (2021)
Table 3. Regression Analysis.
Variables Coefficient Std. Error t-Statistic Prob.
C -4.038770 0.159212 -15.24423 0.0000
OE 0.002767 0.001787 0.894178 0.3850
R-squared 0.930150 Mean dependent var 4.003459
Adj. R-squared 0.921120 S. D. dependent var 0.003459
S. E. of regression 0.164385 Akaike info criterion -0.673142
Sun squared resid 3.000150 Schwarz criterion -0.714960
Log likelihood 52.60625 Hannan-Quinn criterion -0.8158064
F-Statistic 94.47020 Durbin-Watson Stat 1.912320
Prob (F-statistic) 0.000000

Source: E-View Statistical Package

4. Presentation of Result

4.1. Discussion

Available literature indicates that leadership style influences
organizational effectiveness [71]. Organizations today are
facing problems of failure associated with bad management
and organizational leadership. Self-leadership is the type of
leadership style that reduces interpersonal anxiety, promotes
group cohesion and motivates people to develop their own
work processes aligned with organizational goals so as to
achieve objectives. The respondents comprised of 60 males
and 47 females, ranging in age between 18 and 70 years.
They attained different levels of education with significant
levels of industrial work experiences, spanning between 5
and 35 years, and falling within the low, middle and high
income levels. In view of their qualifications and experiences
as shown in table 1, they provided useful data for the study.
In table 2 (i) the respondents disagreed at 1.93 points that
self-leadership does not lead to job satisfaction. This supports
Dirks and Ferrin [29] that leadership helps to build job
satisfaction. At 3.79 points in table 2(ii) they agreed that self-
discipline helps to promote organizational effectiveness [13].
It was agreed at 4.02 points in table 2(iii) that self-awareness
is important in leadership, to support the earlier views of
Cherniss [26]. The respondents at 2.00 points in table 2(iv)
did not agree that self-efficacy does not promote
organizational effectiveness. This agrees with Parker [15]
that self-efficacy is in leadership strategy.
According to the respondents in table 2(v) self-motivation is
necessary in promoting performance [72]. At a grand mean

important

of 3.13 points over the decision mean of 3.00 the respondents
suggest that self-leadership contributes to organizational
effectiveness. As in table 3, in regression analysis, there is an
important measure R’, which measures the highest
percentage value that the independent variable(s) explains in
the dependent variable. In this investigation, the R? value of
0.93 showed that about 93 percent variation in the dependent
variable is explained by the independent variable(s). The
adjusted R* value of 0.92 showed that the goodness-of-fit test
of the model of the study is excellent. The value of the
Durbin-Watson is 1.9 that is within the range between 1.5
and 2.5. In view of this, it can be stated that there is no
autocorrelation among the independent variables of interest.
In the circumstance therefore, Ho: was rejected and Hi:
accepted to state that self-leadership explains organizational
effectiveness. This is the interest of the study.

4.2, Scope for Further Study

In view of increasing employee turnover rates, further study
could examine the relationship between disciplinary
procedure management and enterprise sustainability as a way
of finding measures to wedge the tide.

4.3. Recommendations

i. Organizations should enforce suitable disciplinary
procedures to ensure job satisfaction and performance
effectiveness.

ii. Management should increase the opportunities for self-
leadership to provide incentive for employees to develop
their fullest potentials. This is important to allow people
to make more meaningful contributions to sustainable
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development.

iii. Training and development related to emotional and social
competencies in organizations will help to improve
interpersonal relationships necessary for performance
effectiveness.

iv. At the beginning of an employment relationship, there are
mutual expectations from the employees on the one hand,
and the employers on the other. Management should
always ensure to foster a balance, to enhance individual
and group performance necessary for organizational
effectiveness.

v. Organizations should regularly organize leadership
training for their managers to improve motivation and
managerial effectiveness.

5. Conclusion

Competent leadership style is crucial for organizational
effectiveness. Self-leadership promotes group cohesion and
allows people to develop their potentials to the highest
possible levels. Showing concern for both people and
productivity is the essence of self-leadership. This leadership
style hinges on self-awareness and positive behaviour to
enhance performance. 107 respondents participated in the
study conducted through the empirical research design, and
the result showed positive relationship between self
leadership and organizational effectiveness.

Contribution/Originality

This work is one of the few new studies in Nigeria to
evaluate the relationship between self-leadership and its
influence on organizational effectiveness. As contribution to
knowledge in these areas, it focuses on the assumption that
self-awareness, self-efficacy, self-motivation are critical
components in self-leadership necessary for performance and
organizational effectiveness.
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