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Abstract 
 
Title: An active chain process of self-leadership: Dynamically practising self-leading strategies for 
sustainability. 
 
Keywords:  Active and dynamic, Chain process of self-leadership, Self-leadership strategies 
 
Background: Sustainability is important and of current interest, requiring all organisations to be well-
functioning, committed to sustainability and create strategic decisions for their long-term sustainability. 
Organisations thence benefit from training the employees into self-leaders, as it results in beneficial 
outcomes that lead to greatness within organisations, and hence society at large. 
 
Research question: Why do individuals succeed in maintaining and practising an active chain process 
of self-leadership? 
 
Purpose: This study aims to understand why individuals sustain maintaining an active chain process of 
self-leadership by dynamically practising self-leadership strategies, where they continue to be self-
aware, manage and lead themselves, practice self-leadership strategies, attain self-efficacy and achieve 
beneficial outputs that in extension contribute to a more efficient and long-term sustainable society. To 
better understand what activates the chain process of self-leadership and creates the dynamic, the 
authors have developed a summarising model (see model 5.1 in chapter 5). 
 
Method: The study is of qualitative character with an abductive research approach, where the empirical 
data have been collected through semi-structured interviews and a collective case study design with ten 
informants who practise self-leadership, and then analysed by the Gioia method. 
 
Findings: The chain process of self-leadership is holistic and what maintains it active are feelings of 
well-being, competence, and efficacy, as well as succeeding, contributing to a greater good and seeing 
things in a greater context. Of significance is to be reminded and followed up regularly. 
 
Paper type: Master thesis
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1. Introduction    
This chapter introduces long-term sustainability and suggests that practising self-leadership gives 
individuals beneficial outputs contributing to organisations’ long-term sustainability and society at 
large. To understand the practice of self-leadership, its chain process is discussed with the help of 
previous research. This leads to the aim of the thesis to understand why individuals sustain maintaining 
an active chain process of self-leadership by dynamically practising self-leadership strategies and 
developing a summarising model to better understand the issue. Finally, the study’s delimitations and 
central key concepts are presented. 
 
1.1 Long-term sustainability 
The world is faced with several challenges, which creates a need and makes it a highly necessary 
condition with the active participation of all countries to work together towards sustainable development 
and a more sustainable future (Government Decision Fi2016/01355/SFÖ). To coordinate the worldwide 
action, the United Nations (UN) refers to 17 global goals of ecological, economic and social concern 
(Government Decision Fi2016/01355/SFÖ). Based on these global goals, sustainability shall be attained 
if every economic sector, such as the politics, for-profit and non-profit organisations work together in 
partnership, which is the logic behind UN Goal #17 (Government Decision Fi2016/01355/SFÖ; Porter, 
2008). In that regard, it requires that all organisations must be well-functioning, committed to 
sustainability and strategically decide on their sustainability (Eweje & Bathurst, 2017; Whittington, 
Regnér, Angwin, Johnson & Scholes, 2020). This strategic decision is being affected by strategic fit 
considering the external and internal factors (Whittington et al., 2020). 
 
Externally, factors such as politics, laws, technology development, and economic, ecological and social 
pressures are central (Whittington et al., 2020). Economically, one needs to understand Porter’s five 
forces, but to understand Porter’s five forces, one also needs to understand the internal (Porter, 2008; 
Whittington et al., 2020). Organisations cannot influence the external factors, but only the internal 
factors and thus are essential to examine (Bracht et al., 2021; Deci & Ryan, 1987; Knotts et al., 2021). 
The internal is important because it goes directly with Human Resources (HR), which consists of 
employees at different levels and they are seen as internal stakeholders (Whittington et al., 2020). HR 
is crucial and human beings are important to actually activate people, to put them in movement 
(Whittington et al., 2020). Key resources to deliver a customer value proposition within the structure 
are, among other things, humans (Johnson, Christensen & Kagermann, 2008).  
 
Organisations have two major internal systems, management and leadership (Eweje & Bathurst, 2017; 
Svidén, 2022). In strategic planning, management plays a significant role and is a key resource, which 
enables organisations to coordinate what people are doing (Whittington et al., 2020). Trust-based 
management proves to be beneficial for success in increasing the efficiency within communes due to 
less individual control, but rather letting individuals solve the task independently (Svidén, 2022). 
Leadership has a great impact on the global development of strategies to accomplish corporate social 
responsibility and sustainability (Eweje & Bathurst, 2017). Leadership also influences co-workers and 
their ability to communicate the mission, vision, objectives and values, why leadership is important as 
it is crucial to manage and lead people (Whittington et al., 2020). Indeed, in the strategy development 
process, individuals and management teams are fundamental (Whittington et al., 2020). When common 
goals are identified, each individual within a group or team contributes with their expertise (Myers et 
al., 1995). Chen-Ju (2017) states at a team level, individual creativity is positively affected when 
promotion focus is influenced in a good way by empowering leadership. Team empowerment increases 
employees’ task motivation to take their initiatives (Kirkman & Rosen, 1999; in Chen-Ju, 2017). 
Salanova, Rodríguez-Sánchez and Nielsen (2020) argue transformational leadership together with a 
group’s self-efficacy influences individuals’ self-efficacy development over time. SuperLeadership is 
not yet an organisational topic, but it is an expanded topic of leadership which implies that good leaders 
help others to develop strong self-leadership skills and mindsets (Goldsby et al., 2021; Houghton, Neck 
& Manz, 2003; Manz & Sims, 1980; Neck, Manz & Houghton, 2020). However, it can hence be argued 
that leadership styles can influence a team and individual, but the previous is not further fully examined. 
This paper is thus centred on individuals. 
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As a matter of fact, recently in 2020, Neck et al. (2020) argue that it is important to not only rely on 
management and leadership but to enable people themselves to be self-managing and high-performing. 
Empowered work teams can increase productivity and the quality of products and services, reduce costs 
and absenteeism, as well create a better quality of working life for employees (Neck et al., 2020). 
Therefore, organisations are looking for more self-managing and self-performing groups, which 
requires each individual as an individual human in other terms as a person in the team to lead themselves 
so that they can lead each other as a team. Only the symbiosis between one’s ability to lead oneself and 
others may represent a way to reach long-term sustainability (Abid et al., 2021; Maykrantz et al., 2021; 
Neck et al., 2020). It starts to become evident to focus on individuals and self-leadership as key to long-
term sustainability. To better know if that is true, the next part explores self-leadership. 
 
1.2 Self-leadership  
Self-leadership is a process of doing and requires each individual to lead themselves and is defined (see 
table 3.1 in chapter 3) in multiple ways (Husnatarina & Elia, 2022). This year in 2022, Husnatarina and 
Elia have a new definition of self-leadership that expresses that to produce a good achievement, it 
requires the development of influencing individuals to create both self-direction and self-motivation. 
The definition also points out it is “a process of influencing oneself” (Husnatarina & Elia, 2022, p.9). 
This confirms prior research showing that self-leadership plays an important role in individuals’ inner 
motivation and that “self-leadership involves the influence of a person in directing themselves to build 
self-motivation and independence, behave or act in the way they want” (Husnatarina & Elia, 2022, 
p.10). Neck et al. (2020) argue that self-leadership has a significant role and is just as important when 
you work alone as in a team. Courtright, Stewart and Manz (2011; in Goldsby et al., 2021) argue that 
self-leadership is beneficial at an individual level, as well as it is a profitable and valuable cognitive 
resource (Maykrantz et al., 2021). Practising self-leadership can have effects in the long-term 
(Maykrantz et al., 2021), influence an organisation’s performance (Panagopoulos & Ogilvie, 2015; in 
Chen-Ju, 2017) and be beneficial for organisations’ long-term sustainability (Abid et al., 2021; 
Maykrantz et al., 2021). Sesen, Tabak and Arli (2017) argue it is significant to notice the effects of self-
leadership and to encourage self-leadership behaviours. Self-leadership matters and is fundamental 
(Browning, 2018).  
 
Following on that fundamental, leadership development and personal development are important topics 
for sustainability (McGhee & Grant, 2016), and Williams and Millington (2004) argue that “there is a 
need to redefine ‘wealth’ as ‘well-being’ rather than the acquisition of material goods” (p.102). Within 
the research field of self-leadership, there are multiple proposals to examine further, such as examining 
different outcomes related to self-leadership, like the possibility that individuals can use self-leadership 
to become more effective (Knotts et al., 2021), or aiming to illuminate the worth of cognitive resources 
such as self-leadership (Maykrantz et al., 2021), or examining “whether self-leadership and leader self-
efficacy actually lead to the emergence of better and more effective leaders” (Bracht et al., 2021, p.10). 
Such studies can contribute in particular within organisational-, team- and individual level contexts 
(Furtner, Rauthmann, Sachse, 2015) and more attention should be given to theories and empirical data 
on self-leadership (Knotts et al., 2021). Hence it can be theoretically argued there is a need to further 
examine the self-leadership concept, along with a sustainability perspective and that practically there is 
a need to train people to practice self-leadership. 
 
Marques-Quinteiro et al. (2019) indeed insist on the value of training people to exercise self-leadership 
and suggest that individuals’ accomplishments can be enhanced by education in self-leadership. 
Training in self-leadership leads to greatness internally, within the organisations, and thus is beneficial 
for them (Browning, 2018). Self-leadership education is thereby an appreciated tool to help 
organisations to improve employees’ performance and work satisfaction (Furtner et al., 2015; Marques-
Quinteiro et al., 2019). Indeed, organisations benefit from training the employees into self-leaders, as it 
results in the organisation becoming more customer-driven, cost-effective, innovative and effective, 
where all these factors lead to greatness within organisations, and hence social long-term sustainability 
(Abid et al., 2021; Browning, 2018; Government Decision Fi2016/01355/SFÖ). 
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As introduced above and as the authors show further in the theoretical framework (see table 2.11 in 
chapter 2 for details), self-leadership has been put forward by many researchers as having positive 
outcomes. But this ideal view is not that ideal. One of the major limitations is how individuals succeed 
in maintaining self-leadership and dynamically practising self-leadership, which the authors henceforth 
explore more as part of the authors’ research problem.  
 
1.3 Maintaining and dynamically practising self-leadership: a research problem    
The limitation of the “long term” practice of self-leadership relates to the chain process of self-
leadership (Bracht et al., 2021), which lacks attention in recent days (Browning, 2018). It becomes 
central to understand the process behind self-leadership to better see how individuals and in turn 
organisations may fully benefit from it. For that, self-leadership may be described as a chain process 
that includes six major steps, as shown in model 1.1. 

 

Model 1.1. The chain process of self-leadership.  

From model 1.1, one can see that the first step begins with individuals becoming self-aware (Abid et 
al., 2021; Browning, 2018; Carden, Jones & Passmore, 2022; Knotts et al., 2021; Neck et al., 2020). 
This leads individuals to manage themselves, followed by self-leadership, and to lead themselves, where 
individuals practice self-leadership strategies (Goldsby et al., 2021; Neck et al., 2020). These strategies 
increase their self-efficacy, which results in positive and beneficial outcomes (Bracht et al., 2021; Knotts 
et al., 2021; Megheirkouni, 2018). The self-leadership chain process is about effectively leading oneself 
and others, but also about self-awareness, setting goals for oneself, honouring self, rejecting pessimism 
and being the change you want to see in the world (Browning, 2018). Personality traits cause variations, 
but based on self-awareness, individuals are capable of making self-evaluations of their behaviour, self-
administering of actions consequences, and estimating self-performance (Abid et al., 2021). To ease 
behavioural management, and self-manage unpleasant but necessary tasks, self-awareness can be 
increased by self-leading strategies (Bracht et al., 2021; Neck & Houghton, 2006). Self-awareness and 
self-management evoke self-leadership and self-leading strategies (Bracht et al., 2021; Knotts et al., 
2021; Megheirkouni, 2018; Neck et al., 2020), which are tools to lead oneself and help to make sense 
of what is needed to do, why it is needed and how to individuals or team (Neck et al., 2020). As 
individuals can exercise some control over perceived thoughts, emotions, motivation, and actions 
(Bandura, 1991), they can use different self-leading strategies as a mediator to increase self-efficacy 
beliefs and accomplish targeted objectives (Wood & Bandura, 1989). Self-leadership strategies generate 
positive emotions (Neck et al., 2020), and individuals accomplish personal effectiveness (Manz & Neck, 
2004; in Kalra et al., 2020) as well as contribute to a higher level of organisational effectiveness (Chen-
Ju, 2017). Individuals’ self-efficacy beliefs increase and provide beneficial outputs (Bracht et al., 2021; 
Chen-Ju, 2017; Knotts et al., 2021; Megheirkouni, 2018; Neck et al., 2020). 
 
The self-leadership chain process is of importance in multiple ways across different contexts, to 
individuals in particular, but also to have effective and self-efficacy teams, making organisations more 
socially sustainable and efficient (Browning, 2018; Goldsby et al., 2021; Marques-Quinteiro et al., 
2019; Ozyilmaz, Erdogan & Karaeminogullari, 2018; Wang et al., 2021) and hence achieves a more 
socially sustainable and efficient society at large (Government Decision Fi2016/01355/SFÖ). This 
process can be developed and learned (Browning, 2018; Neck et al, 2020). Research especially by 
Browning, (2018), Goldsby et al. (2021) Marques-Quinteiro et al. (2019), and Maykrantz et al. (2021) 
point out the difficulty of this process to be kept alive and sustain the process, though it is more 
important than ever to train people to be self-leaders who set priorities, take initiatives and solve 
problems (Browning, 2018).  Training in organisations has proven to be without long-term sustainable 
value, as individuals who do not practise self-leadership before the training are just doing so for a short 
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time, while individuals who practise self-leadership before did incorporate the training better into their 
work and life (Goldsby et al., 2021). 
 
From the discussion above, it is evident how organisations and society at large can become more 
efficient and socially sustainable by each individual exercising self-leadership and attaining self-
efficacy, which gives multiple beneficial outputs to individuals, teams, organisations and extension 
society at large. Therefore, the main challenge in sustaining this process is how to make it active and 
dynamic, which is defined as a state of motion that involves effort and action and is effectual and non-
passive in this thesis. If the chain process is not active, the chain process is not working (Bracht et al., 
2021; Knotts et al., 2021; Megheirkouni, 2018; Neck et al., 2020) and then individuals do not 
dynamically practise self-leadership strategies that are the core of sustainable effects (Abid et al., 2021). 
The authors’ main research question is thence: 
 

Why do individuals succeed in maintaining and practising an active chain process of self-
leadership? 

 
This research question coins the authors’ research problem as a result of a research gap in previous 
research. Indeed, the absence of understanding in theories is seen as a theoretical problem, while the 
lack of empirical data is an empirical problem (Söderbom & Ulvenblad, 2016). Previous studies (Abid 
et al., 2021; Browning, 2018; Goldsby et al., 2021) have also shown that recent guidance for individuals 
to actively practise the chain process of self-leadership in the long term is inadequate, why a practical 
problem is identified as well (Söderbom & Ulvenblad, 2016). By examining what it is that makes the 
chain process of self-leadership stay active, this study contributes to the self-leadership theory by 
gaining an understanding of why the process is kept active to achieve long-term beneficial outputs. By 
gathering experience from reality through the qualitative method of interviews of the individual 
practising self-leadership and experiencing the most common positive outputs from self-leadership (see 
table 2.10 in chapter 2), it becomes knowledge and empirical evidence in this thesis (Söderbom & 
Ulvenblad, 2016). The authors also contribute with empirical data and to the practical problem, as there 
is no recent study to gain an understanding of why the chain is kept active and sustainable over time, 
and thus contributes to the global effort to achieve long-term sustainability in the world. And thus all 
that connect to the authors’ aim of this study.  
 
1.4 Aim 
This study aims to understand why individuals sustain maintaining an active chain process of self-
leadership by dynamically practising self-leadership strategies, where they continue to be self-aware, 
manage and lead themselves, practice self-leadership strategies, attain self-efficacy and achieve 
beneficial outputs that in extension contribute to a more efficient and long-term sustainable society. To 
better understand what activates the chain process of self-leadership and creates the dynamic, the 
authors have developed a summarising model (see model 5.1 in chapter 5). 
 
1.5 Delimitations  
Multiple factors influence individuals, such as leadership styles (Chen-Ju, 2017; Goldsby et al., 2021; 
Salanova et al., 2020), organisational culture (Burr, 2015; Johnson et al., 2008; Odor, 2018) and 
structure (Bandura, 1991; Mintzberg, 1993), personality, and traits (Abid et al., 2021), but this thesis is 
limited to study individuals and their perceptions of why they succeed to maintain the chain process 
active. The thesis is thereby limited to not looking at those who do not exercise self-leadership, or those 
who are in the middle of the chain process but to look at those who feel that they have come a long way 
in the self-leadership chain process and experienced the benefits of it. Furthermore, the thesis is limited 
to analysing and understanding the chain process of self-leadership and how to activate it through four 
underlying theories, social cognitive, self-regulation, self-control, and intrinsic motivation, as they are 
the most commonly mentioned underlying theories the authors have identified in the literature review 
about the chain process of self-leadership. Hence theories such as positive psychology, self-influence, 
and psychological resources have not been paid attention to. The study is conducted in Sweden with 
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Swedish informants and authors, hence this thesis is based on Swedish cultures and perceptions, even 
though the study can be applied in a global context with international informants. 
 
1.6 Central keywords 
There are three central keywords in this thesis that are central and constantly recurring, namely active 
and dynamic, chain process of self-leadership, and strategies, which are all briefly described in this 
section. 
 
1.6.1 Active and dynamic   
An active and dynamic chain process of self-leadership is sustainable and promotes enduring, inclusive 
and sustainable economic growth with productive employment (Kalra et al., 2020; Neck et al., 2020; 
Salanova et al., 2020), contributing to more efficient and inclusive institutions (Browning, 2018; Neck 
et al., 2020). It also enables decent working conditions (Alnakhli et al., 2020) and people can realise 
their potential and have healthy and meaningful lives with feelings of well-being and competence (Neck 
& Houghton, 2006; Van Dorssen-Boog et al., 2020). The key might be found in the aim of this study, 
to understand why individuals sustain maintaining an active chain process of self-leadership by 
dynamically practising self-leadership strategies. The World Health Organisation (2018) defines 
physical activity as “any bodily movement produced by skeletal muscles that require energy 
expenditure” (p.14). Dictionary (2022) defines the word active as “being in a state of existence, 
progress, or motion”, whilst the word dynamic is physically interrelated to force, power and motion. 
The authors hence define active and dynamic as a state of motion that involves effort and action and is 
effectual and non-passive. 
 
1.6.2 Chain process of self-leadership  
It is distinct that self-leadership takes part in a chain process, which starts with individuals getting self-
aware (Abid et al., 2021; Bracht et al., 2021; Browning, 2018; Carden et al., 2022; Knotts et al., 2021; 
Neck et al., 2020). Followed by individuals managing and leading themselves, with the help of self-
leadership strategies (Bracht et al., 2021; Knotts et al., 2021; Megheirkouni, 2018; Neck et al., 2020), 
which conducts individuals to attain a higher level of self-efficacy (Bracht et al., 2021; Knotts et al., 
2021; Megheirkouni, 2018) and in extension achieve multiple beneficial outputs. The chain process of 
self-leadership is illustrated in the authors’ model 1.2 below. 

 

Model 1.2. A desired long-term sustainable active chain process of self-leadership. 

1.6.3 Strategies 
The chain process of self-leadership consists of several different strategies for leading oneself and 
strategy is about customising a collection of activities to accomplish a certain outcome (Porter, 1996). 
According to Neck et al. (2020), every individual is their leader and is able to lead and influence 
themselves through different strategies. The strategies can be of behavioural, cognitive or naturally 
rewarding character (Neck et al., 2020). These self-leadership strategies are central in this thesis as they 
take a crucial part in the chain process of self-leadership. 
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1.7 Disposition of thesis 
The thesis is arranged in a total of five chapters, see model 1.3 for details.   

 

Model 1.3 Disposition of thesis.
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2. Literature review   
Based on the authors’ purpose, this chapter first reviews the steps of the self-leadership chain process 
(2.1), namely, self-awareness, self-management, self-leadership, self-leadership strategies, self-
efficacy, and outputs. This chapter also brings forth underlying theories (2.2) to better understand the 
central mechanisms leading to an active chain process and dynamic practices of self-leadership 
strategies. At the end of this, the chapter connects both the process and the theories to present the 
theoretical framework of this thesis (2.3). 
 
2.1 The chain process of self-leadership: six steps      
This section examines the steps and concepts within the chain process of self-leadership as presented 
in model 2.1. Self-leadership is defined in multiple ways (see table 3.1 in chapter 3), but this thesis 
distinguishes the different concepts and their role within the identified chain process of self-leadership 
and hence identifies the different definitions of self-leadership to be parts of the chain process.  

 

Model 2.1 The concepts within the chain process of self-leadership.  

2.1.1 Self-awareness     
The chain process of self-leadership starts with the individual becomes self-aware (Bracht et al., 2021; 
Hamill, 2011; in Browning, 2018; Knotts et al., 2021; Neck et al., 2020), where self-awareness is a 
critical component (Carden et al., 2022), why the self-awareness factor is of importance (Abid et al., 
2021). Becoming self-aware is central and a beginning for self-leadership development (Bracht et al., 
2021; Knotts et al., 2021; Neck et al., 2020). In 1972, self-awareness was perceived by Duval and 
Wicklund (in Carden et al., 2022) to have two dimensions, subjective self-awareness and objective self-
awareness, where the first is a state of consciousness and focuses on events outside the individual and 
the latter focuses on the self. Recently in 2022 Carden et al. screened 442 290 papers about self-
awareness, self-consciousness and self-knowledge, three concepts that are often confused, to find a 
common definition of self-awareness. It is thus of importance to clarify the concepts, where self-
knowledge is a product of self-awareness and self-consciousness is primarily defined from an 
intrapersonal perspective that focuses on the internal state, while self-awareness has a more holistic 
meaning according to Carden et al.s’ (2022) findings. Self-consciousness and self-knowledge are 
thereby a part of self-awareness (Carden et al., 2022).  
 
Self-awareness consists of three themes: the components of self-awareness (that are categorised by 
intrapersonal and interpersonal factors), how to be self-aware (that consists of self-evaluation, process 
and attention) and the purpose of self-awareness (that consists of understanding self and the impact of 
others) (Carden et al., 2022). Practise critical self-reflection is considered long-term sustainable as a 
leader (Eweje & Bathurst, 2017) and self-observation is evident that it heightens individuals’ self-
awareness, which serves as guidance in why and when the individual involves in productive or 
unproductive behaviours as well as it gives information of current behaviours (Kalra et al., 2020).  
 
Self-awareness consists of other components such as feedback, observing others, beliefs, values, 
motivation, and psychological response, and findings show the importance of creating a psychologically 
safe place to process feedback and to share vulnerabilities for self-awareness to enhance (Carden et al., 
2022). Ashley and Reiter-Palmon (2012; in Carden et al., 2022) argue self-awareness is a trait and can 
be developed, but it is a challenge because of self-serving bias (Duval & Silvia, 2002; in Carden et al., 
2022) and self-deception (Showry & Manasa, 2014; in Carden et al., 2022). Kellerman (2004) argues 
traits matter because it enables individuals to understand why themselves and others behave as they do. 
High self-awareness is beneficial to individuals and contributes to better decision making, more 
effective leaders, and more effective teamwork (Carden et al., 2022). Self-awareness in relation to self-
efficacy can be seen as a way to increase leadership effectiveness (Caldwell & Hayes, 2016; in Carden 
et al., 2022). 
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Self-awareness itself is even seen as a process (Ashley and Reiter-Palmon, 2012; in Carden et al., 2022; 
Rasheed et al., 2020), which theoretically indicates it is conceivable to establish a step-by-step guide 
on how to develop self-awareness (Carden et al., 2022). Carden et al. (2022) and Rasheed et al. (2020) 
argue the process of developing self-awareness is dynamic and a running developmental process, and 
Dulewicz and Higgs (2000; in Carden et al., 2022) establish self-awareness as an emotional intelligence 
capability that can be trained and developed (Ashley & Reiter-Palmon, 2012; in Carden et al., 2022; 
Rasheed et al., 2020). To develop, individuals can practise behaviour focused strategies to heighten 
their self-awareness (Houghton & Neck, 2002; Proios et al., 2020; Megheirkouni, 2018; Sesen et al., 
2017), which encourage them to set behaviour-altering goals (Kalra et al., 2020).  
 
The recent definition of self-awareness in 2022 by Carden et al. is a basis for the one used in this thesis 
and reads as follows: 
 

“Self-awareness consists of a range of components, which can be developed through focus, 
evaluation and feedback, and provides an individual with an awareness of their internal 
state (emotions, cognitions, physiological responses), that drives their behaviours (beliefs, 
values and motivations) and an awareness of how this impacts and influences others.” 
(p.164) 

 

 
Table 2.1 Self-awareness. 

2.1.2 Self-management 
Manz and Sims (1980) introduced self-management as a part of self-leadership (Byun, Park & Park, 
2020; Furtner et al., 2015; Goldsby et al., 2021; Houghton & Neck, 2002; Knotts et al., 2020) thus the 
chain process, where self-management theory is about self-control without external repression (Chen-
Ju, 2017) and can be described as a process that might be encouraged and maintained by suitable long-
term consequences (Manz & Sims, 1980). Effective self-management is beneficial for individuals and 
hence organisations (Kotzé, 2021; Manz & Sims, 1980), with positive outcomes such as organisations 
do not need serving managers if the employees practise self-management (Luthans & Kreitner, 1975; 
in Manz & Sims, 1980; Van Dorssen-Boog, 2020) and individuals know their strengths (Drucker, 1999; 
in Browning, 2018). According to Drucker (1999; in Browning, 2018), it is important to encourage 
individuals to practise self-management, as it is seen as an investment for the future and they then serve 
as role models for others who want to exercise self-management (Manz & Sims, 1980; Maykrantz et 
al., 2021).  
 
Strategies for self-management of behavioural and cognitive character help individuals to consciously 
manage, organise and sort their thoughts and behaviour to be more successful (Bandura, 1986, 1991; 
Chen-Ju, 2017; Goldsby et al., 2021; Neck & Houghton, 2006; Van Dorssen-Boog et al., 2020). Also 
motivate oneself and structure the work environment (Manz, 1986). Self-management has an extrinsic 
motivation, based on self-regulation and self-control (Chen-Ju, 2017; Goldsby et al., 2021; Neck & 
Houghton, 2006), and focuses on behaviour and accomplishing targeted goals (Xunwen, Yiwen & Sha, 
2019). Strategies presented by Manz and Sims in 1980 are environmental planning and behavioural 
programming, where the first is about changing the situational factors before performing something, for 
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example, rearranging the desk to not face the door, reducing chat time spent with coworkers. The latter 
is about self-administration of consequences depending on the result of goals responses, such as 
rewarding oneself after a sale (Manz & Sims, 1980). Recently mentioned self-management strategies 
are observation, goal setting, reward and punishment (Breevaart, Bakker & Hetland, 2014; in Kotzé, 
2021; Goldsby et al., 2021). Self-management emphasises rewards when something is finished, such as 
self-praise and external recognition (Manz, 1986). Self-management focuses on how the individual 
affects self to achieve stated objectives (Goldsby et al., 2021) and in crises where time is scarce, it is 
not beneficial to develop self-management skills (Manz & Sims, 1980; Marques-Quinteiro et al., 2019), 
but can be beneficial in the absence of a leader (Manz & Sims, 1980). Self-management is about what 
should be done and why (Xunwen et al., 2019), how to influence one’s behaviour, and easing not 
naturally motivated behaviours that must be done (Goldsby et al., 2021; Manz, 1986). Individuals can 
use self-management strategies such as observation, goal setting, reward and punishment (Breevaart, 
Bakker & Hetland, 2014; in Kotzé, 2021; Goldsby et al., 2021).  
 
Ineffective self-management may occur when individuals fail in situations that could be prevented with 
their initiatives (Manz & Sims, 1980), such as when they set unrealistic high goals and causes frustration 
rather than motivation to achieve goals (Neck et al., 2020; Thoresen & Mahoney, 1974; in Manz & 
Sims, 1980). Self-management is beneficial when it comes to more complex analytical, creative and 
intellectual tasks (House, 1979; in Manz & Sims, 1980), but can fail when there are no clear self-
instruction and no direct consequences for the behaviour (Bandura, 1969; in Manz & Sims, 1980). There 
is a connection between self-management and self-efficacy, where self-efficacy contributes to the level 
of performance and its quality (Bandura & Locke, 2003; in Megheirkouni, 2018).  
 

 
Table 2.2 Self management.  

2.1.3 Self-leadership 
Self-leadership fundamentally is an internal process where the individual influences self (Bracht et al., 
2021; Browning, 2018; Chen-Ju, 2017; Knotts et al., 2021; Neck et al., 2020). When the individual has 
set objectives, self-leadership is broader than self-management and takes the process one step further, 
as chases a purpose and meaning for a future-oriented self-direction (Goldsby et al., 2021; Manz, 1986; 
Xunwen et al., 2019) and includes an intrinsic motivation focus (Kalra et al., 2020; Megheirkouni, 2018; 
Proios et al., 2020; Sesen et al., 2017). Self-leadership research shifts the focus of leadership from a 
top-down process to a process that comes from within and out (Knotts et al., 2021), showing individuals’ 
self-leadership practices start with an internal developmental process (Bracht et al., 2021) to lead from 
within (Daskal, 2017; in Browning, 2018), and hence connected to inner motivation (Zhang & Bartol, 
2010; in Chen-Ju, 2017). Daskal (2017; in Browning, 2018) gives some specific guidelines for leading 
from within, such as leading by example, embracing new ideas and opportunities, doing what is right, 
not what is easy and being the change you want to see in the world, and so on. Van Dorssen-Boog et al. 
(2020) argue that self-leading individuals are assumed to have the ability to take initiative and 
responsibility for their motivation improvement and well-being in general and assume to do so through 
self-leadership strategies. There are three dimensions of strategies to increase the performance of 
leading oneself: behaviour-focused, natural reward and constructive thought-oriented (Abid et al., 2021; 
Maykrantz et al., 2021; Megheirkouni, 2018; Sesen et al., 2017; Wang et al., 2021).  
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Goldsby et al. (2021) argue that self-leadership can improve individuals’ subjective impression of their 
work, regardless of organisation and management, as they can take ownership of choices within the 
individual’s control through self-leadership. In addition, Neck et al. (2020) argue individuals need to 
have their motivation to be able to start taking action, especially if they are a leader of others or shall 
start a grand project. Leaders can fully serve the employees when they exercise self-leadership and self-
leadership helps leaders and employees enhance self-awareness, and discipline, and build stronger 
relationships (Browning, 2018). Husnatarina and Elia recently in 2022 described self-leadership as “a 
process of influencing oneself to build self-direction and self-motivation, which is needed to produce a 
good performance” (p.9). The definition of self-leadership used in this thesis is similar but expanded 
by the literature review. 
 

 
Table 2.3 Self-leadership.  

2.1.4 Self-leadership strategies   
Self-leadership strategies are tools to lead oneself in the chain process of self-leadership and help the 
individual to make sense of what is needed to be done, why it is needed and how (Neck et al., 2020). In 
self-leadership studies, there are three overall dimensions of self-leadership strategies (see model 2.2): 
behaviour-focused, naturally rewarding, and cognitive thought-oriented (Byun et al., 2020; Furtner et 
al., 2018; Goldsby et al., 2021; Kotzé, 2021; Kalra et al., 2020). It is common to focus studies on one 
of these dimensions of self-leadership strategies, which can result in limited insight, which is why all 
three dimensions are examined in this thesis, as they should be (Van Dorssen-Boog et al., 2020).  

  

Model 2.2 Self-leadership strategies examined in this thesis. 

Strategy is to tailor a set of activities to achieve a certain result (Porter, 1996) and Neck and Houghton 
(2006) argue that “self-leadership represents a unique constellation of strategies” (p.275). In 1980, 
Manz and Sims explicated strategies to manage oneself such as self-observation, specifying goals, 
incentive modification, and rehearsal, which may be seen as the foundation of the self-leadership 
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strategies developed recently (Manz & Neck, 2004; in Abid et al., 2021). The foundation of self-
leadership strategies is for individuals to influence and lead themselves to accomplish set goals (Bracht 
et al., 2021; Neck & Houghton, 2006), be motivated and be self-directing (Abid et al., 2021). The 
context may affect what self-leadership strategies are helpful or harmful in that certain situation 
(Bendell, Sullivan & Marvel, 2019), but self-leadership strategies are means to gain success and be 
successful (Abid et al., 2021). When practising self-leadership strategies, individuals are good role 
models to others besides the fact that they enjoy their work more, increase their job performance and 
have a proactive approach (Furtner et al., 2015). 
 

     

 
Table 2.4 Self-leadership strategies. 

2.1.4.1 Behaviour-focused strategies    
Neck et al. (2020) argue that behaviour-focused strategies are divided into subcategories of world-
altering and self-imposed. The world-altering strategies consist of strategies such as using reminders 
and attention focusers, as removing negative cues and increasing positive cues (Neck et al., 2020,). In 
general it is called self-cueing strategies (Abid et al., 2021; Bendell et al., 2019; Bracht et al., 2021; 
Maykrantz et al., 2021). The self-imposed strategies cohere with self-observation, self-goal setting, 
purpose, self-rewarding, self-punishment, and practice strategies (Neck et al., 2020). Behaviour-
focused strategies provide directional cues to action (Kotzé, 2021; Maykrantz et al., 2021), improve 
creativity (Panagopoulos & Ogilvie, 2015; in Chen-Ju, 2017), increase awareness (Abid et al., 2021), 
prevent problematic behaviours (Wang et al., 2021) and encourage desirable behaviours (Knotts et al., 
2021; Manz, 2015; in Kotzé, 2021) while constraining negative and disadvantageous behaviours that 
conduct discrepancy of desired results (Knotts et al., 2021).  
 

 
Table 2.5 Behaviour-focused strategies. 

Self-observation strategy 
Bracht et al. (2021) argue the chain process of self-leadership most likely starts with self-observation, 
which is required for the individual to increase the self-awareness and identify goals, be able to change 
inefficient behaviours and enhance the ability to discover alternate pathways (Abid et al., 2021; Bracht 
et al., 2021; Kotzé, 2021). It enables individuals to systematically gather information on behaviour, 
feelings and thoughts (Abid et al., 2021; Manz & Sims, 1980) and strategically be aware of when and 
why they undertake what specific behaviours (Bracht et al., 2021), enabling them to monitor and analyse 
the behaviours, to see if any change is needed (Abid et al., 2021). This is the basis for self-evaluation 
(Manz & Sims, 1980) in which individuals intentionally can observe and evaluate their performance 
and take actions to meet desired levels (Abid et al., 2021) and reinforce self (Manz & Sims, 1980). 
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Table 2.5.1 Behaviour-focused self-observation strategy. 

Self-goal setting strategy 
Bracht et al. (2021) argue the self-goal setting strategy is likely to follow the self-observation strategy, 
where specifying goals is a technique to effectively manage oneself (Manz & Sims, 1980) and an 
important strategy to shape priorities and enhance self-motivation to achieve the tasks (Abid et al., 
2021). Mahoney and Arnkoff (in Manz & Sims, 1980) argued in 1979 that a self-goal setting strategy 
is more efficient if the objectives are pronounced, focus on change in behaviour, and are short-term. 
This statement is valid even in recent days (Abid et al., 2021; Neck et al., 2020) and is seen as a 
capability of setting self-goals that make the individual want to accomplish the objective short term. In 
addition Neck et al. (2020) argue it is of importance to set both long- and short-term goals, as the long-
term goals give a vision of the destination, and the short-term goals support the individual to go there. 
Self-goal setting strategy refers to setting and working towards goals (Bracht et al., 2021) to improve 
performance as a self-regulative tool that holds the great reinforcing capacity to lead to further goals 
(Mahoney & Arnkoff 1979; in Manz & Sims, 1980). Specific goals enhance the performance (Latham 
& Yukl, 1975; in Manz & Sims, 1980; Neck et al., 2020; Swann et al., 2021) if not too challenging, 
then they can cause negative emotions, stress and reduced self-efficacy (Swann et al., 2021). Self-goal 
setting strategy is applicable both in personal and professional cases (Abid et al., 2021; Neck et al., 
2020) and when combined with a self-rewarding strategy, it energises the individual to fulfil tasks 
(Manz & Neck, 2004; in Abid et al., 2021). 
 

 
Table 2.5.2 Behaviour focused self-goal setting strategy. 

Purpose strategy 
The individual’s purpose, as in reasons for existence and aims in life, determines the individual’s long-
term objectives (Neck et al., 2020). Neck et al. (2020) argue it is founded on the individual’s sense of 
questions such as ‘who am I? Where do I come from? What am I meant to do? And where am I going’? 
and can be seen as individuals’ central core or essence, the deepest dimension of themselves. Neck et 
al. (2020) argue it can take time and be demanding for individuals to find their purpose but when they 
do, it is easier to organise life and use it as a daily guide. True happiness can be reached when individuals 
accomplish goals that reflect their purpose in life (Neck et al., 2020). Additionally, Neck et al. (2020) 
state the satisfaction of living a life where individuals truly believe they bring meaning with their 
actions, is in itself self-rewarding. 
 

 
Table 2.5.3 Behaviour focused purpose strategy. 

Self-rewarding strategy 
Self-rewarding strategy refers to using rewards to oneself as a tool “to encourage or discourage 
behaviours” (Abid et al., 2021, p.302), to motivate the individual to accomplish goals and is valuable 
in that process (Abid et al., 2021). Individuals can influence their actions positively toward desired 
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behaviours by both mental and physical self-rewards (Neck et al., 2020). Additionally, Abid et al. 
(2021) give examples of self-rewards, such as praising oneself for doing a good job or a vacation when 
completing a challenging objective. This can be compared with incentive modification strategies 
acknowledged by Manz and Sims in 1980 which were based on self-evaluation and divided into self-
reinforcement and self-punishment. Bandura (1969; in Manz & Sims, 1980) states that reinforcing 
oneself and gaining self-control are equal to the reinforcers that are socially gained from others but 
more powerful and assumes individuals proceed with self-reinforcement if reinforced externally. Neck 
et al (2020) argue individuals have an alternative, they can focus on what they do right and thus reinforce 
themselves or focus on what they do wrong and thus punish themselves. It is beneficial to have more of 
a self-rewarding approach as if they consistently are self-critical it hurt self-esteem, enthusiasm, and 
enjoyment in life (Neck et al., 2020).  To be a truly efficient self-leader, it is of importance to master 
the self-rewarding strategies (Neck et al., 2020). 
 

 
Table 2.5.4 Behaviour focused self-rewarding strategy. 

Self-punishment strategy 
Self-punishment strategy are similar to self-rewarding strategy as they both are based on self-evaluation 
by individuals and a desire to correct or change a behaviour for the better, as well as the strategies are 
each others’ contrariety with a positive versus negative resonance (Abid et al., 2021; Neck et al., 2020). 
Abid et al. (2021) argue that a self-punishment strategy can be used as a tool for self-correction of 
behaviour, which includes being self-critical and doing self-evaluations to correct actions of failing, 
inefficacy, or substandard achievements. Neck et al. (2021) agree that self-punishment includes a 
practice of negative consequences to diminish unwanted behaviours, where individuals can handle 
problems constructively if they study them, but argue self-punishment strategies are not efficient to 
control their behaviour of themselves. Instead, Neck et al. (2020) advocate for individuals to really be 
self-observing and identify what rewards support the undesired behaviour to remove them, and instead 
when they are doing something good apply self-rewards. 
 

 
Table 2.5.5 Behaviour focused self-punishing strategy. 

Self-cueing strategy 
Self-cueing strategy is using reminders that focus attention and effort on what is personally important 
to the individual to accomplish and work as a motivational factor when reminding of the rewards 
connected to the achievement (Abid et al., 2021; Neck et al., 2020). The individual can use physical 
cues (Neck et al., 2020), such as notes, images, lists or motivational posts (Abid et al., 2021; Bracht et 
al., 2021), to follow up on goal fulfilment and to remain motivated (Bracht et al., 2021). By practising 
self-cueing and self-rewarding strategies, self-observation and self-goal setting strategies are enhanced 
(Abid et al., 2021). Neck et al. (2020) argue it is a challenge to find what reminders and self-cueing 
strategies work the best for oneself and to strategically make use of them. To place physical elements 
connected to a goal or targeted achievement in the centre of close surroundings is a powerful cue (Neck 
et al., 2020).   
 
Individuals can strategically alter the elements in their surroundings by identifying what cues surround 
them and what behaviours they promote to further remove cues that encourage destructive or 
unproductive behaviour and increase cues which tend to encourage positive, desired behaviours (Neck 
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et al., 2020). By that, individuals strategically design their surroundings by choosing elements to alter 
and Neck et al. (2020) argue that besides physical items, people and the organisation surrounding 
individuals are important choices as self-cueing strategies, due to the impact and influences they have 
on oneself. When individuals choose an organisation based on its culture and choose what people 
surround themselves with, individuals create positive cues to improve their behaviour (Neck et al., 
2020). 
 

 
Table 2.5.6 Behaviour focused self-cueing strategy. 

Practice strategy 
A final behaviour-focused strategy is presented by Neck et al. in 2020 as practice, previously presented 
as rehearsal in 1980 by Manz and Sims. Practice can be done both physically and mentally, and by 
going through activities and actions before actually performing them, individuals can discover flaws 
and make corrections (Neck et al., 2020; Manz & Sims, 1980). Manz and Sims (1980) state that practice 
is beneficial for individuals when self-managing behaviours. It is more important to practise the more 
important the activity is and can be a powerful tool as a strategy to advance a behaviour (Neck et al., 
2020). It can be done in public or privately (Neck et al., 2020; Kazdin. 1974; in Manz & Sims, 1980). 
When practice is done by individuals secretly, it can produce self-confident behaviour (Kazdin, 1974; 
in Manz & Sims, 1980) and allow individuals to practice until the desired achievement is accomplished 
(Mahoney & Arnkoff, 1979; in Manz & Sims, 1980). Mahoney and Arnkoff (1979; in Manz & Sims, 
1980) argue that practice is a systematic practice of the desired achievement, but the challenge for 
individuals is to practise systematically as a part of a strategy according to Neck et al. (2020). 
 

 
Table 2.5.7 Behaviour focused practice strategy. 

2.1.4.2 Natural rewarding strategies 
Naturally rewarding strategies focus on creating more pleasant and enjoyable features into activities, 
to make a task rewarding in itself (Abid et al., 2021; Bracht et al., 2021; Neck et al., 2020) and 
intentionally focus thoughts on what is naturally rewarding in activities individuals have (Neck et al., 
2020). To be self-leading, individuals need to identify what aspects they naturally enjoy in line with 
their ambition to try to increase those (Neck et al., 2020) and address observations towards the 
rewarding aspects of given tasks and activities (Abid et al., 2021). Neck et al (2020) argue rewards can 
be divided into two kinds, externally or internally administered. Externally administered include kudos, 
wage increases, job promotion, rewards and financial bonuses, and internally administered consists of 
rewards which are so tightly bound to given tasks or activities that they can not be separated (Neck et 
al., 2020). Rewarding strategies ground motivation into activities and tasks (Manz, 2015; in Kotzé, 
2021), and when individuals enjoy them, it enhances their inner motivation while striving toward 
targeted goals (Abid et al., 2021). Alternatively, individuals can focus on externally administered 
motivation factors by imagining that reward (Neck et al., 2020).  
 
Individuals using natural rewarding strategies can be successful as it deduces the motivation needed 
(Neck et al., 2020) and individuals also challenge problems by facing them and transforming them into 
motivators (Amundsen & Martinsen, 2015; in Abid et al., 2021). Mastering natural rewarding strategies 
make individuals feel like they never have to work a day in their life (Neck et al., 2020), as they are 
making work rewarding by setting focus on its enjoyable and pleasing features (Norris, 2008; in Kotzé, 
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2021). When tasks lack natural or intrinsic rewards it may be helpful to practise self-rewarding 
strategies, as suggested by self-management and is an extrinsic motivational driver, though it is possible 
to find some natural reward in almost every task or activity (Neck & Houghton, 2006). In general, 
natural rewarding strategies are more effective than others and hence are preferable within the self-
leadership chain process (Neck & Houghton, 2006).  
 
The naturally rewarding tasks and activities help individuals to feel self-control (or self-determining), 
feel more competent and additionally add a sense of purpose (Abid et al., 2021; Neck et al., 2020). Neck 
et al. (2020) argue that when accomplishing a challenging task or activity can be naturally rewarding as 
individuals can experience feelings of competence and self-controlling. External rewards of some kind 
are frequently bound to activities that increase individuals’ feelings of competence (Neck et al., 2020). 
Abid et al. (2021) argue natural reward strategies have an impact on individuals’ exhilaration and ability 
to work productively and efficiently. Health and job performance can be highly improved by creating 
natural rewards for work, tasks, and activities and by individuals living by their sense of purpose (Neck 
et al., 2020). Helping others or expressing goodwill often provide a sense of purpose to individuals, but 
what provides individuals with purpose can be challenging to discover (Neck et al., 2020). 
 

 
Table 2.6 Natural rewarding strategies. 

2.1.4.3 Constructive thought-oriented strategies 
Constructive thought-oriented strategies primarily consist of three kinds of strategies; self-talk, mental 
imagery or vision which visualises positive performance, and evaluating beliefs and assumptions (Abid 
et al., 2021; Alnakhli et al., 2020; Bracht et al., 2021; Neck et al., 2020). Neck et al. (2020) further 
discuss strategies such as mental practice, thought patterns and opportunity or obstacle thinking. 
Bandura (1991) states individuals’ ability to be prudent, make reflective self-assessments and have self-
reaction gives cognitively based motivational factors a prominent place when they take personal actions. 
For individuals to be more successful in their ambitions, self-management in the shape of consciously 
managing and organising thoughts, behaviour and environment is important (Goldsby et al., 2021) and 
this can all be controlled in the human mind by what is chosen to think of and give attention as well as 
how individuals think about it (Neck et al., 2020).  
 
Constructive thought pattern strategies can successfully be used to lead oneself in difficult situations 
(Alnakhli et al., 2020; Houghton & Neck, 2002), as well as be used for diminishing dysfunctional and 
undesirable habits of thinking and perceiving the world, to establish more positive thoughts and desired 
actions and behaviours (Abid et al., 2021; Kotzé et al., 2021; Alnakhli et al., 2020). Kanfer and 
Ackerman (1989; in Alnakhli, 2020) argue that when individuals are practising thought-oriented 
strategies and are self-monitoring by prompts from internal or external forces, changes in behaviours 
are possible. In extension, new ways of thinking can be developed as well as new habits that improve 
performance significantly (Abid et al., 2021; Maykrantz et al., 2021; Neck & Houghton 2006; Neck et 
al., 2020). They hence play a positive and vital role as self-leading abilities (Singh et al., 2017; in 
Alnakhli et al., 2020). The strategies are powerful tools (Alnakhli et al., 2020) and not just performance 
can be improved from constructive thought pattern strategies, but also individuals’ efficacy, optimism, 
hope, and resilience beliefs (Alnakhli et al., 2020; Maykrantz et al., 2021) and help individuals to reach 
targeted goals (Panagopoulos and Ogilvie, 2015; in Alnakhli et al., 2020). 
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Table 2.7 Constructive thought-oriented strategies. 

Evaluation of beliefs and assumptions strategy 
The practice and strategy to evaluate beliefs and assumptions involve the evaluation of thought patterns 
and habits that are developed by individuals to transform unfavourable beliefs and assumptions into 
more profitable ones (Abid et al., 2021; Neck et al., 2020). Ho and Nesbit (2009; in Abid et al., 2021) 
believe that particularly self-destructive thoughts are important to investigate as they distract individuals 
from performing successfully. There are eleven dysfunctional categories of thinking that Neck et al. 
(2020) list and argue individuals need to deal with these thoughts and replace them with more efficient 
and expedient thoughts and beliefs. The dysfunctional categories of thinking are the following (Neck et 
al., 2020):  
(1) Extreme thinking, when they see things in black or white,  
(2) overgeneralization, when they generalise negative results as a never-ending pattern,  
(3) mental filtering, when they only see the negative aspects or details,  
(4) disqualification of the positive, when they mentally disqualifies experiences of positive character 
to have any relevance or significance,  
(5) mind reading, when they makes negative conclusions without concrete proof,  
(6) fortune-telling, when they high-handed assumes things will end up badly,  
(7) magnifying and minimising, when they magnifying negative aspects and minimising the positive 
ones,  
(8) emotional reasoning, when they based on negative feelings interpret the reality,  
(9) use of should statements, when they uses terms such as must, should, must not or should not to 
manage themself to do things,  
(10) labelling and mislabeling, when they uses negative labels to describe themself, others, or events, 
and  
(11) personalisation, when they see themselves as the reason for negative events or outcomes occurs 
without being responsible for causing it. 
 

 
Table 2.7.1 Constructive thought-oriented evaluation of beliefs and assumptions strategy. 

Self-talk strategy and vision strategy 
Positive self-talk, as well as vision or mental imagery of coming fortune, are encouraged by constructive 
thought-oriented strategies (Abid et al., 2021) of which individuals benefit from making a habit to 
practise (Neck et al., 2020). Self-talk is a mental technique (Neck et al., 2020) where individuals talk 
out loud or silently to themselves and contain mental self-evaluations (Abid et al., 2021; Neck et al., 
2020; Neck & Houghton, 2006). Neck et al. (2020) argue practising self-talk strategies can help 
individuals increase their performance just by talking to themselves in positive ways. The constructive 
thought-oriented strategy of mental imagery contains visualising accomplishments that are to come in 
the near or distant future (Abid et al., 2021) and these thoughts can be self-fulfilling when the imagined 
state is created positively (Neck et al., 2020). Abid et al. (2021) argue it increases the probability for 
individuals to accomplish the given task efficiently because they have prepared themselves before the 
start. The attitude and vision are cornerstones for greatness, and it is of importance for individuals to 
take responsibility for what they think and do to acquire personal effectiveness (Neck et al., 2020). 
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Table 2.7.2 Constructive thought-oriented self-talk strategy. 

 

Table 2.7.3 Constructive thought-oriented vision strategy. 

Strategies of mental practice, thought patterns and opportunity or obstacle thinking 
Strategies discussed by Neck et al. (2020) are mental practice, thought patterns and opportunity or 
obstacle thinking. Mental practice includes imagining how to complete a task or an event in advance 
mentally, before performing it physically (Neck et al., 2020). By doing so, Neck et al (2020) argue it 
can increase individuals’ optimism as well as confidence because they already have seen the success 
take form before actually performing anything. The increased confidence further contributes to 
individuals having a better chance to succeed (Neck et al., 2020). It is important for individuals to 
manage habitual negative thinking as their mind is a powerful tool which can be used to accomplish 
great success (Neck et al., 2020).  
 
Neck et al. (2020) state that thought patterns include beliefs, imagined experiences and self-talk put 
together, and argue individuals develop habitual ways of thinking, which can be taken to advantage by 
individuals if the thoughts are managed beneficially. Individuals’ actions and how they feel about things 
are influenced by their distinct minds and can be designed by individuals themselves (Neck et al., 2020). 
Aurelius (n.d.; in Neck et al., 2020) states “our life is what our thoughts make it” (p.113), which 
indicates the power of thoughts within individuals (Neck et al., 2020).  
 
Individuals can hence develop an opportunity or obstacle thinking which is two different kinds of 
thinking patterns that can be used strategically (Neck et al., 2020). Opportunity thinking focuses on the 
opportunities and possibilities that occur in different situations or challenges, while obstacle thinking 
focuses on the pitfalls and holdbacks of undertaking new ventures (Neck et al., 2020). If adopting a 
pattern of opportunity thinking, then even in the least likely situations possibilities can be found, and is 
beneficial to every individual (Neck et al., 2020). 
 

 
Table 2.7.4 Constructive thought-oriented mental practice strategy. 

 
Table 2.7.5 Constructive thought-oriented thought patterns strategy. 

 
Table 2.7.6 Constructive thought-oriented opportunity or obstacle thinking strategy. 

2.1.4.4 Summary of the subchapter self-leadership strategies  
To summarise self-leadership strategies, Neck et al. (2020) state individuals construct the physiological 
atmosphere in which they live and experience by searching for positive or negative aspects of people 
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or situations. The self-leadership of individuals can be improved if individuals have a systematic 
approach to their efforts and consider the connection between behaviour and thoughts, to focus on both 
(Neck et al., 2020). The self-influence is of importance for individuals to manage, lead and control 
themselves and find suitable strategies for individuals themselves, to accomplish targeted objectives 
and tasks (Abid et al., 2021). Self-leadership strategies help individuals in different ways and need to 
be considered as a whole for individuals to be able to manage themselves to personal effectiveness 
(Neck et al., 2020). Table 2.8 gives all of the definitions in the following: 
Table 2.8 Definitions of self-leadership strategies. 

 
 
2.1.5 Self-efficacy  
Self-efficacy aims to believe in one’s capabilities, abilities and control that impact self-regulatory 
processes by being capable to motivate, act and use the cognitive resources needed (Bandura, 1991; in 
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Furtner et al., 2015; Bracht et al., 2021; Wood & Bandura, 1989). Self-efficacy beliefs are central 
because of four different factors, whereby the first determines if individuals pursue goals and tasks or 
not, the second is how they manage different situations, the third is how much effort and perseverance 
individuals are into goal pursuit and the fourth is how they manage setbacks (Furtner et al., 2015). 
Perceived self-efficacy reflects positive beliefs in oneself and this belief enables individuals to execute 
difficult tasks or manage different setbacks (Schwarzer, 1992; in Schwarzer & Jerusalem, 1995). It also 
eases goal-setting, effort investment and persistence of different barriers (Schwarzer & Jerusalem, 
1995). Recently in 2021, it is stated that self-efficacy perceptions affect ambitions, effort, and thought 
patterns and allow people to persevere when facing difficulties (Abid et al., 2021). Optimistic thought 
patterns make it possible for individuals to have a better sense of personal control and increase their 
self-efficacy perceptions, which endorse the chain process of self-leadership progress (Stewart, 
Courtright & Manz, 2011; in Abid et al., 2021). There is an interrelationship between the chain process 
of self-leadership and self-efficacy, as they both contribute to enhancing each other (Abid et al., 2021; 
Furtner et al., 2015; Megheirkouni, 2018; Neck & Houghton, 2006).  
 
Self-efficacy is a deep-rooted motivational trait (Bandura, 1977, 1982; in Kalra et al., 2020) and has 
been generally accepted as one of the most important key mechanisms of human performance according 
to social cognitive theory (Abid et al., 2021; Peterson & Arnn, 2005; in Kalra et al., 2020). Multiple 
studies indicate self-efficacy is related to behavioural parts in the self-leadership chain process and 
hence related to performance (Kalra et al., 2020). For instance, Wang et al.s’ (2021) study exhibits low 
self-efficacy as one prime cognitive factor behind procrastination among students. In social cognitive 
theory, self-efficacy beliefs influence the cognitive mechanisms that drive the behaviour (Bandura, 
1986; in Abid et al., 2021). Boosting one’s self-efficacy is crucial because it enables individuals to 
persevere when something is difficult (Abid et al., 2021). Organisations that enhance and promote 
individuals’ constructive cognition and self-efficacy thrive at work, which can be favourable for the 
long-term sustainability of organisations (Abid et al., 2021; Government Decision Fi2016/01355/SFÖ). 
To have all the attitudinal and behavioural benefits of self-efficacy, Ozyilmaz et al.s’ (2018) study 
indicates it is important for co-workers to have high self-efficacy and trust in the organisation. In 
addition, Bendell et al. (2019) state the main determinant factor of both confidence and performance 
that leads to effective self-regulation, enhanced achievement and increases self-efficacy levels is self-
talk. Self-efficacy is associated with what individuals have achieved in prior experiences, this in turn 
develops a good circle of self-efficacy and performance (Bracht et al., 2021). Additionally, Houghton 
et al. (2003) argue individuals’ effort and performance can be sustained when perceptions of their self-
efficacy are positive. 
 
Studies exhibit that self-leadership and self-leadership strategies are important for both individuals and 
teams to attain self-efficacy and thus achieve several positive outcomes (Abid et al., 2021; Houghton et 
al. 2003; Neck et al., 2020; Xunwen et al., 2019). Salanova et al.s' (2020) findings suggest the individual 
team member’s self-efficacy development also is connected to group-level factors and constructions. 
Individuals are affected by the group in their self-efficacy development (Salanova et al., 2020; 
Houghton et al., 2003) and is of importance as recent studies also indicate self-efficacy as a mediator 
of self-leadership and beneficial outputs (Bracht et al., 2021; Knotts et al., 2021; Maykrantz et al., 2021; 
Megheirkouni, 2018), and that self-leadership and self-efficacy are closely interlinked, where the self-
efficacy enhances through self-leadership strategies (Knotts et al., 2021). 
 
In summary, self-efficacy has a positive influence on individuals’ well-being, motivation, work 
engagement, and performance, and helps to manage demands placed on them (Salanova et al., 2020). It 
has its roots in social cognitive theory and thereby is influenced by social contexts and social learning 
by observation and replication of behaviours and beliefs (Newman et al., 2019). Self-efficacy is defined 
by Wood and Bandura in 1989 (p.364; in Bracht et al., 2021) as “people’s beliefs in their capabilities 
to mobilise the motivation, cognitive resources, and courses of action needed to exercise control over 
events in their lives” (p.3) and more recently described as “our level of effectiveness in dealing with our 
world” (p.16) by Neck et al. in 2020.  
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Table 2.9 Self efficacy. 

 
 
2.1.6 Outputs 
Only one year ago, in 2021, Goldsby et al. reviewed the self-leadership field and exhibited the most 
researched categories during these four decades within the subject and outputs of self-leadership 
practices. The most researched subjects during these four decades in Goldsby et al.s’ (2021) review had 
an association with the outputs of for instance ethics, psychological empowerment, stress/anxiety, 
emotional regulation, or individual leadership performance. Other prior studies analyse the effects of 
the self-leadership chain process along with outputs such as decreased burnout (Kotzé, 2021), better 
health (Van Dorssen-Boog et al., 2020), increased sales performance (Xunwen et al., 2019), employee 
productivity (Birdi et al., 2008; in Abid et al., 2021) and team sustainability (Abid et al., 2021; Houghton 
et al., 2003). Within the public sector, outputs of the self-leadership chain process are reduced burnouts 
among employees, despite stressful and demanding work environments, partly due to the increased 
work engagement, but also increased mindfulness and psychological capital (Kotzé, 2021). Some 
researchers argue self-efficacy is an output of the chain process of self-leadership (Furtner et al., 2015; 
Maykrantz et al., 2021; Neck et al., 2020; Salanova et al., 2020; Wang et al., 2021), while others recently 
in 2021 exhibited self-efficacy rather be a mediator for results and hence the outputs (Knotts et al., 
2021; Bracht et al., 2021), confirming Megheirkouni’s prior research in 2018.  
 
Knotts et al. (2021) study the relationships that link to self-leadership and connections between 
constructs, where self-efficacy is considered as a primary motivational factor, job satisfaction and job 
commitment are attitudinal factors, while task performance and creativity/innovation are seen as work 
outputs. Individuals can enhance their satisfaction and performance, even if they feel it may not be 
possible with the given supervisor or organisation (Goldsby et al., 2021). Additionally, Furtner et al.s’ 
(2015) findings suggest that job performance becomes successively improved. To the extent that 
individuals can choose, structure, or perceive their tasks and activities in ways that create feelings of 
competence and self-determination, performance and satisfaction are enhanced (Neck & Houghton, 
2006). Additionally, there is evidence of a relationship between self-leadership and autonomy, 
engagement, and health (Van Dorssen-Boog et al., 2020).  
 
When individuals practise the chain process of self-leadership, they are motivated and self-directing, 
where success achievements are reinforcing and may contribute to sustainable long term competitive 
advantages as an output (Abid et al., 2021). The beneficial outputs from the process that the authors see 
as common, fundamental and central from the literature review in this thesis is summarised in the 
following table (2.10). 
 
The central beneficial outputs in this thesis are defined as follows. Job satisfaction is in terms of the 
pleasurable emotional state resulting from individuals’ evaluation of their work or work experience 
(Locke, 1976; in Houghton & Jinkerson, 2007). Creativity or innovation demands a flexible approach 
by the authors, as there is not a single perspective and the dynamics of creativity and innovation need 
to be understood (Runco, 2004; in Walia, 2019), why the authors do take into account the informants’ 
perceived level of creativity and/or innovation. Work-engagement or job commitment is a process where 
individuals regulate their effort of energy and self, where meaningfulness, safety, and availability shape 
how individuals express themselves in the process (Di Stefano & Gaudiino, 2019). Career success or  
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Table 2.10 Beneficial outputs from practising the self-leadership chain process. 

 
 
promotion is individually perceived and depends on the culture and the social context individuals have 
grown up in and live in (Benson et al., 2020). Performance is synonymous with good work, 
achievement, deed, a test of strength, achievement of effort, and achievement of results (synonymer.se, 
2022), which the authors emanate as well as take into account the informants’ perceived level of 
performance. 
 
2.2 How to develop an active chain process of self-leadership   
This section examines and clarifies the underlying theories (see model 2.3) which activate the chain 
process of self-leadership. The self-leadership concept relies on four theoretical foundations: social 
cognitive theory, self-regulation theory, self-control theory and intrinsic motivation theory (Goldsby et 
al., 2021; Kalra et al., 2020; Megherikouni, 2018; Neck & Houghton, 2002, 2006; Proios et al., 2020).  
 

 

Model 2.3 Underlying theories of the chain process of self-leadership. 

2.2.1 What is an active chain process of self-leadership   
A recent review in 2021 by Goldsby et al. within the self-leadership field did only find one concept 
studied with a sustainability perspective in the last four decades, which was a study on team 
sustainability by Houghton et al. (2003). Houghton et al. (2003) argue there is a difficulty in sustaining 
positive long-term worker attitudes, commitment, and performance, and that “half of all work teams 
eventually fail” (p.32). In prior studies, the focus of the sustainability issue often pointed toward 
sustainability in the short-term and rarely includes a long-term perspective (Houghton et al., 2003), but 
the individual actively practising self-leadership can be beneficial for long-term sustainability (Abid et 
al., 2021). Goodman, Devadas and Hughson (1988; in Houghton et al., 2003) enlighten there is a 
“challenge to better understand the process of sustaining long-term change” (p.321; in Houghton et al., 
2003, p.33) and a model that is more practical and specified is needed for long-term sustainability within 
the field (Houghton et al., 2003).  
 
It is of great importance according to Neck et al. (2020) for individuals to learn how to benefit from 
every setback and shortfall, make use of the power of failure, and build up the courage and strength that 
is needed to achieve “real success that is sustainable over a lifetime” (p.121). Courage, determination, 
and the truth are particularly important for developing sustainable organisations (Eweje & Bathurst, 
2017, p.5), but there is still a vulnerability for failure in teams, even if success is more well-documented 
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(Houghton et al., 2003). The recent review of Goldsby et al. in 2021 states that workshops at workplaces 
to teach individuals how to practice self-leadership as a way to spread the self-leadership processes 
have been done, but failed to sustain the process in the long-term, as individuals who did not practice 
self-leadership before the workshop stopped practising it after some time. Other prior research suggests 
two critical factors for sustainability at an individual level of analysis, namely individual thought 
patterns and self-efficacy perceptions (Houghton et al., 2003). These critical factors influence whether 
individuals’ effort and performance are sustained and work together “to either help or hinder an 
individual’s ability to endure difficult situations” (Houghton et al., 2003). Practising mental self-
leadership strategies can increase the sustainability of individuals’ efforts and performance (Manz et 
al., 1997; in Houghton et al., 2003). 
 
How to sustain the chain process from the authors’ point of view is to keep the chain process of self-
leadership active by continuing to be aware of self and others to influence oneself, build self-direction 
and self-motivation, as well as set up self-leading strategies to produce a good performance, increase 
self-efficacy beliefs and continuing to achieve beneficial outputs. Four underlying theories for the chain 
process of self-leadership are hence examined in the following sub-chapters to understand what factors 
activate the chain process, to fulfil the aim of this thesis and understand why individuals sustain 
maintaining an active chain process of self-leadership by dynamically practising self-leadership 
strategies. To better understand what activates the chain process of self-leadership and creates the 
dynamic, the authors have developed a summarising model (see model 5.1 in chapter 5).  
 
2.2.2 Social cognitive theory   
The first out of four underlying theories to activate the chain process of self-leadership is the social 
cognitive, which was established in the 1980s by Albert Bandura and is the primary underlying idea 
even in recent times (Goldsby et al., 2021; Knotts et al., 2021; Salanova et al., 2020; Newman et al., 
2019; Megheirkouni, 2018). It is built on psychological theory with an interpretative and predictive 
strength as well as an operational ability to improve human actions (Wood & Bandura, 1989). Social-
structural factors are related to organisational accomplishments with psychological mechanisms for 
which social cognitive theory provides a clear conceptual framework (Wood & Bandura, 1989). It also 
supplies evident directions in “how to equip people with the competencies, the self-regulatory 
capabilities, and the resilient sense of efficacy that will enable them to enhance both their well-being 
and their accomplishments” (Wood & Bandura, 1989, p.380). There is a lower probability that 
individuals act on their self-efficacy beliefs if it is under significant social and physical restrictions or 
compelled under strong disincentives in the immediate environment (Bandura, 2012; in Ozyilmaz et al., 
2018). Aspects such as which of one’s functionings are given the most observance, how they are 
perceived and how information about achievement is mentally organised are affected by influences 
from already existing cognitive structures and the person’s self-confidence (Bandura, 1991). 
 
There is triadic reciprocal causation of psychosocial functioning (see model 2.4), namely environmental 
incidents, cognitive and other personal factors, and behaviour according to Bandura (1986; in Bandura 
& Wood, 1989; Alnakhli et al., 2020; Maykrantz et al., 2021). In addition, the social context is of great 
importance (Bandura, 1991; Bracht et al., 2021). The distinct reciprocal influences are not of the same 
strength, nor do they happen at the same time, and due to the influences’ bidirectionality character, 
individuals are both products and producers of their surroundings (Bandura & Wood, 1989). This 
perspective of social cognitive theory argues that individuals decide their performance standards based 
on earlier performance experiences to create divergences (Bandura & Wood, 1989). This motivates 
exertions and actions which strive to eliminate the divergences, and in extension, individuals are free 
to put up new objectives with more demanding standards and to repeat the process (Bandura, 1986; 
Bracht et al., 2021; Neck & Manz, 1992; in Knotts et al., 2021; Wood & Bandura, 1989). Individuals 
are seen to be directed by objectives and to engage actively to achieve their goals by developing thought 
processes and behaviours (Abid et al., 2021).  
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Model 2.4 Triadic reciprocal causation of psychological functionings by Bandura (1986). 

To govern a motivated behaviour, the social cognitive theory states factors such as personal objectives, 
cognition, and context are important (Bandura, 1991; in Abid et al., 2021). Additionally, Newman et al. 
(2019) argue that social cognitive theory is an explanation of social learning that results in the 
development of self-efficacy beliefs to increase performance, where social context, observation and 
imitation of behaviour are important. Individuals can influence their attitude and behaviour (Alnakhli 
et al., 2020; Bandura, 1991; Bracht et al., 2021) and Bandura presented in 1991 a “structure of the 
system of self-regulation of motivation and action through internal standards and self-reactive 
influences” (p.249), (see model 2.5) where self-observation is the first step including different 
dimensions of performance and quality aspects. The second step is a judgmental process including 
personal standards, referential performances, valuation of activity and performance determinants 
(Bandura, 1991). The third and final step is self-reaction which might be tangible self-reactions such as 
rewarding or punishing, but the step does not necessarily include an obvious self-reaction, though an 
evaluation if positive or negative (Bandura, 1991). 
 

 

Model 2.5 System of self-regulation by Bandura (1991).  

Providing individuals with competence, self-regulatory capability, and feelings of efficacy empowers 
them to improve their feelings of well-being and performance, which social cognitive theory brightens 
guiding principles to do so (Wood & Bandura, 1989). The social cognitive theory further underlines 
self-efficacy beliefs to be a key appliance behind human behaviour (Abid et al., 2021). There is a need 
to keep the process of self-monitoring by individual acts as goal accomplishments and enhanced 
performance do not come by themselves (Bandura, 1991). A schematic model by Wood and Bandura 
in 1989 (see model 2.6) displays that past performance along with self-efficacy affects personal goals, 
as well as the analytical strategies individuals build up to transact a performance. This process turns 
into a loop, where the performance affects the self-efficacy which in turn affects the personal goals, the 
analytical strategies to accomplish the new goals and so on (Wood & Bandura, 1989). This way of 
thinking is still relevant recently according to Bracht et al. (2021) and Knotts et al. (2021), where 
accomplished objectives foster individuals to set higher performance targets, which result in increased 
endurance and greater effort to accomplish more demanding objectives and give an enhanced successful 
output.  
 

 

Model 2.6 Looping model of managerial efforts (Wood & Bandura, 1989).  

The conjunction between performance outcomes, self-efficacy and self-regulatory processes of self-
leadership is mutual according to social cognitive theory (Knotts et al., 2021). When individuals 
accomplish a challenging task, it may enhance their beliefs of self-efficacy (Bandura 2001, 2012; in 
Salanova et al., 2020; Bracht et al., 2021), whereof social cognitive theory recognises four such 
categories: “enactive mastery experiences, vicarious experiences, social influence through verbal 
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persuasion, and (positive/negative) affective states” (Salanova et al., 2020, p.4-5). The benefits of 
individuals’ self-efficacy can be affected by the experienced trust in the close surroundings in which 
they operate (Bandura, 1988a, 2001; in Ozyilmaz et al., 2018). Salanova et al. (2020) argue emotional 
expressions, such as telling someone they are doing a good job, can affect individuals’ self-efficacy 
beliefs positively in the long term. Furthermore, individuals’ self-efficacy is affected when they observe 
other efficacious persons doing something similar to their’ tasks (Salanova et al., 2020). Likewise, it 
positively affects individuals’ self-efficacy when individuals have an idol, want to do like that person, 
or is socially persuaded through verbal influence (Salanova et al., 2020).  Individuals can trust that they 
are productive and efficacious when they feel keen or fulfilled, which affects individuals’ self-efficacy 
beliefs positively (Salanova et al., 2020). They tend to choose tasks they feel comfortable in that they 
do succeed in doing, which encourages greater endeavour and endurance to achieve targeted objectives 
(Bandura, 1988; in Bracht et al., 2021; Wood & Bandura, 1989).  
 
It can hence be said from a social cognitive theoretical perspective that individuals’ capabilities such as 
symbolising, vicarious capability, self-efficacy, self-regulation and self-reflection define individuals 
within a social cognitive theoretical perspective (Alnakhli et al., 2020).  
 
2.2.3 Self-regulation theory 
The second underlying theory is self-regulation, which is about how human behaviour happens (Neck 
& Houghton, 2006) and explains the mechanism of how individuals regulate their cognitions, emotions 
and behaviours to achieve performance objectives (Kalra et al., 2020). It is about understanding 
motivation related to a task or an objective (Chen-Ju, 2017) and the theory makes it possible to reduce 
the discrepancies between the present and desired states (Alnakhli et al., 2020; Neck & Houghton, 
2006). Self-regulation theory is the part of the self-leadership chain process that impacts self-regulation 
(Further et al., 2015; Megheirkouni, 2018; Neck & Houghton, 2006) and differentiates between 
promotion and prevention focus (Carver, 2001; in Neck & Houghton, 2006). The first is based on hopes, 
aspirations, and accomplishments, and is associated with the concept of the ideal self-guide, which 
corresponds to the characteristics individuals would like to have (Higgins 1987, 1989; in Neck & 
Houghton, 2006). The second is based on safety, obligations, and responsibility and it adjusts both the 
absence and presence of negative outcomes (Higgins, 1998; in Neck & Houghton, 2006). It is associated 
with characteristics individuals think they should possess (Higgins, 1987, 1989; in Neck & Houghton, 
2006). Chen-Ju’s (2017) findings indicate that a promoting focus affects self-leadership positively, 
while a prevention focus affects the opposite. 
 
Self-regulation theory is based on negative feedback control (Carver & Scheier, 1981; in Bandura, 1991; 
Knotts et al., 2021) and individuals regulate their behaviour through a process of discrepancy reduction 
(Bandura, 1991; Knotts et al., 2021; Neck et al., 2020) or discrepancy production (Kalra et al., 2020). 
Aligned with the social cognitive theory, these two mechanisms affect individuals’ motivation and drive 
the self-regulatory process (Kalra et al., 2020). Goals and self-observation can lead to increased 
effective performance (Baumeister & Vohs, 2007; in Furtner et al., 2015). When individuals encounter 
problems and discrepancies towards goal objectives, hopeful and confident individuals tend to continue 
or increase their efforts, while individuals who lack hope or confidence search after other objectives 
(Carver & Scheier, 1981, 1998; in Neck & Houghton, 2006). Hope and confidence are hence key 
components in self-regulation theory in terms of achievement-related expectancies (Neck & Houghton, 
2006). Confidence can be described in terms of perceptions of personal capabilities and external factors 
(Bandura, 1986, 1991; Carver & Scheier, 1998; in Neck & Houghton, 2006). Individuals’ self-
regulating exposure varies across different situations (Higgins, 1998; in Neck & Houghton, 2006) and 
they can affect their environment by selecting and creating activities that impact their environment, and 
thus affect future performances (Xunwen et al., 2019). 
 
Self-regulation operates through some subsidiary of cognitive processes such as self-monitoring, 
evaluative judgement, standard-setting, affective self-reaction and self-appraisal (Alnakhli et al., 2020; 
Bandura, 1991) as well as behavioural reactions (Neck et al., 2020). Self-regulatory systems lie in causal 
processes and provide the basis for purposeful actions, whereas self-monitoring gives the information 
needed for capacity standards and to evaluate the progress towards them (Bandura, 1991). Success in 



33 
 

self-regulation depends partly on self-monitoring and individuals must pay attention to their 
performance to affect their motivation and actions (Alnakhli et al., 2020; Bandura, 1991). Self-
regulation processes are automatic and unconscious (Kuhl, 2008; in Furtner et al., 2015; Manz, 1986) 
and generate emotional effects that can hurt performance motivation, but also psychological well-being 
(Bandura, 1991). Every individual is hence natural self-regulators, but does not necessarily engage in 
self-regulatory processes or is an effective self-regulator (Latham & Locke, 1991; in Knotts et al., 2021; 
Neck et al., 2020), which is why the process does not always lead to successful results and goal 
attainments (Neck & Houghton, 2006). Self-regulatory control is attained by the individual creating the 
driving force for her/his actions (Bandura, 1991).  
 
The difference between individuals who succeed or not in influencing their motivation and behaviour 
depends on the effective use of self-incentives (Zimmerman, 1989; in Bandura, 1991), where self-
regulation of motivation and performance is controlled by several self-regulatory mechanisms that work 
together (Bandura & Wood, 1989). Self-direction and self-motivation are thus key self-regulative tactics 
required to perform (Chen-Ju, 2017) and Abid et al. (2021) argue thriving is important in the process of 
self-regulation and a source of personal growth. It helps individuals to understand and analyse how 
good they are doing, reflecting a motivation in individuals to be more than what they already are (Ryff, 
1989; in Abid et al., 2021) and enable individuals to be more confident, self-aware and establish goals 
to develop self-leadership abilities (Abid et al., 2021). Individuals who thrive are considered to enhance 
self-efficacy and knowledge (Abid, Contreras, Ahmed & Qazi, 2019; in Abid et al., 2021). It enables 
them to behave in proactive ways to create an environment that leads to more thriving and self-
development (Spreitzer, Porath & Gibson, 2012; in Abid et al., 2021). 
 
Self-efficacy impacts self-regulatory processes capabilities, the exercise of control and beliefs in 
individuals’ abilities (Bandura, 1991; Furtner et al., 2015), and observing and understanding of their 
thought patterns, behaviours and the conditions under which these reactions happen, individuals may 
notice a recurrent pattern (Alnakhli et al., 2020; Bandura, 1991). It is a self-regulatory mechanism to 
control performance, motivation, attitudes and behaviours among individuals (Bandura, 1991; 
Ozyilmaz et al., 2018). Some specific self-leadership strategies such as self-talk and mental images 
might increase the self-efficacy levels and result in increased performance and effective self-regulation 
(Carver & Scheier, 1998; in Neck & Houghton, 2006). Xunwen et al. (2019) argue self-efficacy is 
important in the context of salespeople, as it is a self-regulating factor that enables them to defeat 
negative outcomes of sales failure and continue to work harder to improve their results. Furthermore, 
self-knowledge help individuals to get a direction for self-regulatory control and positive thought 
strategies as it improves individuals’ self-regulatory effectiveness (Bandura, 1991; Bendell et al., 2019). 
Self-leadership and mindfulness are interlinked to self-regulatory processes and show positive 
outcomes on mental health (Canby, Cameron, Calhoun & Buchanan, 2015; in Furtner et al., 2018) and 
work performance (Phang, Mukhtar, Ibrahim, Keng & Mohd, 2015; in Furtner et al., 2018). Mindfulness 
positively impacts self-regulation (Bishop et al., 2004; in Furtner et al., 2018). 
 
Self-regulation processes have both positive (Kotzé, 2021) and negative aspects (Knotts et al., 2021; 
Neck et al., 2020). Positive findings from research by Dubuc-Charbonneau (2016; in Kotzé, 2021) show 
that greater self-regulation and well-being reduce burnout and stress if individuals develop the ability 
to manage feelings, thoughts, behaviours and how to handle stressful situations. Self-regulation also 
has negative effects and self-regulatory failure is described as severe lapses, breakdowns and extreme 
dysfunction in self-regulatory processes (Baumeister & Heatherton, 1996; in Knotts et al., 2021; Neck 
et al., 2020). Procrastination is another example of self-regulatory failure and individuals then lack the 
self-regulatory skills to manage thoughts, emotions, behaviours and time in an effective manner (Wang 
et al., 2021). This is hence a result of poor time management skills, where individuals underestimate 
the time needed for different tasks (Lay & Schouwenburg, 1993; in Wang et al., 2021). Then a 
combination of both behaviour-focused and cognitive-focused strategies improves self-regulatory 
effectiveness (Knotts et al., 2021). Procrastinators have motivational problems and a low level of 
intrinsic motivation (Rakes & Dunn, 2010; in Wang et al., 2021), whereby research from Balkis and 
Duru (2016; in Wang et al., 2021) states that students who have a higher level of self-regulation have a 
lower level of procrastination. 
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It can hence be said from a self-regulatory theoretical perspective that it is about individuals’ ability to 
manage feelings, thoughts and behaviours in order to achieve stated goals, where self-confidence and 
hope are key components (Bandura, 1986, 1991; Carver & Scheier, 1998; in Neck & Houghton, 2006; 
Dubuc-Charbonneau, 2016; in Kotzé, 2021).  
 
2.2.4 Self-control theory 
A third theory discussed as an underlying theory of the self-leadership chain process is self-control 
(Furtner et al., 2015, 2018; Goldsby et al., 2021; Knotts et al., 2021; Proios et al., 2020; Sesen et al., 
2017) which includes the self-influence concept (Mahoney and Arnkoff, 1978, 1979; in Houghton & 
Neck, 2002). It is the early works on self-control (Bandura, 1969; Mahoney & Arnkoff, 1978, 1979; 
Mahoney & Thoresen, 1974; in Manz, 1986) and social learning theory (Bandura, 1977a; in Manz, 
1986) that turns the focus toward management (Manz, 1986) and self-management (Manz & Sims, 
1980; Neck & Houghton, 2006), whereby Kerr and Jermier in 1978 brought inspiration with their study 
of “substitutes for leadership” (Neck & Houghton, 2006, p. 270). Kalra et al. (2020) argue it was Manz 
in 1992 who expanded the self-control theory developed by Bandura in 1977 and 1982 with the 
perspective that every individual has a self-control system internally. Individuals tend to establish 
standards for their own behaviour that have their foundation partly externally from socially obtained 
performance criteria (Bandura, 1969; in Manz, Mossholder & Luthans, 1987), which might be explained 
by the fact that “individuals are both influenced by and influence their environment” (Bandura, 1977; 
Davis & Luthans, 1980; in Manz et al., 1987, p.6-7). Self-control includes behavioural, environmental, 
and personal cognitive factors (Manz et al., 1987) and consists of three key process components, namely 
self-set standards and goals, self-evaluations, and self-administered consequences (Bandura, 1969; 
Luthans & Davis, 1979; in Manz et al., 1987; Manz, 1986; Manz & Sims, 1980). 
 
When discussing control and behavioural control it can have a connection to negative and unethical 
images, depending on the individual, while self-control in contrast more often might have a connection 
to more ethical, moral, and desirable images (Mahoney & Arnkoff, 1979; in Manz et al., 1987), why 
the word ‘control’ needs to be analysed within the self-control theory. Control and self-control can be 
measured in freedom (Manz et al., 1987), and Bandura (1977; in Manz et al., 1987) argues that “freedom 
can be defined in terms of the number of options available to an individual and the right to exercise 
those options” (p.11) and that the options can be narrowed by the self through self-restraints. Manz et 
al. (1987) argue that “control is control, regardless of the source from which it originates” (p.11) and 
that it can be either self-imposed or externally imposed, with either positive or negative consequences. 
Control is described by Tannenbaum (1962; in Manz et al., 1987) as all processes where someone 
(individual, group, or organisation of persons) intentionally affects someone else (individual, group, or 
organisation of persons) towards what it then does. Another definition of control often used is cited by 
Lawler (1976, p.1248; in Manz et al., 1987, p.2) as “to direct, to influence, or to determine the behaviour 
of someone else”. These definitions of control are underlying ideas of the newer and more expanded 
perspective that adds to the self, namely self-control (Manz, 1986; Manz et al., 1987). One definition 
of self-control by Thoresen and Mahoney (1974; in Manz & Sims, 1980; expanded by Manz (1986) that 
partly is used in this thesis is: 
 

“A person displays self-control when in the relative absence of immediate external 
constraints (performs without external assistance) he or she engages in behaviour whose 
previous probability has been less than that of alternatively available behaviours (a less 
attractive behaviour but one that is implied to be more desirable)”  
- Thoresen and Mahoney, 1974, p.12. (Text added by Manz, 1986, p.588). 

 
Manz et al. (1987) argue the self is active both in an objective and a subjective way in the control 
process, where individuals set standards, evaluate performance and handle consequences (objectively) 
and might try to manage unpleasant situations or work by adapting or using different attributional 
mechanisms as a means (subjectively). Every individual possesses an internal self-control system 
(Manz, 1979; in Manz, 1986; Manz et al., 1987). The traditional view of self-control focuses attention 
on external influences (Lawler, 1976; in Manz et al., 1987), which can be of, for example, societal, 
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organisational, or environmental character (Manz et al., 1987). Manz and Sims (1980) and Thoresen 
and Mahoney (1974; in Manz et al., 1987) argue that self-controlling behaviour only continues if long-
term external consequences are supported by mutual exchanges. Manz et al. added 1987 another 
dimension to the traditional perspective of self-control, arguing self-control is self-applied and that 
external influences only affect individuals’ self-imposed control “to the extent that these external forces 
are internalised” (p.6). This newer perspective brings the important suggestion that behavioural control 
is self-imposed in the long run (Manz et al., 1987). 
 
Manz and Sims (1980) argue there are two classifications of consequences, which are either a 
consequence that is directly included within the self-controlling process or a result from outputs of a 
self-controlling behaviour. When individuals change the consequences of their behaviour, Thoreson 
and Mahoney (1974; in Manz & Sims, 1980) state individuals’ internal secret self-instruction, self-
evaluations, and self-reactions are always involved. The variables of self-control patterns “can be either 
overt (observable events) or covert (inner, private events)” (Manz et al., 1987, p.5), and Thoresen and 
Mahoney (1974; in Manz & Sims, 1980) argue covert self-control processes normally include some 
interaction with external control, which suggest there is an interaction of both covert and overt forces 
(Manz & Sims, 1980). Within a multi-level context, Manz et al. (1987) argue behaviour control is 
developed, whereof self-control systems are seen as a central control mechanism within organisations 
(Manz, 1986) and other multi-level contexts (Manz et al., 1987). This is illustrated by Manz in 1986 
who made a schedule of control, including the self-control system and the organisational control system, 
which is seen in the following.  
 

 

Model 2.7 The individual control system with internal and external factors (Manz, 1986, p.586). 

Individuals’ self-control and the external sources of control are divided owners of control between them 
by mutually agreed upon mechanisms (Manz et al., 1987). The influence of organisational control 
mechanisms is defined by how they influence self-control systems in intended or unintended ways 
(Manz, 1986). A certain degree of self-control displays even in situations with very strong external 
sources, as well as in situations where a high degree of self-control is displayed, where long-term 
external consequences, in contrast, might be crucial for keeping up the self-control behaviour (Manz & 
Sims, 1980). Long-term goals and consequences can hence be served through core self-control 
processes that influence and direct the self (Manz et al., 1987). An obstacle though can be if individuals 
set too high goals that are unrealistic, which could generate frustration rather than motivation according 
to Thoresen and Mahoney (1974; in Manz & Sims, 1980). Manz et al. (1987) argue individuals are 
faced with self-set standards and goals that are self-imposed and self-administered rewards and 
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punishments that serve individuals’ self-evaluation of standards, which can be seen as consequences of 
their behaviour. 
 
Thoresen and Mahoney (1974; in Manz & Sims, 1980) state self-control includes three major features: 
that there exist two or more alternatives, the alternatives include different consequences and the 
preservation of self-controlling actions in the long term due to external consequences. Every individual 
exercises self-control to some degree in their behaviour and set certain behaviour standards, as well as 
a reward or punishment for themselves (Manz & Sims, 1980). The standards are usually set by past 
performance, the observed performance of others, and performance criteria that are obtained socially 
(Bandura, 1969; Mahoney, 1974; in Manz & Sims, 1980; Manz, 1986; Manz et al., 1987). Specific 
strategies of self-control strategies include self-observation, self-goal setting, cueing strategies, self-
reinforcement, self-punishment, and rehearsal (Mahoney and Arnkoff, 1978, 1979; in Neck & 
Houghton, 2006; Manz, 1986; Manz & Neck, 2004; in Kalra et al., 2020).  
  
Neck and Houghton made a literature review in 2006 that displayed the self-control strategies were used 
to manage addictive and self-destructive behaviours in clinical settings, but were later developed into 
the organisational context and relabeled ‘self-management’ by multiple theorists (Andrasik & 
Heimberg, 1982; Luthans & Davis, 1979; Manz & Sims, 1980). Later the  self-control strategies were 
developed into self-leadership strategies after that by Manz (1986) and Manz and Neck (2004). These 
self-control strategies can encourage feelings of competence and self-determination as well as increase 
feelings of self-control and purpose (Manz, 1986; Manz & Neck, 2004; in Neck & Houghton, 2006). 
When individuals experience this confidence through greater self-control, efficacy perception is 
increased (Sims & Manz, 1996; in Megheirkouni, 2018). These strategies must be re-inforced in the 
long run to be maintained (Manz & Sims, 1980; Thoresen & Mahoney, 1974; in Manz, 1986), otherwise 
it is difficult to sustain the self-control behaviour according to Bandura (1969; in Manz & Sims, 1980).  
 
It can hence be said from a self-control theoretical perspective that individuals have an internal self-
control system and practice self-control to some extent in their behaviour (Manz, 1979; in Manz, 1986; 
Manz et al., 1987), whereas those who perform without external help show self-control (Thoresen and 
Mahoney, 1974.; in Manz, 1986).      
 
2.2.5 Intrinsic motivation theory 
Intrinsic motivation theory is the final underlying theory of the chain process of self-leadership in this 
thesis (Furtner et al. 2015; Goldsby et al. 2021; Megheirkouni 2018; Proios et al. 2020; Sesen et al. 
2017) and has a strong connection to an internal locus of control (Xunwen et al., 2019). Internal locus 
of control is a personality attribute (Rotter, 1966; in Xunwen et al., 2019) where individuals expect 
there is a relation between their behaviour and occurrences, where they believe the behaviour is 
fundamental to the results in different outcomes (Deci & Ryan, 1987; Reiss, 2004; Xunwen et al., 2019). 
The contrast to the internal locus of control is the external locus of control, which has a connection to 
extrinsic motivation, and a belief that one is under the control of others (Rotter, 1966; in Xunwen, et 
al., 2019).  
 
Williams (1997; in Xunwen et al., 2019) states there is a relationship between internal locus of control 
and self-leadership chain process meta-skills, which Phillips and Gully (1997; in Xunwen et al., 2019) 
additionally state self-efficacy is related with the locus of control and that individuals have a higher 
self-efficacy if they have a more internal locus of control. These statements are consistent with Kazan’s 
(1999; in Xunwen et al., 2019) study that shows the internal locus of control is positively correlated 
with the chain process of self-leadership and the more recent study in 2019 by Xunwen et al. that 
exhibited a significance of the internal locus of control in mediating “the relationship between self-
leadership and self-efficacy” (p.137). The intrinsic motivation can be diminished though if individuals 
get controlling limits (Deci & Ryan, 1987). 
 
Intrinsic motivational motives emerge from enjoying an activity or task (Weiner, 1995; in Reiss, 2004), 
and for internal control, the expectation of competence is seen as essential (Bandura, 1977; in Deci & 
Ryan, 1987). Intrinsic motives descend from drive theory, but motives explained within the drive theory 
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are not described well and White 1959 was the one who started to develop what is called intrinsic 
motivation theory in recent times (Reiss, 2004). The definition by White (1959) is very general and 
could include almost every kind of motive (Reiss, 2004). In 1975 intrinsic motivation theory was thus 
further developed by Deci, arguing intrinsic motives is a behaviour “which a person engages in to feel 
competent and self-determining” (p. 61; in Reiss, 2004, p.181). Deci and Ryan (1985; in Reiss, 2004) 
argue that “when people are intrinsically motivated, they experience interest and enjoyment, they feel 
competent and self-determining, they perceive the locus of causality for their behaviour to be internal, 
and in some instances, they experience flow” (p.182). Intrinsic motives are also defined as “a source of 
motivation arising from the enjoyment of an activity” (Weiner, 1995; in Reiss, 2004, p.182) and Reiss 
(2004) argues it is psychological or cognitive processes that create the intrinsic motivation. 
  
Intrinsic motivation consists of two primary mechanisms, feelings of competence and self-determination 
(Deci & Ryan, 1985; in Houghton & Neck, 2006) and one distinctive feature of intrinsic motivation is 
the intrinsic pleasure which grasps the idea that individuals engage in activities they anticipate are faced 
with pleasure (Reiss, 2004). When a behaviour or activity itself involves pleasure, intrinsic motivation 
is assigned by definition (Ryan & Deci, 2000; in Reiss, 2004). It can be when individuals for example 
draw something for their own sake and the contrast is if individuals draw something for an award that 
is saying it is a good painting, then it is extrinsic motivation (Weiner, 1995; in Reiss, 2004). 
Csikszentmihalyi (2000; in Reiss, 2004) argues individuals’ behaviour can be both a cause and a 
consequence for pleasure, which makes it not necessarily a motive from the start when individuals enjoy 
the fulfilment of intrinsically motivated behaviour, but rather a consequence of it (Reiss, 2004). 
 
Kohn 1993 (in Reiss, 2004) argued everyone has the potential to enjoy learning, but that it requires 
effective teaching to make it intrinsically motivating, and that boring syllabus, ineffective teaching, and 
extrinsic motives as grades are the explanation for why some do not enjoy learning, as it is a controlling 
context. When events or contexts are supporting self-determination and autonomy, rather than when it 
is controlling behaviour, then it results in multiple positive aspects, such as increased creativity and 
cognitive flexibility, better conceptual learning, greater interest, the emotional tone is more positive and 
individuals get a more persistent behaviour change (Deci & Ryan, 1987). When positive feedback is 
given in an autonomy supported context, the intrinsic motivation is enhanced even more (Deci & Ryan, 
1987). To make activities and tasks seem less controlling and more self-determining when externally 
imposed, individuals can focus on the inherent pleasant aspects of the task to make it more personal and 
intrinsic (Houghton & Neck, 2006). 
 
Reiss and Havercamp (1996, 1998; in Reiss, 2004) argue there are three characteristics of fundamental 
motives, which are intrinsic motives or end purposes, universal motivators and psychological 
importance (Reiss and Havercamp, 1996, 1998; in Reiss, 2004). End motivation has many faces and 
can be categorised based on typical characteristics (Reiss, 2004). In ancient Greece, it was narrowed to 
“the needs of the body, mind, and soul” (Reiss, 2004, p.180) and later on hedonists made the distinction 
whether it was to increase pleasure or reduce pain (Russell, 1945; in Reiss, 2004), and Freud (1916, 
1963; in Reiss, 2004) in his time claimed the motives were solely based on sexual or aggressive 
instincts. White 1959 (in Reiss, 2004) suggested some motives can be separated from derives, which 
are called intrinsic motives nowadays and two categories of end goals are established, namely drives 
and intrinsic motives (Reiss, 2004). Deci and Ryan (1987) argue it is always individuals’ internal factors 
that are involved in their intentional behaviour and Reiss (2004) states that the end goals are shown 
through what individuals do and their end purposes through their behaviour. An intention is in general 
perceived as “a determination to engage in a particular behaviour” (Atkinson, 1964; in Deci & Ryan, 
1987, p.1024) and some intentional behaviours “are initiated and regulated through choice as an 
expression of oneself, whereas other intentional behaviours are pressured and coerced by intrapsychic 
and environmental forces and thus do not represent true choice” (Deci & Ryan, 1987, p.1024).  
  
Intrinsic motivation is decreased by extrinsic rewards (Reiss, 2004), and individuals’ desire to 
accomplish positive or avoid negative outcomes is underlying in their intentions and gives a motivation 
to take actions in that direction (Deci & Ryan, 1987; Reiss, 2004). Consistent with that fact, Abid et al. 
(2021) argue promotion and career development are connected to a proactive personality as it gives “the 
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intrinsic motivation to initiate and strive for a different and better future” (p.304). It may also reveal 
individuals’ values as well as it is possible individuals are not aware of their motives and reasons to 
behave in a certain way (Reiss, 2004). For example, individuals who are very motivated to gain social 
status might be observant of signs of social distinction and might often think about questions regarding 
wealth (Reiss, 2004). This in turn might make individuals delight in the feeling of self-importance, 
behave in ways that associate with high social status, and seek an even higher salary to improve their 
social status (Reiss, 2004). Not just individuals’ behaviour is affected by their motives, but also their 
perception, cognition, and emotion (Reiss, 2004).  
 
For the intrinsic motivation, it is of importance whether individuals experience that “the context is 
supporting their autonomy (i.e., encouraging them to make their own choices) or controlling their 
behaviour (i.e., pressuring them towards particular outcomes)” (Deci & Ryan, 1987, p.1025), as there 
is evidence, among other things, that children are more intrinsically motivated with a teacher which 
supports autonomy and self-determination rather than control-oriented teachers (Deci & Ryan, 1987). 
Similarly, evidence by Rodin and Langer (1977; in Deci & Ryan) shows elders improve health and 
well-being when their self-determination is supported. Deci and Ryan (1987) argue it is external 
experiences and contexts which affect the perception of a self-determining or controlled behaviour, as 
well as the event or context, has predictable effects on individuals’ experience, attitude, and behaviour 
within that setting. Intrinsic motivation is by definition established by self-determination as it is inherent 
contentment that emerges from committing to certain challenges and activities, but it does not exclude 
that extrinsically motivated behaviour can be self-determined though, which is commonly 
misunderstood (Deci & Ryan, 1987). Additionally, Reiss (2004) establishes 16 basic desires of intrinsic 
motives or end purposes as the following: Power, Curiosity, Independence, Status, Social contact, 
Vengeance, Honour, Idealism, Physical exercise, Romance, Family, Order, Eating, Acceptance, 
Tranquillity, and Saving.  
 
Intrinsic motivation theory is fundamental in the concept of natural rewards in the chain process of self-
leadership theory (Houghton & Neck, 2006) and make self-leadership a broader concept than self-
management (Manz, 1986; Manz and Neck, 2004; in Houghton & Neck, 2006; Xunwen et al., 2019). 
The self-management concept focuses on extrinsic rewards, while the self-leadership concept extends 
beyond that view to focus on the natural rewards that result from the accomplishment of the task or 
activity itself as well (Manz, 1986; Manz and Neck, 2004; in Houghton & Neck, 2006; Xunwen et al., 
2019). It is intrinsic motivation which guides the process of self-influence in the self-leadership chain 
process and makes it clear what and why things should be done, besides just how it should be done, with 
the cognitive and behaviour (Xunwen et al., 2019). Intrinsic motivation also brings the purpose of an 
activity or task to the individual (Houghton & Neck, 2006; Manz, 1986).  
 
It can hence be said from an intrinsic motivation theoretical perspective that it is about doing an activity 
to enjoy the activity itself, rather than because of extrinsic rewards (Weiner, 1995; in Reiss, 2004). It is 
considered a behaviour that contributes to individuals feeling competent and self-determining (Reiss, 
2004). 
 
2.3 The active chain process of self-leadership for dynamic practices     
The purpose of this thesis is to understand why individuals sustain maintaining an active chain process 
of self-leadership by dynamically practising self-leadership strategies and hence contribute to the 
practical problem of how the chain process can be sustained in the long term. Considering the review 
of each of the steps in the chain process of self-leadership as well as the review of underlying theories, 
the authors are now able to connect both. It is important in regard to Williams and Millington (2004) to 
have a holistic perspective to enable the process to be sustained, or in the authors’ words, be active and 
dynamic. This is illustrated by model 2.8 below. 
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Model 2.8 The concepts within the chain process of self-leadership and the underlying theories. 

From model 2.8, the authors interpret that the four different underlying theories create some sort of 
overall context in which the chain process of self-leadership is embedded. What becomes important in 
the authors’ thesis is therefore to understand how each of these underlying theories is going to help the 
active and dynamic reinforcing of the chain process. Considering the purpose of this thesis, the authors 
are looking for how each of these underlying theories interacts with each of the steps. This is going to 
be done through an abductive and qualitative study. More about the authors’ way of conducting the 
study is presented in the next chapter. 
 
The following tables summarise previously presented concepts of the chain process of self-leadership 
in section 2.1 (table 2.11) and the four underlying theories of the self-leadership chain process 
previously presented in section 2.2 (table 2.12), which brings the dynamic and activates the concepts 
of the self-leading chain process.  
Table 2.11 Definitions of concepts within the chain process of self-leadership. 

 
Table 2.12. Descriptions of theories. 
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3. Methodology 
This chapter presents, explains, and argues the methods that the authors have used to perform the study. 
The chapter starts with ontology and epistemology, followed by research approach, literature review, 
collection of empirical data, presentation of data, and evaluation of the quality of the thesis. 
 
3.1 Ontological and epistemological position   
This section explains the ontological and epistemological position of this thesis, as well as how and 
why these positions have been chosen along with the consequences they present. 
 
3.1.1 Ontological position     
The chain process of self-leadership requires each individual to stay active and dynamically practise 
self-leading strategies to sustain the chain process. Some individuals stay active and dynamic, while 
others do not, which means individuals are central to whether the chain process is sustained or not. 
Because of the dependency, there is a need to understand why individuals maintain an active and 
dynamic self-leading chain process because it only can be sustained if it is active and dynamic. As 
individuals are central, it is vital to understand individuals and what contexts, conditions or situations 
may affect individuals to maintain an active and dynamic practice. This constitutes subjectivity as it 
depends on social constructions and therefore the authors need to examine and capture different 
perceptions and interpretations of the issue subjectively (David & Sutton, 2016; Söderbom & 
Ulvenblad, 2016). As there is not only one truth but several interpretations, the ontological position in 
this study thus is a subjective and nominalist point of view. Söderbom and Ulvenblad (2016) argue that 
researchers’ interpretation of reality is important for researchers’ inward reflection, therefore the data 
collected in this study have been influenced by the authors’ role as researchers for this study. The 
authors assume the interpretation is central and use qualitative methods while observing and trying to 
understand the chain process of self-leadership, whereby the informants’ statements need to be 
interpreted to be understood (David & Sutton, 2016; Söderbom & Ulvenblad, 2016).  
 
The authors have maintained the postmodern perspective in this study, as humans are different, with 
different perceptions and interpretations, depending on the social construction featured by individuals 
(Burr, 2015; Sköld, 2011; Söderbom & Ulvenblad, 2016). The consequence is that the authors’ 
perceptions are of social constructivist nature, that it is social actors who create patterns in social life 
through their beliefs and actions (Burr, 2015; David & Sutton, 2016), but that is common within human 
studies and often used to interpret and get a better understanding within social science studies (David 
& Sutton, 2016; Söderbom & Ulvenblad, 2016). 
 
3.1.2 Epistemological position 
The authors’ effort to gain an understanding of the issue of why individuals maintain and practise an 
active and dynamic self-leading chain process constitutes an epistemological position of subjective 
nature with a hermeneutic focus (David & Sutton, 2016; Söderbom & Ulvenblad, 2016). For this study, 
interpretation and reflection have thus been central to gathering knowledge, which are the two basic 
elements in reflective research according to Alvesson and Sköldberg (2008; in Söderbom & Ulvenblad, 
2016). Interpretation and reflection of other individuals’ opinions, thoughts, reflections and attitudes 
have been done to obtain an overall picture and indication of an answer to the research question (see 
3.5). The knowledge in this current study is produced through gathering theoretical evidence and having 
information exchange of perceptions between informants and the authors via qualitative interviews.  
 
The authors consequently assumed that knowledge regarding all concepts in the chain process of self-
leadership such as self-awareness and self-efficacy are socially constructed, as knowledge can be 
regarded as social constructions that are developed through the exchange of information of perceptions 
between people (Burr, 2015). The theoretical background and literature review that laid the foundation 
of this thesis contribute with objectivity and constitute grounded theory to realise the aim and study the 
issue (David & Sutton, 2016). The behaviour the authors displayed throughout this study can therefore 
be argued to have a voluntarist approach, as they freely sought knowledge, were self-determining, 
committed and targeted, and took responsibility for their actions (Söderbom & Ulvenblad, 2016). 
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Simultaneously, the authors have acted within a certain frame based on theoretical evidence and an 
objective approach, why a deterministic approach can be argued to have taken place during this study 
(Söderbom & Ulvenblad, 2016).  
 
The authors have constantly made interpretations and reflections related to language, as the authors 
have Swedish as their main- and native language, while most theoretical data has been gathered in 
English, the interviews are performed in Swedish and the fact that this thesis is written in English. The 
choice to write in English was made primarily due to it being a global language, but also because the 
majority of all theories are in English. The starting point is therefore from a Swedish perspective, which 
automatically means interpretations are based on the Swedish culture’s approach and understanding that 
together lead to a result (Söderbom & Ulvenblad, 2016). Therefore, translations between languages 
have been carefully reflected, to come down to the authors’ interpretations. 
 
3.2 Research approach 
This section explains what research approach characterises this thesis, as well as how and why the 
research approach has been chosen along with the consequences they present. 
 
3.2.1 Abductive research approach    
What becomes central in this thesis is having a more subjective side of reality based on real conditions 
and the empirical reality, an inductivity, but also having a more objective side of reality, starting 
deductive from previous theories to make conclusions in reality about phenomena of an active and 
dynamic self-leadership chain process (David & Sutton, 2016; Söderbom & Ulvenblad, 2016). On the 
subjective side of this study, there is an idiographic method with the purpose to understand and explain 
what is special in different situations and processes that concern individual cases and structures 
(Söderbom & Ulvenblad, 2016). To have an interactive approach between objectivity and subjectivity 
like this study do Söderbom and Ulvenblad (2016) state is an abductive research approach, which is 
considered to reinterpret theory and empiricism in collaboration during the research process where the 
approach alternates between inductive and deductive. Starting deductive with a literature review, the 
authors found a lack of theory in research for the chosen subject and an inductive mindset has formed 
the basis for this thesis to be able to get a greater understanding of a sustained active and dynamic chain 
process of self-leadership (Söderbom & Ulvenblad, 2016). The authors thus have considered previous 
research and theories regarding the chain process chosen to study, which characterises a deductive 
approach, and then turn to reality and collect empirical data from it, which instead characterises an 
inductive approach (Söderbom & Ulvenblad, 2016). Finally, from analysing the theoretical and the 
empirical data, a concluding analysing model has been developed (see model 5.1 in chapter 5). 
Subsequently, the research approach is abductive (David & Sutton, 2016; Söderbom & Ulvenblad, 
2016). This thesis is based on informants’ interpretations, and not mainly the authors’ interpretations, 
of the structures and processes the informants use to socially construct the significance of their 
experiences. The abductive approach can hence be seen to have an inductive core, with a hermeneutic 
view of knowledge for this thesis interpretive study (Gioia, 2021; Söderbom & Ulvenblad, 2016). 
 
The consequences of the authors’ choice to have an abductive approach have been positive for this 
study, as it has provided an objective and good theoretical basis, followed by an openness for 
opportunities to find new knowledge. The chosen research approach is easily influenced by the authors’ 
own opinions and experiences, which affects the presentation of data and the thesis results (Söderbom 
& Ulvenblad, 2016). Eventually, the newly acquired knowledge has been linked to existing theory but 
has given a deeper understanding than what has previously existed within the subject. Hence, during 
the research process, theory and empiricism have been reinterpreted in the light of each other, which 
constitutes an abductive approach according to Söderbom and Ulvenblad (2016), which would not have 
been the instance if either a purely deductive or inductive approach had been chosen. Additionally, by 
applying an abductive approach in the current study, the authors were able to wait with certain parts of 
the theoretical framework and instead complement these after the interviews took place, to distinguish 
what was important. However, the authors want to clarify that no new sub-heading in the theory was 
added after the collection of the empirical data. The framework was rather complemented with theory 
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under already presented subheadings, alternatively, a complement was made of references to prove what 
was already presented, which the authors later found important. Thus, the abductive approach enables 
greater flexibility (Crowe et al., 2011). 
 
3.2.2 Qualitative research approach       
Qualitative approaches and methods, such as case studies and interviews (see section 3.4 for details) 
are preferred when trying to understand complex issues in reality (Söderbom & Ulvenblad, 2016), 
which, as stated, is the aim of this study. Due to the absence of previous studies, it was not possible to 
draw any predictions in the literature and empirical data as needed, why the study partly has been of 
exploratory nature. Human nature and individual’ behaviour are very complex and inhibit the ability to 
make predictions, whereby a qualitative research approach assumes that the social world is a product 
of human interaction and requires a more non-causal understanding of human actions in the social world 
(David & Sutton, 2016; Söderbom & Ulvenblad, 2016). Hence the thesis has a subjectivist starting 
point, where subjectivity is connected with the qualitative part in the choice of method (Söderbom & 
Ulvenblad, 2016) and is another reason why a qualitative method is most suitable. The prime 
differentiation between quantitative contra qualitative research is that the quantitative prioritises 
generalisability, while qualitative in contrast prioritises depth validity (David & Sutton, 2016). 
However, qualitative studies allowed conceptual generalisation for this study (David & Sutton, 2016). 
A quantitative approach is advantageous when the purpose of the study is to seek generalisation 
possibilities or regularity (Söderbom & Ulvenblad, 2016), which this study does not mainly do. 
However, the authors have used a quantitative approach (see subchapter 3.4.2 for details) to check that 
the informants who are intended to have in the study are those who participate.  
 
The choice of qualitative research approach is in line with the aim of this thesis. Social studies such as 
the self-leadership chain process have been shown to generate meaningful descriptions and deeper 
understandings as well as sensitivity to individuals’ way of thinking when a qualitative research 
approach is applied because it enables an understanding of individuals’ perceptions (Söderbom & 
Ulvenblad, 2016). In addition, since this study focused on the informants’ subjective opinions, 
interpretations and meaning, a qualitative approach is more advantageous than a quantitative one (David 
& Sutton, 2016). This study is reminiscent of what is defined by ethnography, as human behaviour in 
everyday contexts has been asked about, the study has had an informal character, been relatively 
unstructured, used a small number of cases and offers more of a description than causation (David & 
Sutton, 2016). However, the authors have not spent more time with the informants than the time of the 
interview, which is why it can not primarily be considered an ethnographic study has been done 
according to David and Sutton (2016). 
 
3.2.3 Collective case study   
An established research design to generate an in-depth understanding of a complex issue, such as 
sustaining the chain process of self-leadership, and collecting information in its social science real-life 
context, are case studies (Crowe et al., 2011). David and Sutton (2016) state when there is only one 
single case and the research is not of comparing nature, then the term ‘case study’ can be used. The 
authors decided to gather information from multiple individuals, but analyse the answers as one 
collective case, why the collective case study design was applied (Crowe et al., 2011). Case study 
research can operate in different ways according to David and Sutton (2016). A case study can be 
individuals or entire societies and the consequence is that this diversity means that the term ‘case study 
research’ can be questioned (David & Sutton, 2016). Therefore, the authors reflect on the methods used 
instead of using predetermined tools and techniques (David & Sutton, 2016). To make the collective 
case study research design evident from the authors’ point of view, one case is typically an individual 
or organisation (David & Sutton, 2016), whereof a collective case study includes simultaneously 
studying multiple cases to create a wider comprehension of a specific issue (Crowe et al., 2011). The 
authors, therefore, chose the collective case study approach and studied multiple cases in terms of 
individuals as one collective case, as when gathering data from different angles to develop an in-depth 
understanding may help to “develop a holistic picture” (Pinnock et al., 2008; in Crowe et al., 2011, p.6) 
of the collective case. The ambition of the authors is to convey an aggregated and in-depth 
understanding of why individuals succeed in maintaining the self-leadership process active, of which 
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the selected research design makes it possible to see all individual answers as one aggregated case 
(Crowe et al., 2011).  
 
3.3 Literature review 
This section explains how the aim of this thesis has evolved and how theory has been gathered to lay 
the foundation of this study. 
 
3.3.1 Development of the aim and purpose of the study   
When the authors decided to study the field of self-leadership for this thesis, the authors began to read 
recently published scientific articles within the field to see which research gaps did exist and are 
suggested by researchers to study further in recent times. The subject area at the beginning of the 
literature study was quite broad, as the authors wanted to gain generous knowledge about the subject. 
During the study, the subject area has been narrowed to create an understanding of the purpose of the 
study, which commonly is done (Söderbom & Ulvenblad, 2016). As both authors feel strongly about a 
more sustainable future, it was an important perspective to include. In the literature review, indications 
were given that self-leadership can contribute positively to both working groups and organisations and 
society at large, as well as contribute to long-term sustainability, whereby it was also established that it 
was a relevant topic to study more in-depth. The more scientific articles the authors read in the field of 
self-leadership, the clearer it became that self-leadership is defined in multiple ways (see table 3.1) but 
seems to be a chain process. Based on the literature review, the authors have distinguished concepts 
(model 2.1 in chapter 2) within the chain process to examine further. The literature review of previous 
research shows studies have focused on different parts or steps within the chain process, but none have 
really investigated the process from the sustainability perspective, or why individuals manage to sustain 
the process while others do not (Goldsby et al., 2021). This discovery evoked the authors’ interest in 
the issue, as it is vital to find how to have a more sustainable future (Government Decision 
Fi2016/01355/SFÖ). Houghton et al. (2003) are the only ones who studied self-leadership theory with 
the sustainability perspective in connection to empowered work teams. As the chain process of self-
leadership seemed to have its beginning in the individual becoming self-aware, questions were raised 
for the authors such as what it is that makes the individual self-aware and what keeps the chain process 
alive. These questions ultimately ended up in the aim to understand why individuals sustain maintaining 
an active chain process of self-leadership by dynamically practising self-leadership strategies, as the 
authors wanted to understand the process and its ability to be sustainable over time. A summarising 
model has further been developed by the authors to better understand the issue (see model 5.1 in chapter 
5). Explanatory research is done to understand something and the question of why is then appropriate 
to ask (Mattsson & Örtenblad, 2008). 
Table 3.1 Definitions of self-leadership, identified as connected to the chain process. 
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Previous research (see for example the structured literature review by Goldsby et al., 2021) has not 
studied methods for capturing those individuals who do not exercise self-leadership to both begin and 
continue to lead themselves. Nor have methods been studied for how individuals who already exercise 
self-leadership keep that process alive and continue to practice self-leadership. The purpose was thus 
developed to inductively and exploratively seek an indication of why individuals maintain an active 
leadership process, which can be seen as a basis for further research in future research and developing 
theory around the issue. Self-leadership is practised in many (if not all) contexts and the authors of this 
study have therefore not chosen to limit themselves to a particular industry or profession, as self-
leadership has been studied in virtually all industries and contexts where the individual encounter daily 
problems and tasks (Goldsby et al., 2021). This may give a broader perspective to the issue, rather than 
just examining individuals in the same industry. 
 
3.3.2 Development of the literature review           
The literature study is performed by collecting and processing existing theories within the field of self-
leadership. The authors have used different literature types, mostly peer-reviewed scientific articles but 
also course literature, books, web sources and government decisions. Complementary material consists 
of web sources by authorities, course literature in both English and Swedish and other books within the 
field (see appendix 1). The previous studies that have been used in this thesis are highly relevant as they 
concern various aspects of the subject (Carden et al., 2022; Goldsby et al., 2021; Knotts et al., 2021; 
Manz & Sims, 1980; Neck et al., 2020). The scientific articles have been retrieved from databases such 
as Google Scholar and OneSearch, as the authors are familiar with them and use them more often, they 
were a natural choice. OneSearch provides a wide range of electronic materials such as scientific 
articles, e-books and e-journals, where limitations such as peer-reviewed can be made to narrow the 
search results (Halmstad University, 2022). Google Scholar provides a broad search of relevant work 
across the world of scholarly research, which includes peer-reviewed articles, books, theses, and so on 
(Google Scholar, n.d.). The chosen reference management system used in this thesis is the American 
Psychological Association (APA) because it is one of the most used reference management systems 
(Mattsson & Örtenblad, 2008) and the one prefered by Halmstad University. References are presented 
with the author’s last name, followed by the year of publication in parentheses in the running text 
(Söderbom & Ulvenblad, 2016) and is a common method in social science (Mattsson & Örtenblad, 
2008). The references used in this study are presented in alphabetical order and more in detail in the 
reference list (Mattsson & Örtenblad, 2008). 
 
The authors’ ambition has been to search for sources that are not more than five years old, in other 
words, sources that have been published from 2017 and later. Some earlier sources have also been used 
in the thesis and can be considered older sources, but have been used as they were seen to have a certain 
value to the study. Their topicality is still relevant and applicable in the studies, as some constitute the 
source of origin for a certain theory. For example, Bandura (1986, 1991) is seen as the front figure for 
social cognitive theory (Goldsby et al., 2021). When searching for literature, only English keywords 
were used when finding relevant scientific articles as it generated a wider range of them, and Swedish 
keywords were used to find other information in Swedish web sources that were not scientific articles. 
Search words used are for example “self-leadership”, “self-leadership theory” and so forth. More details 
can be seen in appendix 1 Literature review.  Articles and other references generally searched within 
the subject have partly been chosen subjectively, as the authors’ interest and perceived relevance have 
influenced the choice, and choices have been made according to what was considered consistent with 
what the research question is about (Mattsson & Örtenblad, 2008), to have quality rather than quantity. 
On one hand, the consequence is that other relevant references might have been missed, as not every 
article and book within the self-leadership field has been reviewed. On the other hand, it can be argued 
that it would not have been possible to do, as there are more than 40 years of studies and research and 
a limited time to finish this study. The authors have hence brought forth structured literature reviews 
and embraced the research by Manz, Houghton and Neck who are leading front figures within the self-
leadership field recently (Goldsby et al., 2021), to embrace relevant research, which is important to do 
(Söderbom & Ulvenblad, 2016). 
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3.4 Collection of empirical data    
This section explains the choice of qualitative method, how the collection of empirical data, the 
selection of informants, and the interview process has been done, as well as how it has been analysed, 
categorised and connected. 
 
3.4.1 Choice of qualitative interviews 
As mentioned, the choice of qualitative research approach is in line with the aim of this thesis. Empirical 
data has been collected with qualitative interviews to gain an understanding of the research question’s 
core issue and to find suggestions or indications of how to sustain the self-leadership chain process 
(Söderbom & Ulvenblad, 2016). Conducting interviews as a research method was an obvious choice 
for this study, as it is the method that provides in-depth interview questions, where a clearer picture of 
the individual experiences can be expressed (David & Sutton, 2016). The consequences of the chosen 
method are known to be limited knowledge of the researchers’ original knowledge, which constitutes 
the underlying “data” for the study, as well as difficulties in clearly following and repeating qualitative 
studies (David & Sutton, 2016).  
 
The authors applied a semi-structured interview method as a result of the qualitative abductive research 
method that was chosen to capture and provide answers to the purpose of this study. There are two main 
types of qualitative interviews and the alternative was unstructured interviews, where no questions are 
prepared (Bryman, Bell, Reck & Fields, 2022). These semi-structured interviews are thus a better fit for 
the abductive research approach, as they are partially structured interviews based on the existing theory 
with a flexible interview guide (Larsen, 2018). The flexibility is induced as questions from the interview 
guide are hence not asked in a determined order and this makes it possible to capture both past and 
present statements from informants experiencing the authors’ theoretical interest, which is the heart of 
the Gioia methodology (Gioia et al., 2013) for analysis. This is characterised by the fact that the authors 
had ready-formulated questions but were flexible with the order, and follow-up questions were asked 
when needed (Larsen, 2018). This method allowed the informants to give a deeper and more developed 
answer or explain what they mean (Larsen, 2018), which the authors wish to achieve. As the abductive 
research approach was of inductive and explorative nature, questions were mixed, were not asked in a 
specific order, and additional questions evoked during the interview were asked, which is common in 
such nature (David & Sutton, 2016). This flexibility is also of importance when collecting empirical 
data for a collective case study according to Crowe et al. (2011).  
 
3.4.2 Selection of informants      
Theoretical ground for asked informants      
The authors have mainly proceeded from previous research about the relationship between self-
leadership and different professions, and organisational forms, when choosing which persons to ask for 
as informants. Self-leadership operates in different contexts and is relevant among many industries and 
should therefore be taken into account (Goldsby et al., 2021; Van Dorssen-Boog et al., 2020). Studies 
have been made on healthcare professionals (Van Dorssen-Boog et al., 2020), entrepreneurs (Bendell 
et al., 2019), salespersons (Alnakhli et al., 2020; Xunwen et al., 2019), teachers (Sesen et al., 2017), 
college students (Wang et al., 2021), non-profit organisations (Megheirkouni, 2018), public service 
(Kotzé, 2021) and managers (Neck et al., 2020). These professions have been studied due to several 
factors, for example, healthcare professionals operate in stressful high-strain work environments 
(Lovelace, Manz & Alvea, 2007; in Van Dorssen-Boog et al., 2020) and entrepreneurs operate in 
uncertain, dynamic and stressful contexts (Bendell et al., 2019). Salespersons are facing various 
customers with different needs and sales situations and do not always work on-site, but across space, 
time zones and cultural boundaries (Ingram, LaForge, Locander, MacKenzie & Podsakoff, 2005; in 
Alnakhli et al., 2020).  
 
The authors have chosen informants from non-profit public organisations as Megheirkouni (2018) 
argues that non-profit organisations have a difficult task, as they are both value-based and market-
driven, and need to develop self-leadership strategies for both paid employees and volunteers (Burke & 
Cooper, 2012; in Megheirkouni, 2018). The public sector has special demands and stressors, such as 
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limited resources, public expectations, political interference and bureaucracy (Borst, Kruyen & Lako, 
2019; in Kotzé, 2021). Managers are facing difficult challenges and self-leadership can determine 
whether they are doing the right things and if they are doing them correctly (Neck et al., 2020). It can 
thus be said that different contexts have different challenges, but all mentioned contexts are hence also 
relevant to this study.  
 
The informants were contacted by the authors by a formal email letter (see appendix 2) with information 
about the study’s research question and aim and examined the interest of the informants in the study. 
The authors conducted non-probability samples, as they can be performed with the help of a qualitative 
questionnaire. This sampling method is beneficial to use when there are limited resources, such as time 
or money to investigate a widespread population (David & Sutton, 2016), which was the case in this 
study. 
 
Developed control questions 
To ensure the informants are valid and able to inform the authors with valuable information, a 
questionnaire with control questions was created. Collecting data via a questionnaire is a nomothetic 
and objective method in contrast to the main qualitative methods in this study (Söderbom & Ulvenblad, 
2016). Data triangulation has been advocated by Crowe et al. (2011) as a way to increase the internal 
validity of a study, which to some extent can be seen as the instance for this thesis as it is determined 
by a quantitative method that suitable people for this study are interviewed to provide answers to the 
research question, which is a qualitative method. This can be seen as important, as data needs to be 
collected in a structured way to be useful (David & Sutton, 2016). In such testing and generalisation, a 
quantitative method like a survey can be very useful, as it is easier to identify what is a positive 
respectively negative result (David & Sutton, 2016). A pilot study like the survey can be seen as a “test 
of the test” (David & Sutton, 2016, p.104), to test informants’ suitability for the study based on the 
theoretical foundation of the previous literature review on the subject. According to Svensson (2018), 
a survey study contains four steps (see model 3.1) to avoid pitfalls and flaws, namely to first review 
existing theory and previous studies within the field and secondly examine and apply multi-item 
measures. The third step is to pre-test the survey and collect data, and the final step is to gather and 
analyse empirical findings (Svensson, 2018).  

 

Model 3.1 Toolkit to examine multi-item measures (Svensson, 2018).  

To develop the control questions, previous measures within the field were used by the authors as the 
basis and guidance for compounding the test (Furtner et al., 2015; Houghton & Neck, 2002; Rasheed et 
al., 2020; Schwarzer & Jerusalem, 1995; Sutton, 2016). Some persons the authors know well were then 
asked to take the test, whereas both individuals who obviously do and do not practise self-leadership 
actively were asked to answer the questions. The results of their score were a guideline and yardstick 
of what intervals the authors thought appropriate when aiming to capture individuals who practise self-
leadership actively. In the questionnaire, it was first some demographic questions, followed by thirteen 
reflective questions concerning different concepts and strategies within the self-leadership chain 
process, which were asked in the form of yes and no questions (see appendix 3). Demographic data 
were collected only to later have the opportunity to see indications of possible connections if it was to 
be seen as relevant later on during the study. The reflective questions of different concepts and strategies 
within the self-leadership chain process were scored with one point for every yes (see table 3.2). 
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Table 3.2 Control questions.  

 
 

The authors chose to have an online survey for the pilot study with control questions to make it 
convenient for the informants to answer the survey, as it can be answered by phone, tablet or computer 
and chose Google forms because it was free. The lowest score to pass the test was ten points whereof 
all informants scored between eleven to thirteen points, where thirteen was the maximum score and a 
majority had twelve points. See model 3.2 below with the total points distribution of the survey with 
the informants.  
 

 

Model 3.2 Total points distribution of the survey with the informants.  

Sampling of informants 
The authors contacted a group of possible informants who were considered to be potential matches 
within the network of acquaintances for the study. Something that must be taken into account when 
deciding how large the sample should be is that there are individuals who do not respond, therefore it 
is appropriate to increase the size of the sample (David & Sutton, 2016). The authors’ original idea was 
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to apply a snowball sampling, which means that the researcher contacts a few informants and they, in 
turn, recommend whom they think would suit the study, and thus a snowball effect occurs (Stratton, 
2021). Snowball selection is therefore based on social networking and the disadvantage is that it 
inevitably results in a distorted sample, as the researcher must trust others when choosing appropriate 
informants (David & Sutton, 2016). Due to the authors getting a better response than expected with six 
informants who accepted directly (see table 3.4), the snowball sampling was no longer relevant because 
of limited time, as the number of informants would increase significantly. Qualitative research is 
exploratory and it may thus be impossible to make a nonprobability sample when there is no sample 
framework for what one wants to investigate, but it rather must be explored (David & Sutton, 2016).  
Hence instead, a selective, theoretical sampling was applied in this study, which means that the 
sampling is based on the researcher’s perception of which informants may be suitable for the subject 
field (David & Sutton, 2016). At the start of collecting empirical data and reaching out to informants, 
and booking the first interviews, not all informants in this study were asked nor were all interviews 
booked from the start. The authors worked inductively and asked new informants during the path of the 
work, to strive for a collective holistic view of the issue. Such flexibility is of importance when making 
a collective case study, as well as being flexible in a way that permits the development of each individual 
case in detail to later on be emerged into one collective case (Crowe et al., 2011). To ensure that the 
informants can answer the study’s research question, the authors have taken the following criteria into 
account when selecting informants:  

1. The informants are active in the same country as the study.  
2. The profession has been studied in self-leadership studies and hence has a theoretical 

basis for participation.  
3. The informants are diversified based on whether working in a for-profit or non-profit 

organisation as well as answers about demographic factors such as gender before doing 
the survey. 

4. The informants practise self-leadership and experience the most common beneficial 
outputs from the chain process of self-leadership (see table 2.11 in chapter 2) and they 
perceive they have led themselves to these outputs. 

5. The informants have passed the survey with a minimum of 10 points. 
Table 3.3 Asked informants. 

 
 
As informants answered the questionnaire, the authors discussed which professions had not yet been 
included in the study and thus should be asked to participate. In other words, the sampling is based on 
the researcher’s knowledge and perception of who should participate in the study, which is common 
within selective sampling (David & Sutton, 2016). The informants were hence not staged, as the 
informants were asked after one another and not all at once, and a non-probability sampling was hence 
applied as well, as the informants were hand-picked. The recommendation is to expand the non-
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probability sample as broadly as possible (Vehovar, Toepoel & Steinmetz, 2016), which the authors 
managed to do (see table 3.3). The consequence of performing a non-probability sample is that it 
becomes less objective and cannot be generalised outside the participant group (Stratton, 2021). 
Considerations were taken to if the authors believed the informant exercised self-leadership, profession, 
gender and if for-profit or non-profit organisations. Also what educational level the individual might 
have, to then ask for participation, but as the authors did not really know the informants, that was just 
guesses. The sample is improved to reflect the population when considerations are taken for socio-
demographic quotas (Vehovar et al., 2016). This approach with selective sampling makes it possible to 
partially control which informants are asked to participate and is thus limited by the authors’ perception 
and knowledge, but this can also be seen as positive, as it has resulted in a differentiated selection that 
provides a broad perspective. For more details about the result of demographic questions, as well as the 
control questions, see appendix 3. This working approach, to deciding whom to talk to next and what 
to explore more is common within qualitative research according to David and Sutton (2016). 
 
The choice to have a smaller sample of informants selected by consideration can be more representative 
than a larger sample of informants, who have selection techniques that are not as carefully noticed 
(David & Sutton, 2016). This choice implies a few individuals have been studied but with more depth 
(David & Sutton, 2016). The consequences of having a small population of informants in qualitative 
research might lead to cases of bias, because the smaller the sample size, the more likely it is that the 
perceptions requested and collected could be limited and distort the results (Oppong, 2013). Malterud, 
Siersma and Guassora (2016) suggest that sample size is determined by the concept of ‘information 
power’, which means that the more relevant information the samples hold for the study, the lower the 
number of informants is needed. The size of the sample with adequate information power depends on 
five factors, namely (1) the aim of the study, (2) sample specificity, (3) utilisation of existing theory, 
(4) quality of interviews and (5) the analysis strategy (Malterud et al., 2016). With the concept of 
‘information power’ in mind, the authors found it enough with ten informants in this study, as they were 
estimated to inform the authors in line with the aim of the study (1). As well as the sampling of 
informants (see tables 3.3 and 3.4) is specified (2) and has a theoretical basis (3). Also, they were 
perceived to contribute with good quality interviews (4) and the strategy to use the Gioia methodology 
(Gioia et al., 2013) to analyse the information is the most recognised method for qualitative analysis in 
recent times (Mees-Buss et al., 2022). See section 3.5 for more details of the authors’ analysis strategy. 
 
Anonymisation of informants 
The authors promised the informants full anonymity (see appendix 2), why their names and companies 
are not published, because the authors made a judgement that it was of no particular value to know the 
real name or which organisation the informants work in. For the informants to feel free to speak freely 
and openly, the authors chose to promise anonymity, which is followed by the keywords diplomacy, 
discretion and transparency (Gioia et al., 2013). When asked who participates in the study, the authors 
have been able to answer, among other things, that it is from different professional categories such as 
teachers, doctors, store managers, etcetera, and that it is mixed women and men and so on. Promising 
anonymity instead of confidentiality allowed the authors to speak of and show others the developing 
analysis material (Gioia et al., 2013). When transcribing the interviews, the authors, therefore, used a 
letter instead of the name, to later in the analysis convert the letters into names from a website 
(Babyhjalp, 2022) that lists popular English names for boys and girls. The names were chosen from the 
top of the lists in the same order as the informants have been asked to participate in the study, to have 
a systematic approach. Mees-Buss, Welch and Piekkari (2022) argue a reliable and acceptable theory 
is ensured through systematic procedures for organising and structuring data, why the authors found a 
systematic approach to ensure high value and credibility. The names mentioned on the informants are 
therefore fictitious to preserve anonymity. 
 
3.4.3 Interview questions, method and process     
Development of interview questions     
Before the empirical data collection, the authors made an interview guide (see appendix 4) where the 
questions were structured with the help of an operationalisation schedule (see appendix 5), to show how 
theory is transformed into specific questions (Söderbom & Ulvenblad, 2016). An example is given in 
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model 3.3 below. The primary data of this study emerged after the authors conducted qualitative 
interviews with informants via analogue or digital meetings, where the informants were requested to 
answer interview questions produced by the authors. The collection of empirical data in this thesis has 
an explorative character, which is common within qualitative research, especially when it is impossible 
to specify what answers that are of interest in advance (David & Sutton, 2016). The follow-up questions 
were based on the thirteen control questions from the survey and the authors chose to proceed from 
these questions as they wanted to gain a deeper understanding of why the informants had answered as 
they did in the survey. This procedure was also to ensure that the informants’ answer in the survey was 
consistent with what they said in the interview. For each control question, the authors expanded with 
different follow-up questions depending on whether the informants had answered yes or no to each 
question in the control survey. If they had answered yes to a control question, the follow-up questions 
were extended by four to five questions where the questions started with, among other things, “in what 
way do you…”, “what is it that makes you…”, “what makes you continue to…”, “why do you do it, what 
are your reasons for…”, “in what way does it help you to…” If they had answered no to a question, then 
the follow-up questions were extended by four to six questions that controlled that they had answered 
correctly. For example, if the informant had answered no to the control question  “Do you usually punish 
yourself or scold yourself when you think you are not performing enough?”, then the informant should 
also answer no to the follow-up question “Do you usually push yourself to perform better by saying that 
what you did was not enough and that you need to do better next time?”. The interview questions can 
further be seen in detail in appendix 4. 
 

 

Model 3.3 Example of operationalisation. 

Pilot test 
The authors did a so-called pilot test, which means that the interview questions are tested on a few 
people to see that they cover the problem formulation (Larsen, 2018) and at the first interview, the 
interview guide was expanded with four more new questions. The new questions were “Would you say 
that you are thinking about your inner values? In what ways? How does it help you?”, “Would you say 
that you think about your assumptions and prejudices you may have? In what way? How does it help 
you?”, “Would you say that you are usually aware of how you do when you do things? In what ways? 
Why/How does it help you? Do you usually be aware of how well you are doing? In what ways? 
Why/How does it help you?” and “Why do you think some people succeed in actively leading themselves 
and thus continue to be self-aware, practising self-leadership strategies, achieving self-efficacy and 
beneficial results?”. These questions cover more of the concepts in self-leadership, for more details of 
questions, see appendix 5. The authors were also curious about what their answer was to the last 
question, the research question. The authors consciously asked open-ended questions, changed the order 
of the questions and changed the questions during the process as it is considered a qualitative approach 
(David & Sutton, 2016).  
 
The interview process 
When the authors booked the interviews, the informants got to choose whether they wanted to do the 
interviews via a personal meeting, digital meeting or telephone. The authors hence wanted to strive for 
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an as natural environment as possible for the informants and according to David and Sutton (2016), 
interviews benefit from being done in natural and familiar environments to obtain valid data. Four 
interviews were conducted on-site and the remaining six were conducted via a digital platform such as 
Zoom or Teams (see table 3.5). Having the interviews online saved time for both the authors and the 
informants as no trip for a physical meeting was required. The authors experienced that having the 
interviews online eased the planning of interviews and it was easy to find a time that worked for 
everyone. The authors were also aware that having digital interviews could be a disadvantage as body 
language can be more difficult to read and natural eye contact is more difficult to maintain (David & 
Sutton, 2016).  
Table 3.4  Detailed information about the interviews. 

 
 

Before the interview started, the authors informed the informants about the purpose of the research (see 
appendix 2). Since it is difficult to take notes on everything that is said and not be affected by the 
authors’ experiences, all interviews were therefore recorded with the permission of the informants 
(Söderbom & Ulvenblad, 2016). This enabled the authors to be more concentrated and to ask the follow-
up questions needed. The authors started with a question from the interview guide (see appendix 4) and 
then depending on the informant’s answer, the discussion was moved forward. Depending on the 
informant, some themes were discussed more than others and the authors chose not to influence this by 
changing the topic of conversation, as the authors did not want to influence what the informants 
considered important. The authors believe that interrupting an ongoing discussion could cause 
important data to be lost. Both authors participated in all interviews, which was not predetermined in 
advance but something that was chosen to do after the first and second interviews, as the authors 
experienced a creative dynamic that was appreciated when both were present. Both authors were also 
present to create a natural and comfortable environment for the informants as discussed above. During 
the interview process, only a few informants declined (see table 3.3). This can appear in different ways, 
such as refusing to participate from the beginning (David & Sutton, 2016), which was the case for the 
three informants in this study.  
 
Considering the semi-structured and abductive nature of this study, the authors took advantage of the 
flexibility. From the fourth interview, the authors then informed the informants at the beginning of the 
interview that they should respond based on themselves as a person, how they personally lead 
themselves in their lives and not as a leader or a follower. It could be both work-related and private. 
The first three informants tended to answer most of the questions based on their work roles. After the 
fourth interview, the authors expanded with one more question that covered self-efficacy, such as 
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“would you say that you are convinced that you can handle unexpected events effectively? In what way? 
What do you think is the reason? If not, why not?” The authors are aware that informants might not 
always understand the questions or have the will to answer because the questions can focus on things 
they can not or do not want to say something about, which makes it a consequence, because interviewing 
people about their own lives does not always give the details you want as an author (David & Sutton, 
2016). The interviews were conducted by the authors to gain insight into the individuals’ experiences, 
perceptions, and emotions (Larsen, 2018). The authors also understand that interviews constitute an 
asymmetrical power relation, because it is not a regular everyday conversation between equals since 
the authors had a predetermined topic, interview questions, and so forth (Brinkman & Kvale, 2018).  
 
The length of the interview was partly due to the informants’ statements, as some informants gave 
deeper answers and affected the length of the interview. Another factor was that some informants took 
longer reflection time between each question to think before answering, which also contributed to a 
longer interview time (see table 3.5 for details). 
 
Transcription        
When all the interviews were completed, the recorded interviews were printed in text, which according 
to Söderbom and Ulvenblad (2016) means transcription. Transcription helps to create credibility in the 
study and ensure that the data that the informant tells corresponds to what the informant wants to say 
(Söderbom & Ulvenblad, 2016). The transcription was done almost word-for-word. The exception is 
every “mm” said during the interviews as a way of agreeing with what the informant or the authors had 
said, which was not included in the transcript because it did not constitute any value for the 
interpretation. This was positive as it saved some time for the authors without losing value. According 
to Söderbom and Ulvenblad (2016), it is essential to listen through the audio recording and transcribe 
what has been said during the interview, to more easily interpret the data and simplify its use of it in the 
analysis chapter, why the authors decided to do so. The consequence of transcribing is that it is time-
consuming and often demanding even if you have a good transcription program because it takes between 
three and six times as long to type an interview compared to what it takes to record it (David & Sutton, 
2016). The transcriptions took between about three and a half hours and almost eleven hours (see table 
3.5) for the authors to do. The obvious difference in required time is due to the simple reason that the 
authors found ways to streamline transcription, such as changing the speed of recording when typing 
and rewinding time by a certain number of seconds through a mobile app. This saved time, as the authors 
did not have to rewind as much to write what was said. Still, if there is disturbing background noise or 
if the voices are not clear on the tape, additional time may be added (David & Sutton, 2016), which 
arose during the transcription process for the authors. Transcription is thus a time-consuming and 
extensive work and the authors had to assess whether they had the time and capacity for this or not, but 
as it was done, it provided a good working material, which in turn can contribute to higher validity 
(Larsen, 2018). 
 
After the transcriptions were completed, they were sent out to each informant for approval before the 
analysing process could begin. The authors chose to do the informant validation process to ensure that 
the empirical data corresponds to the authors’ perception and to avoid the use of incorrect data in the 
study (Larsen, 2018). No changes besides a few spelling errors were made to the transcripts since the 
informants approved them as they were. David and Sutton (2016) argue all qualitative data that is 
transcribed is considered a form of text analysis, which hence was done by the authors. Besides the fact 
that the survey and interviews were done in Swedish, which brings a need for interpretation by the 
authors when translating, the transcription also requires a language analysis in general as the authors 
try to understand meaningful signs (David & Sutton, 2016). Even if it is not formally given that 
designation, every attempt to extract meaning from the world is a form of qualitative analysis (David 
& Sutton, 2016). 
 
3.5 Data analysis of empirical data 
When all theoretical and empirical data have been collected, the authors have analysed and interpreted 
the information together, which characterises the chosen abductive research approach (Söderbom & 
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Ulvenblad, 2016). This section explains the chosen qualitative analysis method and hence the analysis 
process of the empirical data, namely the Gioia methodology (Gioia et al., 2013).  
 
3.5.1 Choice of Gioia method 
When transcription and informant validation were compiled and approved, the authors started the 
qualitative analysis of the information given and decided on using the Gioia methodology, which is 
intended to be used for analyses of qualitative methods (Gioia et al., 2013). According to Langley and 
Abdallah (2011; in Mees-Buss et al., 2022), the Gioia methodology has become some sort of “standard 
for conducting interpretive research” (p.406) and is of importance within qualitative research as it helps 
researchers to investigate and create a sense of meaning in subjective, hermeneutic interpretive studies 
like this study (Mees-Buss et al., 2022). According to David and Sutton (2016), it is important in 
qualitative analyses to have good practice, transparency and reflexivity, which is why the Gioia method 
was chosen by the authors. Additionally, the Gioia methodology has been strengthened with the design 
of the study, as it is beneficial to collective case studies (Crowe et al., 2011; Gioia, 2021). 
 
3.5.2 Applying the Gioia methodology    
The process of the Gioia method is illustrated in model 3.4 below, where the first step is to gather the 
empirical data, followed by identifying first-order codes, to then find second-order themes and 
recognise aggregated dimensions to use when making connections between theory and empirical data 
(Gioia et al., 2013).  

 

Model 3.4 The Gioia methodology (Gioia et al., 2013).  

One of the main consequences of organisational studies is that it is often focused on construct 
elaboration, whereof a construct generally is formulated so that it can be measured according to Gioia 
et al. (2013). This is due to the advantage that constructs and variables easily can be measured and help 
when “trying to make sense of organising, organisation, and organisations” (Gioia et al., 2013, p.16), 
whereof Gioia et al. (2013) argue this perspective sometimes blinds researchers and recommends the 
use of ‘concept’ that is less specific and general to express an occurrence or circumstance of theoretical 
interest.  To not confuse the reader, the authors use the designation ‘first-order codes’ instead of ‘first-
order concepts’ as the literature review contains multiple concepts and hence can be mixed up.  
 
First-order codes  
In this step of the analysis, raw data was extracted from the transcriptions by the authors that were seen 
to be of value and were seen as a possible first-order code. In the continued analysis process, the 
concepts are seen as tools to use and work with (Gioia et al., 2013) and are useful in collective case 
studies which is the authors’ chosen design (Crowe et al., 2011). All empirical data from the interviews 
is hence analysed all together as one collective case, but some data which was not mentioned twice and 
the authors’ perception were that the data did not bring value to the aim of this study, were deselected 
as insignificant. Repeatedly mentioned data was considered of value and was selected to represent data 
for the collective case study and this approach is in line with collective case studies in general, which 
need to be flexible before parallels of similarities and differences can manifest (Crowe et al., 2011). 
Some similarities need to exist though, even if empirical data may vary in depth and nature (Crowe et 
al., 2011), which is why certain data were omitted. This means some data are excluded from this study 
that could be of value to announce, but meanwhile, it reduces the risk of highlighting insignificant data. 
To not lose the meaning of the quotes, the authors first started to code by keeping the contexts of the 
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quotes, because the authors did not want to misinterpret data during the analysis process and some 
answers did fit under several different concepts within the chain process of self-leadership. When using 
concepts labelled as codes in this analysis instead of constructs, the authors create a sense of meaning 
with the sustainable chain process of self-leadership (Gioia et al., 2013). The possibility to constantly 
compare the latest results with the preliminary explanations generated is what gives a special value to 
the qualitative research according to David and Sutton (2016). 
 
One concrete example of the analysis process of one first-order code that could have fit under both the 
self-awareness concept and the self-observation strategy if not knowing the context of the conversation 
is the following: 
 

 
 
Second-order themes     
First-order codes and second-order themes were seen of value in two ways for the study. Firstly, the 
authors wanted to secure that the informants actually do practise the different concepts and strategies 
within the chain process of self-leadership. It is known that informants do not always answer truthfully, 
because they want to appear better (Persson, 2016).  Secondly, the authors’ aim was to get an 
understanding of why individuals sustain maintaining an active chain process of self-leadership by 
dynamically practising self-leadership strategies, where they continue to be self-aware, manage and 
lead themselves, practise self-leadership strategies, attain self-efficacy and achieve beneficial outputs. 
This hence contributes to the practical problem of how the chain process can be sustained in the long 
term and in extension to a more efficient and long-term sustainable society. When the authors analysed 
first-order codes, they were information-centred, which is the purpose of the Gioia methodology (Gioia, 
2021). Examples of second-order theme quotations (within the same aggregated dimension) follow: 

➢ “I plan everything, I can not do without my calendar.” 
➢ “I was very sad when I left my paper calendar. It did not manage to organise my life anymore so I 

thank the digital calendar for it. I can colour visualise and there I can see months at a time, which I can 
not with a paper calendar. So a digital calendar with colour codes is my way of organising life.” 

➢ “I started sleeping with my calendar next to me and would take notes in it every time I came up with 
something. And then I started to notice when I do, then all of a sudden I can sleep.” 

➢ “So nice to check them off gradually” 
➢ “It feels really sad but it is very good.” 
➢ “It is above all that there are so many details in the work that it would be very risky not to have written 

down things if it is the case that these are important things that you must not lose. It is important in 
different processes to create systematics.” 

 
Notice the authors did not restrict the first-order codes and hence second-order themes to only think of 
the concepts that are found within the chain process of self-leadership. The Gioia methodology 
advocates using the informants’ terms to help to gain an understanding of their experience (Gioia et al., 
2013), as combining both the authors’ and the informants’ views gives a multifaceted perspective 
(Gioia, 2021). A consequence could be that the authors simply adopt the informants’ view and lose “the 
higher-level perspective necessary for informed theorising” (Gioia et al., 2013, p.19), which is avoided 
in this thesis by having opponents and a supervisor who critically reflect the authors’ work. Examples 
of concepts that were seen as outstanding concepts from the chain process, that were considered to 
expand and be involved within the chain process, are as follows:  

➢ “I am that kind of person, I like to develop and learn things.” 
➢ “I as a person want to challenge myself, I want to learn how things work.” 
➢ “To get better all the time. And get the group with me and see their development. Because it is something 

that drives me at least.” 
➢ “I as a person am a pretty restless soul, so if I had not… had the job been the same day after day, I 

would probably have had to change jobs, because then I would not have received the stimulus. Because 
I am curious. I simply want to learn more.” 
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If concepts outside the chain process of self-leadership were not considered, the examples of second-
order themes given above would not have been deliberated and not resulted in an expansion of the 
perspective of what concepts should be included in the study. After bringing out the information, the 
authors have searched for similarities and differences to see what is of interest to keep and progress 
further into categories, to be able to continue to the next step of the analysis process, namely to identify 
the second-order themes (Gioia et al., 2013). Within this methodology, it is reasonable that the authors 
should capture concepts that are already known about and involved in the work, but it also allows the 
authors to see new themes, as it allows the authors to identify other concepts than those developed at 
the beginning with theory and have an open mind (Gioia, 2021). 
 
Aggregated dimensions     
When working with and analysing first-order codes and second-order themes, the authors have tried to 
identify if there can be something that the informants have not seen and look at what has been said from 
different angles, which is central to do (Gioia, 2021). It gives a multifaceted perspective to have both 
the informants’ and the researchers’ views, and when combining the empirical data with the theory it 
constitutes a foundation that is both static and dynamic according to Gioia (2021). The authors should 
capture the concept they already knew, but allow them to identify concepts other than those initially 
developed, otherwise, the study would not be credible (Gioia, 2013). The authors hence had the concepts 
within the chain process of self-leadership and each of the definitions in mind when analysing the 
empirical data and tried to put all the second-order themes into aggregated dimensions under the 
concepts and strategies that had been processed theoretically. But still, the authors tried to have an open 
mind when analysing the empirical data and multiple second-order themes indicated that the sustainable 
chain process of self-leadership may be related to personality or traits. 
 
Second-order themes that the authors identified related to personality and traits were competitive 
personality, “wants to learn new”-personality, “is as a person”/confirmation seeking personality, “over-
analytical” personality, raised/upbringing-trait, networking/“dare to take help”-trait and the authors 
then tried to connect those second-order themes to aggregated dimensions in the chain process of self-
leadership, but without real progress, why the authors request more theoretical ground. Larsen (2018) 
argues when interpreting the results, previous research in the field can be helpful, but findings must be 
based on the informants’ experience, not only on previous theoretical work (Gioia, 2013). 
Complementing the thesis with further existing theory is common within an inductive research process 
(Svensson, 2009) and the Gioia methodology (Gioia, 2021). Personality and traits are mentioned in 
some previous research, though (Abid et al., 2021; Bandura, 1977, 1982; in Kalra et al., 2020; Carden 
et al., 2022; Kellerman, 2004), but not as central.  
 
Between the second-order themes and aggregated dimensions, the authors labelled multiple possible 
concepts as the aggregated dimension for some second-order themes, why they have been weighed and 
discussed by the authors of how to interpret every theme to finally conclude the following aggregated 
dimensions in model 3.5. 
 

 

Model 3.5 Aggregated dimensions. 

3.5.3 Presentation of data         
All empirical data were analysed collectively and the informants’ names and gender were not used in 
the analysis, as it was not of interest, which made the analysis more anonymous. Cautiousness must be 
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taken by the authors to ensure the anonymity of the informants’ participants, which has been done in 
different ways (Crowe et al., 2011). No one should be able to identify the participants in the study 
(David & Sutton, 2016). As previously discussed in section 3.2.3, the material is used collectively, 
therefore empirical data are mixed with the four underlying theories and hence there is no empirical 
chapter. The authors have been limited by the scope of the study and have not had the opportunity to 
include all the empirical data from the interviews. Therefore, they have chosen to include everything 
large and tried to capture parts of the smaller things. The empirical data are hence not comprehensively 
from the empirical study, but the analysis consists of some quotes from the informants who have said 
similar things but in different ways, but also things that were of value. In the quotes, occasionally there 
are parentheses with words that are not italicised and this was done to clarify the context of the quotes, 
as only parts of the quotes have been selected and not the whole context. The study works in dual 
languages and the quotes were translated from Swedish to English as the interviews were performed in 
Swedish and the study is written in English. The authors chose not to have the Swedish quotations in 
the appendix, as many of the quotations were included in the analysis and the credibility is thus clear in 
the work. The results of the analyses of the concepts are summarised and then concluded in a model at 
the end of each concept. As self-leadership strategies are central to the dynamic in the active self-leading 
chain process, they are concluded by their three main dimensions, behaviour-focused, natural rewarding 
and constructive thought-oriented. 
 
3.6 Evaluation of the quality of the thesis   
This section describes the reliability, validity and authenticity of the thesis, but also ethical 
considerations of the study. 
 
3.6.1 Reliability and validity 
Reliability includes accuracy, where the study must be reliable and accuracy should be the basis of the 
process (Larsen, 2018). Reliability in qualitative studies is often linked to credibility and credibility is 
thus important for both validity and reliability (Larsen, 2018). The authors ensure the reliability is of 
high standard by being accurate in the data process (Larsen, 2018), which has been done by describing 
each step in detail in the research process and doing the transcription carefully. The authors also judged 
the selected informants to be reliable as they had to undergo a survey to ensure they matched the study. 
During the research process, a supervisor and opponent groups have been reviewers of the study 
materials. In this way, the authors have received feedback and been able to increase the reliability and 
quality of the material throughout the entire research process. By both of the authors attending all the 
interviews and reading through the entire thesis multiple times, a high level of reliability has been 
ensured (Larsen, 2018). The context of the interview situation in terms of time and place can affect the 
informants’ feelings (David & Sutton, 2016) and to reduce this impact, the authors have been flexible 
and allowed the informants to decide both time and meeting format for their interview. Ensuring high 
reliability is not entirely easy in qualitative studies, because many interpretations are made in 
observations and it is not certain the researchers notice the same things or perceive things in the same 
way (Larsen, 2018). Larsen (2018) states that interpretations that are made must be valid for the studied 
reality to create a high level of credibility and can be achieved through the application of informant 
validation, which means that those who participated in the study can take part in the collected material 
before the authors used it. The authors hence sent out the transcribed material to the informants for 
validation to ensure that the studied social reality is given a fair interpretation and that the informants’ 
answers and the collected empirical data are presented in accordance with each other. 
 
The study’s data corresponds to the informants’ reality and shows what is really “out there”, which is 
what validity is about according to David and Sutton (2016). Larsen (2018) states that validity in 
qualitative studies is specifically about confirmability, credibility and transfer value. Confirmability is 
about the extent to which the authors examine what they are going to investigate and whether the data 
is relevant to the problem formulation so that the conclusions become valid (Larsen, 2018). For the 
authors to be able to confirm the results that the study generates, personal opinions have been put aside, 
so that these do not affect the results or angle the collected material. Credibility within validity means 
that the interpretations are valid for the reality that has been studied, in other words, if the authors’ 
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interpretations that have been made are credible (Larsen, 2018). Credibility in the study has been made 
by both authors being present at all interviews, to subsequently enable control that both had a similar 
opinion. Transferability in qualitative studies wants to be able to transfer the study to other groups than 
those who have been participating in the study (Larsen, 2018). Since the authors have interviewed 
participants from different industries and professions, it can be considered transferable to other groups, 
as self-leadership has been studied in many different contexts and industries (Goldsby et al., 2021). 
Transferability is referred to as external validity (David & Sutton, 2016), which is common when having 
a concept-developing purpose in a study (Söderbom & Ulvenblad, 2016). The authors have developed 
an analysing model of an active and dynamic chain process of self-leadership, which is transferable to 
other studies within the field.  
   
3.6.2 Authenticity    
Authenticity ensures that the sources that have been used are what they consider to be, in other words, 
credible and correct (Myndigheterna för Samhällsskydd och Beredskap, 2021). To ensure the 
authenticity of the study, the authors have used different sources throughout the work. By guaranteeing 
a high level of authenticity during the process of the study, source criticism has been applied throughout 
the thesis, where all the scientific articles that have been used in the study were marked as peer-
reviewed. To the extent that was possible, the authors have relied on original sources. The authors have 
also used several sources who claim the same thing to strengthen what is presented in the thesis, which 
has been done by referring several authors to the same sentence. 
 
3.6.3 Ethical considerations 
Ethics is about what is morally right or wrong, where the choice of methods and the use of research 
results for the collection of information about people raises ethical questions (David & Sutton, 2016). 
Considerations concerning the ethics of research are about finding a balance between different types of 
legitimate interests (Vetenskapsrådet, 2002) and research involving humans should be ethical in both 
the use and the spread of the material (David & Sutton, 2016). Considerations have hence been done as 
it is important to respect the privacy protection of the informants, and therefore the authors had also 
informed and got permission from the participants to infiltrate into their private sphere (David & Sutton, 
2016). This was done through an information email (see appendix 2), informing the informants 
regarding what terms they are participating in and what purpose the study has. Before each interview, 
the purpose of the study has also been presented once more.  
 
Privacy protection is very important to keep in mind when storing and using the collected data, which 
can be done through anonymity or confidentiality (David & Sutton, 2016). The authors have chosen to 
keep all informants anonymous in the design of the study so that it is not possible as a reader to identify 
any informant. The informants’ names have been changed as the name has no effect on the study and 
this is a way to increase the informants’ safety to share their thoughts, and show respect for their 
integrity. The authors have an obligation to both the research participants and society, therefore it would 
be unethical to falsify the results and it is important to not reveal specific details about the individual in 
the research (David & Sutton, 2016). Hiding identities in research is not considered a falsification 
(David & Sutton, 2016). All personal data and collected empirical data can not be published or used for 
commercial use (Vetenskapsrådet, 2002), why the collected material of this study only is used for the 
purpose of answering the study’s research question and unauthorised persons be without access to this 
information. The informants have given their consent to participate and the interviews has been allowed 
to be used for the purpose of the study whilst they understood that the thesis is a public publication 
when approved. They have also given consent to record the interview and that personal data have been 
used according to current GDPR legislation. Information about the GDPR legislation was given to all 
potential informants in the information email that were sent out (see appendix 2). Since the informants 
have given consent to the interview, the consent requirement has been processed (Vetenskapsrådet, 
2002). In line with the Data Protection Ordinance, participants were given the opportunity to take part 
in the transcribed material after the interview. Furthermore, they were informed that they had the 
opportunity to correct and complement the statements made. Ethical considerations affect all aspects of 
the research process (David & Sutton, 2016) and this was done to show respect for the informants.  
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3.6.4 Confirmation 
Confirmation is about the authors having control over their values and not risking influencing research 
in any decisive way (Bryman, 2018). According to Bryman (2018), total objectivity in studies cannot 
be achieved and since this study has been subjective, it is arguable that the study’s possibility of being 
confirmed can be questioned. The authors have been aware of trying to prevent any personal thoughts 
and perceptions from influencing the study and its results and have thus acted in good faith. Informant 
validation has also been done to ensure that the study’s data are not affected by the authors’ own 
experiences. This has increased the degree of confirmation as the authors’ personal opinions and choices 
did not reflect the entire design of the material in the study. 
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4. Analysis          
This chapter analyses the collective’s empirical findings in relation to the literature review and is 
structured by the chain process of self-leadership. To create meaning within the context, it is followed 
by a summarising model of interrelationships and hence the result of the analysis.   
 
4.1 Self-awareness 
The fact that individuals become aware of themselves is of great importance to the chain process of 
self-leadership (Bracht et al., 2021; Knotts et al., 2021; Neck et al., 2020) and can be seen to have a 
strong connection to the significance of choice. The informants work actively to make their fellow 
human beings self-aware and understand that most often you as an individual have a choice. Social-
structural factors are related to psychological mechanisms that are explained within the social cognitive 
theory (Wood & Bandura, 1989), and the informants try to apply the idea that individuals have a choice 
when they are aware of what the consequence will be if they do this or that, which one informant also 
tells a concrete example of how they worked with this: 
 

 

The informant witnesses it is a difficult choice in some groups to say no to, for example, alcohol. It can 
lead to outbursts like “what are you, a real party pooper, huh? Sit here and be sober?” which affects 
individuals’ choices. Environmental incidents are one cause of psychosocial function, affecting 
behaviour and personal factors such as cognitive within the social cognitive theory (Alnakhli et al., 
2020; Bandura, 1986; in Bandura & Wood, 1989; Maykrantz et al., 2021). Another informant highlights 
that “you can not always be strong yourself, you must have the right people to support you” which 
indicates the environment’s importance.  Being aware that there is a choice with most things you do as 
an individual can be seen as a state of consciousness and contributes to a subjective self-awareness 
(Duval & Wicklund, 1972; in Carden et al., 2022). A similar state of consciousness is described by 
another empirical data, who applies a mindset to her/his colleagues to be aware of how they choose to 
do different things, as that choice affects individuals’ near surroundings. Asking “now you are aware 
that this is how your colleagues will react or work when you do so, do you still choose to do or say this 
in the same way now when you are aware that what you say or how you behave will affect your 
colleague?” The informants argue that when individuals know they have a choice, they can also make 
a choice based on that particular choice and that no one else can influence the individuals’ behaviour or 
choice of action except the individuals themselves. Additionally, the empirical data suggest individuals 
are driven to continue to be self-aware based on an awareness of the consequences that follow from 
diverse choices they make, or they frequently strive to improve behaviour or performance, or they feel 
responsible for more than themselves. The informants argue individuals’ surroundings of people, role 
models, and socio-economic factors are also of importance if they continue to be self-aware, which can 
be assignable to the environmental causation and social cognitive theory (Alnakhli et al., 2020; Bandura, 
1986; in Bandura & Wood, 1989; Maykrantz et al., 2021) and to have hopes, aspirations and 
accomplishments of the characters individuals would like to have is associated with the concept of an 
ideal self-guide within the self-regulation theory (Higgins, 1987, 1989; in Neck & Houghton, 2006) and 
affects the self-leadership chain process positively (Chen-Ju, 2017).  
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Besides having a supportive surrounding, individuals can make aware choices based on internal factors 
according to the informants. Expectations of competence are seen as essential for internal control 
(Bandura, 1977; in Deci & Ryan, 1987) and the informants strive to constantly improve and develop, 
there is an “urge to constantly learn something new.” The informants who are responsible for more than 
themselves also strive to develop not just themselves but their fellow humans as well. They are thriving 
when they experience that they are improving or developing in some way, as well as when they manage 
to help another person to improve or develop. Additionally, the informants experience increased self-
esteem when thriving from improving or developing in some way. Thriving helps people to understand 
and analyse how good they are doing and is important in the process of self-regulation according to 
self-regulation theory (Abid et al., 2021) and thriving gives motivation to individuals to be more than 
what they already are (Ryff, 1989; in Abid et al., 2021). According to the empirical data, it can be of 
importance to express oneself “in the right way” and to reflect on one’s “approach to other people,” 
not just professionally but also privately.  
 
The informants believe that it is important to collaborate with others and that there is a value in having 
reflections together, which is expressed in different ways. For instance, it can be if something happens 
it can later be discussed in the workroom, or to collaborate with others and strive to find win-win 
solutions, or involving coworkers s/he lead in different decisions to have dialogue and analysis, or just 
call different kinds of individuals that are differentiated from oneself to get new ideas and other 
perspectives. What drives the informants to continue to reflect together with others is that they think 
they get a good result from doing so, as it helps them in their ambition to get better. It is mentioned that 
the informants experience that “we become successful together” and when individuals observe 
themselves it heightens individuals’ self-awareness, which provides information on what current 
behaviours as well as it gives guidance on when individuals are involved in productive or unproductive 
behaviours and why (Kalra et al., 2020). 
 
The objective self-awareness focuses on the self (Duval & Wicklund; in Carden et al., 2022) and what 
drives the informants to continue to reflect with others or by themselves about different things they do 
is that they “think that things get more refined.” Or if they feel that they have not achieved what they 
wanted, they can, for example, reflect on “what can I do differently in that meeting instead of reaching 
the desired outcome.” The informants also think that it is in their interest, that they experience the things 
they do “can make a great difference” to others or that the things they work with “give a lot back.” This 
motivates them to continue to be self-aware continuously, along with their wish to do good, perform 
well, and strive for improvement and development. The informants argue that “problems when working 
together are about deficiencies in our communication and understanding” and that being aware of self 
and others then may help them to reduce misunderstandings. Another reason for the informants to 
continue to be self-aware and reflect is, as they have expressed similarly, the fact that “I see things 
differently when I reflect and have conversations with people” and it gives them more perspectives on 
things. High self-awareness is beneficial to individuals as it gives rise to better decision making and 
more effective leaders (Carden et al., 2022), but the informants also claim there may be a limit where it 
may be self-destructive instead and that “you should not analyse and reflect unnecessarily, but you 
understand within the frame there; that you do not forget things, but you do things in a good way.” 
 
The informants argue they tend to over-analyse according to themselves, but practising critical self-
reflection is considered long-term sustainable as a leader (Eweje & Bathurst, 2017). One consequence 
of being self-analytical is that “you see both when good things happen and when bad things happen” 
according to the informants. They argue that “there has been a lot of self-reflection over the years to 
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come up with different types of costumes that I can use in the context that I desire” and accomplish “a 
self-awareness of how different types of body language and different types of language choices do for 
the person who receives this (message through language choices).” To choose how to express oneself 
by initiating and regulating the behaviour outline intentional behaviour (Deci & Ryan, 1987) and is 
frequently described within the intrinsic motivation theory as common when striving towards the own 
end goal (Reiss, 2004).  
 
Being self-aware is perceived by the informants as very important and that it enables further reflection, 
especially when something has not turned out as they intended, but also when something has gone well. 
If something did not go well, they try to find how they can do it differently, while if something went 
well, they take it with them to another time. Both outcomes are perceived to enrich them with new 
knowledge to use in their quest to continuously improve or develop, both privately and professionally. 
It is of great value, “you have to stop at some point and assess, evaluate, reflect.” The informants give 
examples of questions they ask themselves when they reflect, such as the following: 

 

 
 
The pitfalls when doing self-reflections may be according to the empirical data that individuals “creates 
things that do not exist” or they become self-destructive, and argue that “there is also a limit to where 
self-reflection goes over to self-criticism so that it becomes destructive instead. So to have self-
reflection, you also have to try to be balanced in some way to find ‘what have I done well and what 
have I done less well?’” It is important not to get stuck in the destructive self-criticism as the informants 
argue it turns into a negative spiral, where “the only thing you circulate around is what has been bad 
and what has gone bad. Then you will not really be able to move on (from that mental state).” Reasons 
that one may tend to over-analyse, according to the informants, can be if something in the context is 
sensitive or if it is important to express oneself in a politically correct way. One example of mindset to 
not get stuck in a negative whorl when doing self-reflections is to think “yes it might not be 100% good, 
but then it might be next time.” Even if there is a risk to end up in a negative mindset, the informants 
experience that self-reflections help them in different ways, which is why they also continue to have 
self-reflections. Within the self-regulation theory, self-monitoring gives the information needed to 
evaluate the progress toward the capacity standards (Bandura, 1991) and success in self-regulation 
depends partly on self-monitoring, where individuals need to observe their performances to affect their 
motivations and actions (Alnakhli et al., 2020; Bandura, 1991). The informants see that they gain 
something out of the process, which drives them to continue. The self-reflections most of the time come 
automatically to the informants but are something they have developed over time as an automatic 
mechanism to evaluate behaviour, thoughts, the response of others and so on. The informants argue that 
“there is always a reflection afterwards on how this happened” and the primary reason is to do better 
next time, no matter if it was bad or already good.  
 
Self-awareness can also enhance by feedback and observing others (Carden et al., 2022), which the 
informants as well think is important.  “One should be aware of what one is doing.” When giving 
feedback, individuals need to consider that “everyone is a different individual and needs to be followed 
up in different ways.” Giving good and constructive feedback can easily be done according to the 
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empirical data and one example is to give “two stars and a wish” of what is good and what can be better. 
Emotional expressions, such as telling someone that s/he is doing a good job, can affect individuals’ 
self-efficacy beliefs positively in the long-term according to Salanova et al. (2020). A teacher uses “exit 
tickets” sometimes as feedback where the students “get to tell ‘what have I learned today’ and ‘what 
was most valuable’” to improve lectures. To be able to process feedback and share vulnerabilities to 
enhance self-awareness, it is important to create a psychologically safe place according to Carden et al. 
(2022). When receiving feedback, the informants do experience that “most people are very kind to each 
other and give really good feedback” and that they do reflect on what was said. What more is considered 
important is when it is “something that is positive and one has done it really well, then you say it in 
front of everyone so that you lift each other.” 
 
Being self-aware and regularly making reflections help the informants, as it is helping them to build up 
different scenarios based on what challenges or problems they see that need to be solved and come up 
with steps towards a solution as a strategy. It is sometimes “important to stop for a moment, absorb, 
think about the next step before I open my mouth again and drive the process forward” and the 
informants use the different scenarios to their benefit later, experiencing they feel more prepared. That 
feeling makes them continue to set up strategies and reflect, as they think it is an advantage to them that 
makes them more efficient. One explanation of how it can make individuals more efficient is as follows: 

 
What is of significance is ”just that you come to a halt”, and the empirical data argue that “it can actually 
counteract stress”. Mindfulness is interlinked with the chain process of self-leadership to self-
regulatory processes and shows positive outcomes on mental health (Furtner et al., 2018). The 
informants also experience that it helps to increase self-efficacy when individuals get their ideas from 
self-reflections confirmed and then  “trust more and more in myself” and “dare to believe that what I 
think is true and right.” Such self-awareness in relation to self-efficacy can be seen as a way to increase 
self-leadership practices effectiveness (Carden et al., 2022).  
 
In conclusion from this discussion on self-awareness, the first step of the chain process of self-
leadership is that self-awareness is essential. It is about individuals becoming aware of things to make 
choices, and observing others and self to develop and improve. Self-awareness can improve feedback 
by observing others. It is about reflections as well, which can lead to over-analysis but also efficiency. 
Self-awareness is connected to three of the underlying theories, namely social cognitive, intrinsic 
motivation, and self-regulation, where the first theory is connected to individuals’ environments such 
as role models and socioeconomic factors are important for continuing to be self-aware (Alnakhli et al., 
2020; Bandura, 1986; in Bandura & Wood, 1989; Maykrantz et al., 2021). The second theory is 
connected to the fact that observing one’s achievements affects both motivation and actions (Alnakhli 
et al., 2020; Bandura, 1991). The third theory is connected to the idea that self-monitoring improves 
individuals’ capacity (Bandura, 1991). The discussed connections of the self-awareness concept in 
relation to the chain process of self-leadership and activating underlying theories in this thesis are 
illustrated in model 4.1 below. 
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Model 4.1 Overall conclusion of self-awareness. 

4.2 Self-management 
Self-management is about how individuals can affect their behaviours (Goldsby et al., 2021), and 
according to self-regulation theory, it is about how human behaviour happens (Neck & Houghton, 
2006). Additionally, the social cognitive theory states that individuals can influence both their attitudes 
and behaviour (Alnakhli et al., 2020; Bandura, 1991; Bracht et al., 2021). The informants are 
consciously aware of controlling themselves in different ways, such as their thoughts, behaviours, 
language choice, and body language. “I work a lot to control how I think and control my thoughts. I 
know how much it affects what I do and how I feel.” Similarly, Kalra et al. (2020) argue cognitions, 
emotions, and behaviours can be regulated to achieve stated objectives. A concrete example from the 
empirical data of why to control one’s behaviour and manage self is the following: 
 

 
 

The informants’ regulation of control was mostly based on professionalism and they were aware that 
there could be consequences of not controlling themselves in different situations, which motivates them 
to continue managing themselves. Social cognitive theory underlines that self-efficacy is a crucial factor 
behind human behaviour (Abid et al., 2021), as it impacts the exercise of control and belief in 
individuals’ abilities (Bandura, 1991; Furtner et al., 2015). The informants stated that the use of 
language is an important tool to control because it is not appropriate to say whatever you want whenever 
you want and they thought it was about professionalism by controlling what is coming out of their 
mouths. Some examples express this in different ways: 
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According to Manz and Sims (1980), there are two categorisations of consequences, where the first one 
is directly included within the self-controlling process and the other one is a result of outputs of a self-
controlling behaviour. Individuals’ self-instruction, self-evaluations, and self-reactions are always 
included when they change the consequences of their actions (Thoreson and Mahoney, 1974; in Manz 
& Sims, 1980). Self-control covers three fundamental process elements as self-set standards and goals, 
self-evaluation and self-administered consequences (Bandura, 1969; Luthans & Davis, 1979; in Manz 
et al., 1987; Manz, 1986; Manz & Sims, 1980). 
 
Self-management is also about being able to control oneself without external repression (Chen-Ju, 
2017). The empirical data confirm the informants were affected by different external factors. In social 
cognitive theory, the social context, observation, and imitation of behaviour are of great importance 
(Bandura, 1991; Bracht et al., 2021; Newman et al., 2019), where individuals are considered as both 
products and producers of their surroundings (Bandura & Wood, 1989). The informants state that it is 
much easier to be infected by a negative environment and hence they have chosen to avoid people and 
circumstances that influence them in a non-positive way, expressing “I try to stay away so as not to be 
affected in the same way.” They even argue that they are being affected by other people and try to shield 
themselves by selecting whom to speak with or listen to, arguing that they then “can somehow shield 
myself a bit.” Individuals can influence their environment through self-regulation and this can be done 
by selecting and creating activities that affect their environment (Xunwen et al., 2019).  
 
Self-efficacy contributes to levels of performance and its quality, why self-management and self-
efficacy are interlinked (Bandura & Locke, 2003; in Megheirkouni, 2018). To achieve stated goals, the 
informants say that they tend to set up a strategy and analyse and structure their plans. They notice that 
it works and therefore continue to do so. Previous performance together with self-efficacy affects 
personal objectives and the analytical strategies to carry out a performance (Wood & Bandura, 1989). 
The informants use different cueing strategies when planning towards stated objectives and the main 
reason is not to forget something, which they are careful not to do. Consistent with the knowledge that 
cueing strategies increase feelings of self-control and purpose (Manz, 1986; Manz & Neck, 2004; in 
Neck & Houghton, 2006), they then experience increased feelings of self-control and argue “I feel that 
when I have them (cues), then I have everything.” Even if a task is less fun to do, they tend to see it in 
a larger context and that there is a need to do it, a purpose.  
 
Self-management is the second step of the chain process of self-leadership and an overall conclusion 
from this discussion is that self-management is about controlling behaviour, thoughts, voice, and body 
language because it is about professionalism. If individuals are not conscious and self-regulate 
themselves against external factors, it can lead to consequences. Self-management and self-efficacy are 
interlinked and that affects levels of performance, planning, and set goals. Individuals analyse and 
structure by achieving stated goals. Self-management is connected to three of the underlying theories, 
namely social cognitive, self-control, and self-regulation, where the first theory states that individuals 
can influence both attitudes and behaviours, where self-efficacy is an essential underlying factor (Abid 
et al., 2021; Alnakhli et al., 2020; Bandura, 1991; Bracht et al., 2021). The second theory is connected 
to internal self-control and consequences (Manz & Sims, 1980). The third theory is connected to how 
human behaviour happens (Neck & Houghton, 2006). The discussed connections of the self-
management concept in relation to the chain process of self-leadership and activating underlying 
theories in this thesis are illustrated in model 4.2 below. 
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Model 4.2 Overall conclusion of self-management. 

4.3 Self-leadership 
Neck et al. (2020) argue individuals need to have their motivation to take action and lead themselves, 
whereof the informants feel motivated in some way. They find motivation in the fact that they “see that 
the work you put in actually makes a difference” or the fact that what they have done has given some 
sort of the desired result. Additionally, accomplished objectives motivate individuals to set higher 
performance targets, which result in increased endurance and greater effort to accomplish more 
demanding objectives and give an enhanced successful output (Bracht et al., 2021; Knotts et al., 2021). 
The empirical data agree with that point and argue that “those who have succeeded have tested it (self-
leadership). They see the value of it and those who have not succeeded have not been able to manage 
or have other excuses. It is that hard actually because you can choose to bark and whine at others ‘oh 
I hate my job, oh this here’ but what do you do about it yourself?” This is what not just self-leadership 
but also the chain process of self-leadership is all about, building the self-direction and self-motivation 
needed to urge a good performance according to Husnatarina and Elia (2022). It is not always about 
performance, the respondents argue it can be to do things that make her/him feel good as well. For 
instance, “I have led myself in the right direction. What I have felt good about, such things that I wanted 
to do, I have sort of understood that here I have to make a change and so I have done it.” 
 
Self-leadership includes chasing a purpose and meaning (Goldsby et al., 2021) for a future-oriented 
self-direction (Manz, 1986; Xunwen et al., 2019) and the informants feel that they “have an important 
function to fulfil,” which creates “an inner driving force.” Within the intrinsic motivation theory, actions 
may reveal individuals’ values as it is possible individuals are not aware of their motives and reasons 
to behave in a certain way, and individuals’ desire to accomplish positive results is then underlying in 
their intentions and gives a motivation to take actions in that direction (Deci & Ryan, 1987; Reiss, 
2004). To build self-motivation, the informants listen to “successful people, and how they set up their 
plans, and this is absolutely incredible. It gives me a kick and it motivates me even more to work even 
harder and become even more diligent.” 
 
When asking the informants if they would say that they have led themselves to different outcomes, they 
say “yes and no one else has done it,” pointing out that they themselves have taken responsibility to 
lead themselves to outputs such as job satisfaction, increased performance, and career success. Goldsby 
et al. (2021) argue the individual has the possibility to take ownership of the choices that are within 
individuals’ control through self-leadership, which can improve individuals’ subjective impression of 
their work, regardless of organisation and management. To influence oneself do the informants see as 
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important, mentioning “if the job shows up, then that is when you need to be ready to apply for it.” They 
further state that “no result comes by itself,” “I decide over myself” and “it is actually me who is 
responsible for what I want to do in my life.” Within the self-regulation theory, control is attained by 
individuals creating the driving force for their actions (Bandura, 1991).  
 
The fundamental idea of self-leadership is that it is an internal process where individuals influence 
themselves (Bracht et al., 2021; Knotts et al., 2021; Manz, 1986). Self-regulation theory argues that 
self-leadership strategies are conscious and on a voluntary level and can be used by the individual to 
lead oneself in the desired direction (Furtner et al., 2015; Manz, 1986). The informants argue it is 
important“to have goals to strive for” and that “everyday I try to do my best and contribute in my own 
way.” They further state “you have both good and bad days, so then you have to be reminded” and that 
it is important to remind oneself that “I have succeeded with a lot (after all).” Self-regulatory processes 
do not always work smoothly and they do not always lead to successful results and goal attainments 
(Neck & Houghton, 2006). Success in self-regulation depends partly on self-monitoring and if 
individuals pay attention to their performances to affect their motivations and actions (Alnakhli et al., 
2020; Bandura, 1991). “For each stage that we finish, it is really just a door opener for the next phase 
in life” according to the informants, and it is significant to ask oneself “what is my next goal really?” 
An example of how the informants use self-influence and self-motivation to lead themselves is as 
follows: 
 

 
 

Why the informants continue to lead themselves through self-influence and self-direction is the desire 
to feel they have accomplished a goal or task, “to be the best and be this good one, able to manage 
things,” “to be seen,” and “it is curiosity, of course. That you always want to get a little better.” This is 
explained within the social cognitive theory, that individuals put higher pressure on themselves to 
achieve new and possibly more demanding goals as they achieve the already set goals, to increase 
performance (Bracht et al., 2021; Knotts et al., 2021). An important factor for the informants seems to 
be to “do what you think is fun as long as you think it is fun” and that “if it is not fun anymore, then do 
something else.” From an intrinsic motivational perspective, individuals engage in activities they 
anticipate to be fun (Reiss, 2004) and when a behaviour or activity itself involves pleasure, intrinsic 
motivation is assigned by definition (Ryan & Deci, 2000; in Reiss, 2004). Curiosity is one of sixteen 
intrinsic motives (Reiss, 2004) and the informants argue “I have experience, but I am still hungry and 
curious about things I can not,” why they continue to lead themselves. Other intrinsic motives may be 
social contact and honour according to Reiss (2004) and the informants argue what drives them to have 
pleasant work is that “if you go to work and do not do your job, it is not just you it affects. It affects both 
the organisation and your colleagues that you have around you, who are punished for what you do not 
do.” 
 
Within self-regulation theory, having a prevention focus means working on the basis of safety, 
obligations, and responsibility and it adjusts both the absence and presence of negative outcomes 
(Higgins, 1998; in Neck & Houghton, 2006). According to the empirical data, it is of value to have a 
prevention focus sometimes, to prevent stress. “What I have on Monday morning is always clear here 
on Friday afternoon before I leave here, before the weekend. Always.” “What I have learned from this 
to-do list is that it is never empty. It is never empty one night. It is never empty on a Friday night. It is 
just to learn.” When individuals are aware that there is more you can do, it is possible to make “a plan 
for that too.” The opposite of prevention focus is promotion focus, which works on the basis of hopes, 
aspirations, and accomplishments as an ideal self-guide (Neck & Houghton, 2006). Chen-Ju’s (2017) 
study indicates that a promoting focus affects self-leadership positively.  
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Self-leadership is the third step in the chain process of self-leadership and an overall conclusion from 
this discussion is that it is an internal process, where individuals influence themselves and find the 
internal motivation to act. Individuals continue to lead themselves through self-influence and self-
direction because they want to feel that they have achieved a goal. The results do not have to be the 
goal in itself but more a feeling of something, and to feel purpose and meaning. Also to be conscious 
and have a preventive focus to avoid pitfalls that affect oneself, such as stress factors. Self-leadership 
is linked to all four of the underlying theories, social cognitive, intrinsic motivation, self-regulation and 
self-control, where the first theory is linked to individuals putting higher pressure on themselves to 
achieve goals (Bracht et al., 2021; Knotts et al., 2021). The second theory is linked to individuals’ values 
because the desire to achieve positive results underlies their intentions (Deci & Ryan, 1987; Reiss, 
2004). The third theory is linked to the control of individuals obtained by creating a driving force for 
their actions, even if self-regulatory processes do not always lead to successful results and goals 
(Bandura, 1991; Neck & Houghton, 2006). The fourth theory is linked to the possibility of making their 
own choices that are within the individuals’ control through self-leadership (Goldsby et al., 2021). The 
discussed connections of the self-leadership concept in relation to the chain process of self-leadership 
and activating underlying theories in this thesis are illustrated in model 4.3 below. 
 

 

Model 4.3 Overall conclusions of self-leadership 

4.4 Self-leadership strategies     
This section presents the empirical and theoretical analysis of the fourteen self-leadership strategies. 
 
4.4.1 Self-observation strategy 
It is required to observe oneself in order to increase the awareness of self, why the self-observation 
strategy probably is the first self-leading strategy individuals use (Bracht et al., 2021). The informants 
want to claim that they are usually aware of what, how, and why they do things, but argue “it is never 
100%” and “you have some kind of consciousness, of course, but you do not have it fully.” From a social 
cognitive and self-regulation theoretical perspective, self-observation is the first step including different 
dimensions of performance and quality aspects of the self-monitoring process (Bandura, 1991). The 
informants mention that they have made a routine for when they take time for observing themself and 
doing reflections. One example is “when I go home in my car for 20 minutes, this is where I reflect on 
what I have done during the day. What have I done, what can I do differently, what can I do better and 
what have been the results.” The informants argue it is of importance to “more or less daily evaluating 
what one does.” 
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To systematically gather information about the own behaviour (Manz & Sims, 1980), feelings and 
thoughts (Abid et al., 2021) are central to self-observation strategy, in order to increase awareness of 
self and others (Abid et al., 2021; Bracht et al., 2021). It is considered important “to learn from your 
own experiences,” as “to live is to learn” and that self-observation “creates the conditions to be able to 
get to know your reaction patterns in different situations.” The informants reflect a portion on 
themselves, claiming that “I am a brooding, reflective person so it takes some thinking before I do 
anything” and “I am ‘Queen of reflections’”, but also “I am aware of who I meet and who I hang out 
with, and I know what I will get out of it. It helps me by not sharing the (positive) energy I have… I 
simply choose to have a positive attitude,” indicating that personality or trait can be a causal factor. 
Personal factors are one of three causational factors of psychosocial functioning within the social 
cognitive theory (Alnakhli et al., 2020; Bandura, 1986; in Bandura & Wood, 1989; Maykrantz et al., 
2021), where also the social context and environment are of great importance (Bandura, 1991; Bracht 
et al., 2021). Informants reflect a portion on others as well besides from themself. “I wish (everyone) 
prosperity, both for me, for my boss and my employees. I have this attitude in my head that what you do 
is based on these three bars. Partly what the organisation wants, partly to put my employees in a better 
position than they were before, and at the same time I think I feel good about it when I succeed.”  
 
Self-observation strategy is also to identify goals, be able to change inefficient behaviours, and enhance 
the ability to discover alternate pathways (Abid et al., 2021; Bracht et al., 2021; Ugurluoglu et al., 2013; 
in Kotzé, 2021). Within a self-control theoretical framework, the standards are usually set by past 
performance, the observed performance of others, and performance criteria that are obtained socially 
(Bandura, 1969; Mahoney, 1974; in Manz & Sims, 1980; Manz, 1986; Manz et al., 1987). The 
informants usually “reflect and do differently” and think of “what can I do differently” in order “to get 
better all the time.” Individuals set their own performance standards based on previous performance 
experiences to make a change from a social cognitive theoretical perspective (Bandura & Wood, 1989). 
The informants argue “it usually helps to think about what you could have done differently” and “to 
really think about what the other person is saying, and why the other person is saying the way that 
person is doing.” The context has an influence on individuals (Deci & Ryan, 1987), which the 
informants agree to, saying“it depends on the type of format we do things.” Within intrinsic motivation 
theory, Deci and Ryan (1987) argue it is external experiences and contexts which affect the perception 
if perceived a self-determining or a controlled behaviour as well as the event or context has predictable 
effects on individuals’ experience, attitude, and behaviour within that setting. According to the 
empirical data, it seems important to weigh collaboration with others as well when observing self. “If 
you, so to speak, constantly make profits at the expense of others, then you are not building a climate 
in the long term to be able to be successful in collaboration over time. It can sometimes be less important 
not to maximise benefits in the individual moment in order to provide a greater benefit over time.” 
 
Within the social cognitive theoretical perspective, individuals get motivated to take actions and make 
effort due to it is their own performance standards they have established, and they are successively 
motivated to put up new objectives with more demanding standards (Bandura, 1986; Bracht et al., 2021; 
Knotts et al., 2021; Wood & Bandura, 1989). The informants use their self-observation to come to 
different conclusions about themselves and others. It helps to reflect on what can be done differently 
“so that I do not end up there”, where individuals do not want to be. “It is a tool to take with me in the 
future as well.” There are multiple examples of advantages of observing self and increasing self-
awareness, such as “I run in a different way, I also delegate in a different way.” Another concrete 
example where the informant has used self-observation to lead her-/himself is the following: 
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The empirical data can be connected to thriving as it is a motivational state that enables individuals to 
be more self-aware and determine goals to develop self-leadership abilities and to become self-leaders 
(Abid et al., 2021). 
 
Based on self-evaluations through self-observation, individuals can intentionally observe and evaluate 
their own performance and take actions to meet their desired level (Abid et al., 2021) and reinforce self 
(Manz & Sims, 1980). A helper to pay attention to certain behaviours or to evaluate their own 
performance is through feedback according to Carden et al. (2022) and the informants argue that 
“normally, you feel it when you get the response.” It truly motivates them when receiving positive 
feedback from nearby colleagues or friends, “for me, the best grade I get is from the team.” The positive 
feedback is considered a significant recipe for the informants’ work performance if it is good or not. 
This is also a driving force to continue to observe self and others, monitor and analyse the behaviours, 
see if any change is needed and so on, as it evokes such strong feelings of competence, which is one 
primary mechanism of intrinsic motivation (Deci & Ryan, 1985; in Houghton & Neck, 2006). Self-
observation provides “the opportunity to illuminate a problem from different perspectives” and provides 
“a greater understanding of others’ perspectives.” The informants believe that “by gaining an increased 
understanding, or a deeper understanding of the conditions, one can try to find solutions that might not 
otherwise emerge.” Self-confidence is a key component for individuals to manage feelings, thoughts 
and behaviours from a self-regulatory perspective (Bandura, 1986; Bandura 1991; Dubuc-Charbonneau, 
2016; in Kotzé, 2021) and the informants argue that together with experience, it can “make you become 
more confident. When you discover that things work, you feel quite safe.” The informants hence see the 
self-observation strategy as favourable from several perspectives, which results in them being driven to 
continue to observe themselves and others. 
 
4.4.2 Self-goal setting strategy 
The informants argue that having goals is important and that “one must have a goal. Otherwise, it is not 
worthwhile to even get into the fight.” Setting up goals is a technique to effectively manage oneself 
(Manz & Sims, 1980) and the informants state it helps them to know what they want to do and where 
they want to get, that “otherwise it would not have worked for me. To just set goals, which I do not even 
know where it leads or how it will end (would not work).” This technique of setting goals for oneself is 
explained by the informants to have multiple phases as “there are always several stages,” where every 
accomplishment enables new goals. To answer what makes the informants continue forward, they state 
that “if I think back, it was probably to constantly reflect (on where s/he wants to go)” and then set new 
goals. Additionally, the informants argue “I like this with ‘the next logical step’. That one thinks ‘okay 
but what is reasonable? What is the next goal for me?’ [...] And then it can be a little shorter, 
intermediate goals that you have (as well).” Indicating it is possible to continually think about both 
short-term and long-term goals. 
 
Long-term goals give a vision of the destination, and short-term goals support individuals to go there, 
why it is important to set both long- and short-term goals (Neck et al., 2020). This is consistent with 
empirical data, where the informants express this is in similar but slightly different ways that together 
give a colourful perspective: 
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When goals are specific, they may enhance the performance (Latham & Yukl, 1975; in Manz & Sims, 
1980; Swann et al., 2021, Neck et al., 2020) if it is not too challenging, then it can cause negative 
emotions, stress and reduced self-efficacy (Swann et al., 2021). This is similarly phrased by empirical 
data, highlighting that goals need to be reachable. The informants argue those who have a plan towards 
their main goal, “will have different intermediate goals and the main goal. But you have to cover this 
on a timeline. It must be realistic, you can not visualise and make a plan in the very short term and then 
not achieve it. Thus it must be on a timeline that is reachable.” And that the goals need to be concrete: 
“I break down my goals with my employees all the time, so it is tangible.” 
 
Motivation is an important factor within self-goal setting strategies (Abid et al., 2021), whilst the 
empirical data reveal several different motivational factors for individuals: 
 

 

 

 

  

 

  
These examples as the informants speak of as self-motivating to set goals to increase performance, can 
all be explained through intrinsic motivation theory. In this perspective, individuals get intrinsically 
motivated when they enjoy an activity itself or see the reason for their behaviour is within themselves 
and this makes individuals experience both satisfaction and a will (Reiss, 2004). It is seen as a 
psychological or cognitive process (Reiss, 2004). This motivation drives the informants to set new 
goals, especially when gaining results, which also is seen as motivational by the informants. 
 
When speaking of goals and why the informants continue to set up goals, plans and planning partly 
become central, as they are seen as steps towards stated goals and hence are interlinked. Why it is 
important to have plans for reaching goals is expressed to be about analysing what they want, what 
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challenges they might face and coming up with a strategy and solution for these questions based on the 
analysis, as well as it is of importance to think of what to do if the plan does not work. “Sometimes these 
are big questions, but sometimes it can also be small pieces of the puzzle so that it is divided into parts 
from time to time. Where some processes can go over several years, while other processes can go over 
within a week.” How plans help the informants is voiced in the following examples: 
 

 

  
 
To evaluate and re-evaluate is highlighted by the informants to be of importance as steps towards stated 
goals. Setting and working towards goals defines the self-goals setting strategy (Bracht et al., 2021), 
whereof individuals use self-regulative tools that hold the great reinforcing capacity to improve 
performance (Mahoney & Arnkoff 1979; in Manz & Sims, 1980). Follow-up on goals can look 
differently, but the informants believe this is important to do. Some examples of empirical data follow: 
 

 

  

 

  

 
To follow up on goals is hence of importance and to have different plans for how to reach the stated 
goals and make the informants continue to set new goals.  
 
Why plans have a certain value might be explained by “that conditions are constantly changing” and 
that “if something happens in life that makes you about to lose your footing, you can still continue 
according to the plan. At least to some extent.” When asking what drives the informants to continue to 
set up goals and influence her-/himself towards those, it gives various answers that can be seen related 
to planning, result or the individual itself. Examples of empirical data pointing towards planning are 
the following: 
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Additionally, the role of planning can be explained from a social cognitive theory perspective that 
personal objectives, cognition, and context are important factors to govern a motivated behaviour (Abid 
et al., 2021; Bandura, 1991) 
 
Other empirical data highlight the importance of results when asking why to continue with goal work, 
which is expressed in the following citations: 

 

  

 

  
Feelings of efficacy empower individuals to improve both their feelings of well-being and their 
performance within the social cognitive theory (Wood & Bandura, 1989). The process turns into a loop, 
where the performance affects the self-efficacy that in turn affects the personal goals, the analytical 
strategies to accomplish the new goals and so on (Wood & Bandura, 1989), which may be interpreted 
as why results are highly valued by the informants. 
 
What can be seen as answers attributed to individuals themselves are as follows: 

 

  

 
Individuals themselves can influence their attitude and behaviour according to social cognitive theory 
(Alnakhli et al., 2020; Bandura, 1991; Bracht et al., 2021), whereof within a self-regulative theory it is 
possible they get motivated to continue due to it reflects a motivation in them to be more than what 
they already are (Ryff, 1989; in Abid et al., 2021) when analysing and understanding how good they 
are doing (Abid et al., 2021). 
 
4.4.3 Purpose strategy   
Purpose is not easy to find, it is an individual’s reason for existence and can both take time and be 
demanding to find but when individuals find their purpose, it is easier to organise life and use it as a 
daily guide (Neck et al., 2020). The informants suggest that it is of importance to “halt up sometime” 
to be able to reflect on “who am I in this context?” and “what do I want to achieve? What do I want to 
feel?” One explanation of purpose from the informants is the following: 

  
Self-regulatory systems lie in causal processes and provide the basis for purposeful actions from a self-
regulatory perspective (Bandura, 1991) and the informants continue to reflect and analyse to “look at 
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the long-term” of what they want as they see it as important. According to Reiss (2004), 16 basic desires 
underlie intrinsic motives or end purposes within the intrinsic motivation theory, which are the 
following: Power, Curiosity, Independence, Status, Social contact, Vengeance, Honour, Idealism, 
Physical exercise, Romance, Family, Order, Eating, Acceptance, Tranquillity, and Saving. Neck et al. 
(2020) meanwhile argue purpose can be seen as the deepest dimension of oneself as an individual. 
 
4.4.4 Self-rewarding strategy 
Neck et al (2020) state that individuals have two alternatives, either focus on what they are doing right 
to enhance themselves or focus on what they are doing wrong to punish themselves. The informants 
reward themselves in different ways, it might be “a material thing when I have achieved sub-goals” and 
similarly expressed that “last week, I bought two pairs of new pants when I had reached a goal,” which 
are material things as well. But it can also be different experiences, some examples follow: 

 

  

 

  

 

  

 

  
The empirical data exhibit that the informants reward themselves with either material purchases or 
different experiences, or both, and are motivated by these external factors, which are called extrinsic 
rewards and common within the self-management concept (Houghton & Neck, 2006; Manz, 1986; 
Xunwen et al., 2019). Self-rewards can be both mentally and physically, where the first one could be 
congratulating oneself for doing something great and the latter could be treating oneself with vacation 
after a difficult goal (Abid et al., 2021; Neck et al., 2020), which the informants do as a treat. The 
rewards to oneself can be simple and without monetary connection, “I do it often with music. Once I 
have worked, I reward myself through music. Listening to something (I) like.” It is also possible to 
reward oneself with one’s imagination (Neck et al., 2020).  
 
Additionally, the empirical data display that self-rewards can be about having a certain feeling or seeing 
others happy, which the informants state in different ways: 
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Besides extrinsic motivation, the empirical data shows that the informants also can be motivated by 
intrinsic motivation by enjoying a task or activity in itself (Reiss, 2004). If positive feedback is given 
in an autonomy supported context, then the intrinsic motivation flourish even more  (Deci & Ryan, 
1987). 
 
Rewards can be linked to health as well, whereas informants say that when accomplished something, 
“then you can lean back and also the body. Both the body and the soul and yes, relax a little,” as well 
as “the motivation is probably more of that you should feel a certain relaxation.” Even though the 
informants have not reached a certain goal, they still reward or treat themselves “to go out and eat no 
matter what.” This exhibits that they do not use self-rewarding strategies to punish themselves, but 
rather as a positive tool to reward themselves regardless of the results.  It is more beneficial to practise 
positive self-reward than to be self-critical, which affects individuals’ self-esteem in a negative manner 
(Neck et al., 2020), but a self-punishment strategy can be used to change unwanted behaviour (Abid et 
al., 2021). All individuals reward or punish themselves (Manz & Sims, 1980). There are different 
reasons why the informants continue to use self-rewarding strategies as they argue that “I think I am 
worth it and therefore I can also reward myself with it,” “it is a great way to motivate yourself,” “it 
feels nice, it feels great” as well as “it is fun and you should celebrate success. You get happy for the 
moment” and that “it drives me. That I have something to strive for. [...] It may be small things. And 
then when you have reached it, it feels so damn good as well. You get very proud of yourself.”  
 
Interesting empirical data that emerged was that sometimes the informants did not reward themselves 
in a work-related context, as they saw it as their duty to do their job. They argue that “I am bad at 
rewarding myself because I think it is my job,” and “myself, no. Because we are the ones who have done 
this together,” also that “when it comes to your work, you do not make so many rewards, I think. There 
are not so easy ways to do it, it happens sometimes. You have to celebrate success sometimes. But it 
must be quite a large project for it to be worth rewarding yourself, if you say,” The social cognitive 
theory states self-regulation includes self-reactions but does not necessarily include tangible self-
reactions such as rewarding or punishing, though an evaluation if it is positive or negative (Bandura, 
1991), which might explain why the informants do not always reward themselves at work. 
 
4.4.5 Self-punishment strategy 
Self-punishment strategies are used to diminish unwanted behaviour and it includes being self-critical, 
doing self-evaluation to correct actions such as inefficacy, failure and achievements below standard 
(Abid et al., 2021; Neck et al.s, 2021). In other words, self-punishment corrects or changes undesired 
behaviours with negative resonance and consequences (Abid et al., 2021; Neck et al., 2020). All humans 
exercise some kind of self-control of their behaviour and that includes rewarding or punishing 
themselves (Manz & Sims, 1980). However, the informants did not use self-punishment as a strategy 
due to the fact that they saw no reason to do so and it did not motivate them somehow. They point this 
out in different ways, but with similar meaning: 
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Social cognitive theory states that to control a motivated behaviour there are crucial factors such as 
personal goals, cognition and social context (Bandura, 1991; in Abid et al., 2021). How successful 
individuals are in both their motivation and behaviour depends on the effective use of self-incentives 
(Perri & Richards, 1977; Zimmerman, 1989; in Bandura, 1991).  
 
What drives the informants to not punish themselves anymore is that it does no good and they try to 
have another mindset. The informants argue that “it does not help, more than that I feel a disappointment 
that affects me privately” and that “there are others who will scold me if I do not succeed with stuff. So 
the negativity that I can influence is enough, but I try to be kind to myself.” They further state “I do not 
dwell. I have done this before, it has kind of affected if I can sleep and stuff and I do not end up there. 
Because it is like that too, I can influence it myself, whether I choose to dwell on it in my head or not. 
Where do I go with that? Nowhere!.” Another concrete example from the informants that sums it all up 
is: 
 

 
 
The social cognitive theory enhances guiding principles that empower individuals to improve their 
feelings of well-being and performance (Wood & Bandura, 1989). Individuals’ performance standards 
are decided by themselves and it is based on earlier achievements (Bandura & Wood, 1989). Who can 
influence their own attitude and behaviour are individuals themselves (Alnakhli et al., 2020; Bandura, 
1991; Bracht et al., 2021). Improved performance does not come by itself, therefore there is a need for 
individuals to keep an active self-monitoring process (Bandura, 1991). 
 
The informants argue that they “over time have taught me to use this as a positive energy” and ask 
themselves “what can I do differently to get a better result?” They state that they themselves can turn a 
negative mindset into something positive and take advantage of it. Thus they do not practise self-
punishment strategy, but rather have a healthy approach to it according to themselves. Neck et al. (2020) 
argue that individuals should be observant of their behaviour and remove rewards that support undesired 
behaviour, and they should instead reinforce self-rewards when they are doing something good. 
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 4.4.6 Self-cueing strategy 
Self-cueing strategies enable individuals to remind themselves about what is personally important to 
achieve, and to remain motivated, physical cues such as lists, images, notes and motivational posts can 
be used (Abid et al., 2021; Bracht et al., 2021; Neck et al., 2020). The informants use different kinds of 
cues, such as a written or digital calendar, post-it notes, to-do lists, sending emails to themselves, use 
written or digital notes, phone, motivational images, online whiteboard and/or mindmaps. The 
informants claim that they are old-school and sometimes prefer to use paper and pen for their reminders 
rather than digital alternatives. Regarding the to-do lists, the main reward for the informants is that it is 
satisfying and “it feels good when you check them off” and is “so nice to check them off gradually.” 
Self-cueing strategies work as a motivational factor because it helps as a reminder of the rewards that 
are linked to the performance (Abid et al., 2021). Consistent with that fact, the informants argue cues 
can be used to keep track of what is done and what needs to be done and hence create feelings of control. 
 
Individuals’ challenge is to find what kind of reminders and self-cueing strategies work the best (Neck 
et al., 2020), but what drives the informants to continue using self-cueing strategies is mainly because 
it helps them in their everyday life, both privately and at work. They express this in different ways but 
with similar meaning, for example: 

 

  

 

  

 

  
 
There are both positive and negative cues in individuals’ environments, but if they identify what cues 
are around them and what kind of behaviours they promote, then they can change the elements (Neck 
et al., 2020). Things that promote undesired behaviours can either be removed or eliminated as a strategy 
to make it easier for individuals to not get tempted or encouraged by those negative cues (Neck et al., 
2020). The informants argue that it is about your willpower, how strong you are to remove these bad 
cues and that it is also about conscious choices to make. In the same way that individuals can remove 
or eliminate negative cues, positive cues can be increased that encourage positive behaviours (Neck et 
al., 2020). It is not only physical cues that matter for individuals but other people and organisations that 
surround individuals are also of great importance due to the impact and influences they have on 
themselves (Neck et al., 2020). The informants state that they do not try to socialise with people that 
affect them in negative ways and that they are aware of whom they meet, and hang out with and what 
they get out of it. Individuals create and design their surroundings (Neck et al., 2020). In self-regulation 
theory, self-control strategies include cueing strategies among others and it improves the efficacy of 
self-regulation processes (Kalra et al., 2020; Manz, 1986; Neck & Houghton, 2006). 
 
4.4.7 Practice strategy 
To go through activities systematically either physically or mentally before they are actually performed 
is a powerful tool of practice strategy to advance a behaviour (Neck et al., 2020), which the informants 
mention they do practise sometimes. “It depends on whom I have a meeting with, if it is ‘big shots’ 
managers that I have a meeting with, I can almost have a script that I practise because I want to feel 
confident with what I have to say.” To practise can increase self-confidence (Kazdin, 1974; in Manz & 
Sims, 1980) and it enables individuals to discover flaws and make corrections (Manz & Sims, 1980; 
Neck et al., 2020). The informants have mental scenarios of different outcomes in different contexts 
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and it can be thoughts like “‘what is the problem here? And how can I solve it? What are the steps to 
reach a solution? And if that does not work, what can I do instead?’ Just to safeguard myself all the 
time. Plan A, plan B, plan C.” It is seen as a necessity to go through different outcomes mentally as 
“you can not always have all the planning presumptions and then you must have alternative solutions” 
and it is of importance to “never stand completely clueless.” To practise and rehearse is beneficial for 
individuals when self-managing behaviours (Manz & Sims, 1980) and can be done privately (Kazdin. 
1974; in Manz & Sims, 1980; Neck et al., 2020). “If you have to run 5km for some reason, then it is 
good if you are prepared for it. And if you want to be the best at running 5km, it is obvious that you 
have to practise it all the time.” The informants witness higher confidence and feel that they are better 
prepared for what they want to achieve when they practise before performing something. Confidence is 
a key component when managing feelings, thoughts and behaviours within a self-regulatory perspective 
(Bandura, 1986; Bandura, 1991; Carver & Scheier, 1998; in Neck & Houghton, 2006; Dubuc-
Charbonneau, 2016; in Kotzé, 2021) and is seen to be of value for the informants. 
 
4.4.8 Natural rewarding strategies 
Natural rewarding strategies are about doing activities or tasks that are rewarding in themselves, which 
individuals can increase by thinking and creating what is naturally rewarding in the activities or tasks 
they are doing (Abid et al., 2021; Bracht et al., 2021; Neck et al., 2020). Individuals need to know what 
kind of aspects they naturally enjoy to be self-leading (Neck et al., 2020). The informants experienced 
rewards by receiving feedback from their environment and argued that it is one of the reasons that make 
them continue with what they are doing. One concrete quote sums it all up: 

 
To increase intrinsic motivation, the context must be supporting individuals’ autonomy (Deci & Ryan, 
1987), where research states that teachers who support children’s autonomy and self-determination 
increase children’s intrinsic motivation even more  (Deci & Ryan, 1987). Other factors that increase 
intrinsic motivation are promotion and career development to aim for a better future (Abid et al, 2021).  
 
Individuals can have a sense of purpose by helping others and it can be a challenge for individuals to 
find their purpose (Neck et al., 2020). This has not been the case for the informants. The natural 
rewarding tasks they do are a contributing factor to why they continue to feel a sense of purpose. They 
argue “that (feedback) is the best reward. [...] It is the students who are important. If they give feedback, 
then I take it seriously” and that “when they (the team) open up and they tell what they feel and think 
(is the best reward). They see a difference and think it is fun to come to work,” and “to see my employees 
get rewarded, it gives me so much cred” but also “comments (as) ‘you are the best boss I have had’. It 
is such things that make me want to continue with this because I feel that there is a value to this.” 
Intrinsic motivation starts when individuals enjoy something they do (Weiner, 1995; in Reiss, 2004) 
and is decreased by extrinsic rewards (Reiss, 2004).  
 
4.4.9 Evaluation of beliefs and assumptions strategy 
To evaluate beliefs and assumptions as a strategy involves evaluation of thought patterns and habits that 
are developed by individuals to transform unfavourable beliefs and assumptions into more profitable 
ones (Abid et al., 2021; Neck et al., 2020). The informants argue their fundamental values, beliefs and 
assumptions are deeply rooted and find it important to think of and re-evaluate their point of view over 
time, which is important to do to perform successfully (Abid et al., 2021). “That is an important aspect. 
Maybe there is a part in the foundation I have in terms of education as well. With teacher education 
and principal education, a lot of questions about ethics and morality come into the picture.” The 
informants express the importance of fundamental values, beliefs and assumptions in different ways, 
some examples are the following citations: 
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To stick to individuals’ own fundamental values may be explained through self-control theory as 
positive, where self-control is explained to have a connection to more ethical, moral, and desirable 
images than control in general (Mahoney & Arnkoff, 1979; in Manz et al., 1987). Morality and ethics 
are seen to be of value to the informants. “Morality means a lot to me. It is both work ethic, but it is 
ethics, it is human morality that you should not behave badly in the workplace or in everyday life either”. 
One concrete example is the following: 

 
This example is supported by other informants who argue “it is them (the fundamental values) who have 
made me the person I am. And I feel good about it. I think I have a… pure conscience for things I do”. 
Besides just a pure conscience, “it is very important to have them here (the fundamental values) and 
know who you are as a human being.”  
 
To increase performance, the beliefs and values that are dysfunctional for individuals need to be re-
evaluated (Abid et al., 2021; Neck et al., 2020), which the empirical data also express. For example, “it 
is always a delicate balancing act and that is also required, given that we have target groups in my 
business who are often quite vulnerable, it is required that you have a fairly good ethical and moral 
compass”. What values individuals have may be influencing the workspace they select as “the values 
that the company has and my personal (values), it must be synchronised to some extent.” It can be 
explained within self-control theory, where individuals’ self-control and the external sources of control 
are divided owners of control, by mutually agreed upon mechanisms (Manz et al., 1987). For the follow-
up question of why the informants continue to re-evaluate values and beliefs, it can be interpreted to be 
of importance to do so. The empirical data expresses in similar ways that “the day I feel that I can not 
stand for the work I do or have values that do not correspond to the organisation, I will do something 
else.” It is also expressed as the following examples:  
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When the informants speak of why they re-evaluate their thought patterns and habits based on beliefs 
and assumptions, it comes to the perspective of a greater good. “It is probably the vision… a hope that 
we can have a better society, a better world for all of us,” or expressed similarly: “it is only when we 
do not have prejudices about each other and where we do not make negative assumptions and 
generalisations, where we can actually achieve a more inclusive society, both nationally and globally.” 
This perspective may be explained by intrinsic motivation theory, where the internal locus of control is 
central (Xunwen et al., 2019) and can be described as individuals expect that there is a relation between 
their own behaviour and occurrences, where they believe their own behaviour is fundamental to the 
results in different outcomes (Deci & Ryan, 1985; in Reiss, 2004; Deci & Ryan, 1987; Xunwen et al., 
2019). Another informant expresses that “I always think about ‘how do I do the most good where I am’. 
And then I just make it my own and I think that is what leaves an impression and I think that is why I 
am moving on (if fundamental values of others are inconsistent with self)”. The informants furthermore 
express that “my fundamental value is that all people are good,” of which one quote cautiously but a 
bit jokingly adds “except Putin then perhaps possibly.” 
 
When speaking of assumptions and prejudices, most of the informants argue that “all people have 
prejudices” while others argue “I do not have that.”The definition of evaluation of beliefs and 
assumptions strategy that the authors use in this thesis is to assay thought patterns and habits, deal with 
dysfunctional thoughts and replace them with more efficient and expedient thoughts and beliefs. To use 
negative labels to describe others, as with prejudices, is seen to be dysfunctional and needs to be dealt 
with (Neck et al., 2020). The informants argue it is important to “get to know the person a little” and “it 
is super important to acquire knowledge” and “to create understanding” to deal with prejudices. In the 
empirical data, another suggested influence is that prejudices might be deeply rooted and come from 
upbringing: “I know we are fed during childhood and adolescence with the prejudices of others. 
Children are as unwritten leaves and innocent, but it is the adults in the neighbourhood who feed 
children with more prejudices.” When asked how to deal with prejudices the individual may have, and 
why the informants continue to deal with these dysfunctional thoughts, the answers were very divided. 
Arguments the empirical data mention is for example the following: 
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According to the informants, “prejudice can sometimes serve its purpose, but at the same time I think I 
am constantly challenged in it,” which is consistent with the need to re-evaluate thoughts, beliefs and 
assumptions within the strategy concept to achieve success (Abid et al., 2021). The informants think it 
is a challenge and hence spend much time on reflection and re-evaluation about assumptions and 
prejudices. Some citations is as follows: 

 

  

 

  

  
Individuals’ strive to re-evaluate assumptions and prejudices may be explained through social cognitive 
theory, as they decide their own performance standards grounded on earlier performance experiences 
to create divergences (Bandura & Wood, 1989). This is constantly motivating individuals to continue 
the process of re-evaluation as their performance improves (Bandura, 1986; Bracht et al., 2021; Neck 
& Manz, 1992; in Knotts et al., 2021; Wood & Bandura, 1989). 
 
4.4.10 Self-talk strategy 
Practising the self-talk strategy by talking to oneself in positive ways influences and increases 
individuals’ performance (Neck et al., 2020), which the informants agree that it boosts confidence when 
talking positively to oneself. Intrinsic motivation gives individuals the purpose of an activity or task 
(Houghton & Neck, 2006; Manz, 1986) and those who practise self-talk regularly benefit from it (Neck 
et al., 2020). The informants talk to themselves either silently or out loud because it helps them in 
different ways and they argue that “you get some form of guidance, so then you follow it.” Other 
examples follows:  

 

  

 
 
Positive self-talk is part of constructive thought-oriented strategies (Abid et al., 2021) and are useful 
when leading oneself in difficult situations (Houghton & Neck, 2002; in Alnakhli et al., 2020), as it 
enables individuals to develop more positive thoughts, desired actions and behaviours (Abid et al., 2021; 
Alnakhli et al., 2020; Kotzé et al., 2021). In social cognitive theory, it is individuals themselves who 
can influence their own attitudes and behaviours (Alnakhli et al., 2020; Bandura, 1991; Bracht et al., 
2021). The informants also use self-talk as a way to motivate themselves in positive ways, such as “okay 
let’s do it” or “I did all these things today! In fact, I also make a difference in my own way.” They use 
it positively to demand themselves that “now I do this” as well and this kind of self-talk helps them to 
keep going. Such emotional expressions can affect individuals’ self-efficacy beliefs in the long term 
according to social cognitive theory (Salanova et al., 2020). 
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4.4.11 Vision strategy 
Vision strategy is about mentally imagining a picture of accomplishing something in the near or distant 
future and these thoughts can be self-fulfilling when it is created positively (Abid et al., 2021; Neck et 
al., 2020). The informants tell about when competing for an attractive journey how they envisioned the 
victory, that “I saw in front of me this grand prix and I even went on youtube and checked out what it 
looked like there. And already there I could see myself being on this journey.” Mental pictures have a 
positive effect on self-regulatory processes and can increase individuals’ self-efficacy levels, which can 
lead to increased performance and effective self-regulation (Neck & Houghton, 2006; Xunwen et al., 
2019). Vision is explained by the informants that “either you can do it in pictures, or you can more or 
less talk to yourself” and that “It is about thinking of all the other possible things one can anticipate.” 
The answers from the informants show that they practise vision strategy both in private and in work-
life: 
 

 

  

 

  

 

  

 
Practising vision strategy enables individuals to accomplish the tasks more efficiently as they have 
prepared themselves before the start (Abid et al., 2021). 
 
From a self-regulatory theoretical perspective, individuals’ ability to manage feelings, thoughts and 
behaviours to achieve stated goals are central (Bandura, 1986, 1991; Neck & Houghton, 2006; Kotzé, 
2021). The empirical data argue that visualising does not always have to be a mental image but it can 
also be a feeling. The informants do state that ”you may not need to know exactly what you want, but to 
explain the feeling towards what you feel about this new goal or whatever it is, I think that is more 
important.” They mentally visualise “where do I want to be?” by thinking of what they want to achieve 
and what they want to feel when there, by creating an image and imaging the feelings. It can be joy and 
happiness, which might be difficult to picture, but an image is not obligated though, as the informants 
argue it may “not so much (be) a picture, but a feeling.” Additionally, one “can listen to affirmations 
too, there are lots on youtube for success, for a career.” Individuals’ attitude and vision are crucial 
factors for greatness, therefore they must take responsibility for what they are thinking and doing to 
gain personal effectiveness (Neck et al., 2020).  
 
The empirical data clearly shows that visualising helps to achieve set goals, where the informants state 
that “if you have no clear goal ahead of you, and you do not see the picture, (and) create that feeling, 
then you will not fight for it. Then you have already shut down.” And that it is important to “visualise 
that goal. You have to have it in front of you” as “those who visualise it will succeed and they will have 
a plan for it.” In addition, they argue that “you see it a little easier” otherwise it is not possible to know 
“I want to get there and this is what I want to do” and that “it is almost a necessity to be able to evaluate 
whether the goal is worth setting and worth striving for.” Vision strategy is a constructive thought-
oriented strategy where individuals direct themselves toward their goals by developing thought 
processes (Abid et al., 2021). Goal accomplishment does not come by itself, therefore individuals need 
to keep the process of self-monitoring active (Bandura, 1991) and the reason why the informants 
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continue to use the vision strategy is because of the fact that it benefits them personally, which they 
state in different ways: 

 

  

 

  

 
When individuals feel that they are fulfilled, it affects their self-efficacy beliefs positively (Salanova et 
al., 2020), which the informants hence confirm. 
 
4.4.12 Mental practice strategy   
Mental practice is a strategy where individuals mentally imagine how to finish a task or an event in 
advance before doing it physically (Neck et al., 2020). This in turn can increase individuals’ optimism 
and confidence, because they have already seen the success in their minds before actually performing 
something (Neck et al., 2020). The informants tend to use mental practice in situations where they need 
to achieve or present something in front of others, such as the following: 

 

  
The informants continue to use the mental practice strategy because it makes a difference and helps 
them to get more confidence but also gives a feeling of preparation and makes them calmer. Increased 
confidence has beneficial influences on individuals and are contributing to better chances to succeed 
(Neck et al., 2020). They state that “I feel a little boosted when I do it. It is perhaps linked to security 
as well, that you should feel more secure.” The mind is a powerful tool that enables individuals to 
manage more positive thinking and less negative thinking, which can be used to accomplish great 
success (Neck et al., 2020).  
 
4.4.13 Thought patterns strategy 
Thought pattern is about developing positive ways of thinking and managing negative thoughts, which 
includes beliefs, imagined experiences and self-talk altogether (Neck et al., 2020). Self-talk and 
imagined pictures have positive effects on self-regulatory processes (Neck & Houghton, 2006; Xunwen 
et al., 2019). The informants can manage negative thinking into something positive, which they state in 
different ways: 

 

  



83 
 

 

  

 

  

 
Individuals who exercise positive thought strategies improve their self-regulatory effectiveness 
(Bandura, 1991; Bendell et al., 2019). The informants choose to have a positive view because they can 
control and choose their thought patterns which is also the reason why they continue to do so.  
 
Individuals shape their actions and how they feel about things, but also that they have the power of 
thoughts within themselves  (Neck et al., 2020). They state that their feelings about themselves are 
positive as they are happy for who they are and for their personal qualities. The informants choose to 
have a positive thought pattern as “it would be hard not to look at what is positive,” “it is always about 
finding a positive key figure,” “there is always a positive thing” and that “I think we get sick from 
thinking negatively. I think the body can get physically ill from being too much in the negative mindset.” 
Individuals can notice a recurrent pattern by observing and understanding their thought patterns 
(Alnakhli et al., 2020; Bandura, 1991). Individuals’ ability to manage their emotions, behaviours and 
thoughts is important to achieve set goals (Bandura, 1986, 1991; Kotzé, 2021; Neck & Houghton, 2006). 
 
4.4.14 Opportunity or obstacle thinking 
The strategy of opportunity or obstacle thinking constitutes two different types of thinking patterns that 
can be used strategically, whereof opportunity thinking focuses on opportunities and possibilities that 
may occur in different situations or challenges, while obstacle thinking focuses on pitfalls and holdbacks 
of undertaking new ventures (Neck et al., 2020). The informants mention they focus on thinking of 
opportunities when something is not going so well, is boring, or when encountering a problem. Within 
the self-regulation theory, positive thought strategies improve individuals’ self-regulatory effectiveness 
(Bandura, 1991; Bendell et al., 2019) and an informant tells a colourful saying, that “the optimist and 
the pessimist are just as often wrong, but the optimist is much more often amused.” From a self-control 
theory perspective, it is evident that if individuals develop the ability to manage feelings, thoughts, 
behaviours and stressful situations it reduces stress and burnout (Kotzé, 2021) and the informants 
express how they keep their thoughts focused on the opportunities in similar but slightly different ways: 

 

  

 

  

 
The informants argue they can choose to “do something positive out of it” and that “if I am just seeing 
problems, then I am in the wrong place.” It is beneficial to every individual to adopt a pattern of 
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opportunity thinking (Neck et al., 2020) and the informants do experience that it is of importance to 
have a positive mindset and see opportunities or solutions rather than obstacles and problems. They 
continue to have this mindset because the alternative is not an option for them, and they argue there are 
“always ways to find the positive” and “always something you can push that is good.” When adopting 
a pattern of opportunity thinking, then possibilities can be found even in the least likely situations (Neck 
et al., 2020) and some of the informants express that they “rarely think that tasks are boring,” as well 
as they see benefits “where people, customers and colleagues, see huge problems.” This may be 
explained by the fact that individuals can influence their attitudes and behaviours (Alnakhli et al., 2020; 
Bandura, 1991; Bracht et al., 2021). 
 
To make an overall conclusion from the discussions of all fourteen self-leading strategies, which are 
the fourth step in the chain process of self-leadership, the conclusion is seen in the three strategy 
dimensions of behaviour-focused, natural rewarding, and constructive thought-oriented. The first 
dimension gives individuals tools to lead themselves in the chain process and includes vision and 
motivation, as it is motivating to set goals when you see the results of them. Feedback is another 
motivating factor and a driving force to continue to observe themselves and others’ behaviours. 
Individuals punish or reward themselves through intrinsic or extrinsic rewards, therefore it is important 
to have a healthy mindset. It is important  to be able to reflect and to find a purpose, where personality 
or trait can be a causal factor. The second dimension is about natural rewarding, where intrinsic 
motivation begins when individuals do activities or tasks that are rewarding in themselves. Therefore, 
individuals need to know what they naturally enjoy doing to be self-leading. Feedback from the social 
context is a type of reward that can make individuals feel a sense of purpose by helping others. The 
third dimension is about evaluating beliefs and assumptions, where prejudices can be deeply rooted and 
come from upbringing, therefore it is important to reflect and re-evaluate assumptions and prejudices. 
Using a positive mindset is important to reward and not punish oneself, as well as to see opportunities 
and solutions rather than obstacles and problems, which only individuals themselves can control 
because they choose their own thinking habits. Practising self-talk, vision and mental practice increases 
individuals’ confidence and motivation, which is dependent on how to talk to oneself as well as the 
practice helps the individual to achieve goals and see success in front of them. This can lead to the 
individual accomplishing tasks more efficiently as they have prepared themselves before performing 
them. 
 
Self-leadership strategies are seen as central as they reinforce the other concepts within the chain 
process of self-leadership by enhancing self-awareness, as well as self-managing and self-leading 
capabilities. It also strengthens individuals’ self-efficacy beliefs, which contributes to reasonably more 
or improved beneficial outputs. Self-leadership strategies are connected to all four of the underlying 
theories, social cognitive, intrinsic motivation, self-regulation and self-control. The social cognitive 
theory states that individuals can influence their attitudes and behaviours (Alnakhli et al., 2020; 
Bandura, 1991; Bracht et al., 2021) and that individuals get motivated to take action and make effort 
due to the performance standards that have been established (Bandura, 1986; Bracht et al., 2021; Knotts 
et al., 2021; Wood & Bandura, 1989). To control motivated behaviour, there are important factors that 
regulate this, such as personal goals, cognition and social context (Abid et al., 2021; Bandura, 1991). 
Individuals’ strive to re-evaluate their assumptions and prejudices are also related to this theory 
(Bandura & Wood, 1989). Intrinsic motivation theory states that the internal locus of control is 
fundamental (Xunwen et al., 2019). External experiences and social context affect controlled behaviour 
and that intrinsic motivation gives individuals a purpose for a task or activity (Deci & Ryan, 1987; 
Houghton & Neck, 2006; Manz, 1986). Motivation and having stated goals to increase performance are 
also related to this theory (Deci & Ryan, 1985; in Reiss, 2004; Xunwen et al., 2019). Self-regulation 
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theory argues that individuals can use self-leadership strategies to lead themselves in the desired 
direction (Furtner et al., 2015; Manz, 1986). Confidence is a key factor to manage thoughts, feelings 
and behaviour within a self-regulatory perspective, where positive thought strategies enhance 
individuals’ self-regulatory effectiveness (Bandura, 1986; Bandura 1991; Bendell et al., 2019; Dubuc-
Charbonneau, 2016; in Kotzé, 2021). Self-control theory has a connection to basic values and if 
individuals can manage their feelings, behaviours and thoughts, it leads to better health as reduced stress 
and burnout (Kotzé, 2021; Mahoney & Arnkoff, 1979; in Manz et al., 1987). Every individual practises 
some kind of self-control of their behaviour, which includes rewarding or punishing themselves (Manz 
& Sims, 1980). The theory consists of three key process components as self-set standards and goals, 
self-evaluation and self-administered consequences (Bandura, 1969; Luthans & Davis, 1979; in Manz 
et al., 1987; Manz, 1986; Manz & Sims, 1980). The discussed connections of the self-leadership 
strategies concept in relation to the chain process of self-leadership and activating underlying theories 
in this thesis are illustrated in model 4.4 below. 
 

 

Model 4.4 Overall conclusion of self-leadership strategies. 

4.5 Self-efficacy 
Self-efficacy aims to believe in individuals’ own capabilities, abilities, and control (Bracht et al., 2021) 
and the informants argue that “there are always solutions. Whatever the problem. It is just digging and 
finding a lot of different solutions. Evaluate them and go for the solution that you believe in the most.” 
And that “it depends on what it is. It is difficult sometimes, but… [...] when it comes to methods in the 
classroom, you try to have different (methods).” These statements along with “I will not give up until I 
have found a solution” are consistent with perceived self-efficacy, which reflects positive beliefs in 
oneself and enables individuals to execute difficult tasks or to manage different setbacks (Schwarzer & 
Jerusalem, 1995). Expressed likewise is that “I have scenario A and so I run on it. If I notice that it does 
not work, I quickly find a new solution. [...] I have such a hard time seeing different plans at the same 
time actually. So I drive plan A and I notice that it does not work that way, then I think again.” Empirical 
data is highlighting it may be a personal trait, such as “I am a problem solver” referring to oneself as a 
person. “I sometimes skip too many reflections, so I go to the solution (directly) while it is completely 
crazy because there are certainly better solutions than the one I come up with.” Previous research argues 
similarly self-efficacy is a motivational trait that is deeply rooted (Kalra et al., 2020) and from a social 
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cognitive theoretical perspective, individuals’ self-efficacy is one factor that defines the individual 
(Alnakhli et al., 2020). To have the grit to continue to solve tricky situations is to some extent found in 
a will not to quit, or give up, and in making scenarios. Some examples of this follow. 

 

  

 

  
 
The empirical data indicate other key components for self-efficacy beliefs to be enhanced are through 
others, where individuals dare to take help from others and feel comfortable in their decisions when 
collaborating with others. It is discussed in different ways, for instance: 

 

  

 

  
It is established that individuals are affected by the group in their self-efficacy development (Houghton 
et al., 2003; Salanova et al., 2020), whereof the empirical data hence heightens the value of networking 
and attaining consensus. “I basically believe that our problem with working together is about 
shortcomings in our communication and understanding. And by gaining an increased understanding, 
or a deeper understanding of the conditions, you can try to find solutions that might not otherwise 
emerge.” 
 
The social cognitive theory recognises four categories of self-efficacy beliefs, which are actively 
experiencing skillfulness, secondary experiences, social influence, and emotional states (Salanova et 
al., 2020). Self-efficacy beliefs are evidently built up over time and result in individuals “trusting myself 
more and more,” realising that “you want control over everything. But you do not have to have control 
over everything” and getting the understanding of that “I know I am worth more than this. [...] that you 
do not take any crap and dare to stand on your own,” but also “It is about me learning my worth and 
what I can do and what I am good at. I do not need anyone else to confirm what I can and can not do. 
I needed that before. [...] But with the years, and life experience, and work experience, and employees 
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who sort of point out that you do a good job have sort of stuck, and then you feel ‘no, this is how I want 
to be and I know what I can do’. I know what I can contribute with.” This is further expressed in the 
following citations: 

 

  

 

  

 

  
 
Getting concrete examples of how to sustain self-efficacy beliefs across time was a tricky issue for the 
informants and perceived key components come back to that it is built up over time, that it comes 
through experience, and also that it is education along with experience.  

 

  

 

  

 

  
 
The difference between private and professional situations is expressed in more detail in the following 
empirical data: 
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These citations indicate individuals may have higher self-efficacy beliefs in their profession, while 
privately, emotions may get in the way, which is consistent with social cognitive theory (Salanova et 
al., 2020).  
 
Examples of driving forces, why the informants continue to find different solutions and deal with 
different situations, highlight that conditions change and “it is not always that the solution you have 
ready is the right solution for the moment. It is (hence) just as good to have different solutions” and that 
“you must never stand ‘completely lost.’” Some more citations are given: 

 

  

 

  
 
Finally, one concrete example is given of how individuals with perceived high self-efficacy beliefs may 
affect others in social contexts and hence contribute to a more sustainable future:  
“I may not have been liked by my colleagues because I said what I thought. I could sit as the only one 
at management group meetings of six people and say that ‘yes, but now it is not okay, because now it is 
actually the salespersons who make that money. We do not make money, we cost the company money. 
We are sitting in the office here doing the administrative work. Of course we are here to facilitate and 
give them the right conditions to succeed, but outright they pay our salaries, give them a little more 
respect than that.’ I can say that because I feel I am right and there is nothing else you can say that 
affects me, because it is my opinion and I am confident in what I think and consider. I have no problem 
telling people, and you can get annoyed, but I think it gives you a little food for thought, that ‘s/he might 
be right,’ even if you muttered there at the meeting. But I might create a different mindset when you 
leave, even if you are annoyed right now.” If individuals manage to affect others, the informants argue 
it may be as rings in the water, which spreads and gets wider circles if more fellow human beings get 
aware of themselves and start the chain process of self-leadership.  
 
Self-efficacy is the fifth step of the chain process of self-leadership and an overall conclusion from this 
discussion is that it is about individuals’ capability and control. It is a motivational trait and the grit to 
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never give up, as well as confidence and daring to ask for help by collaboration or networking with 
others, as individuals are affected by their self-efficacy development. Self-efficacy beliefs are built from 
knowing their own self-worth from experience, education or results. Self-efficacy is connected to all 
four of the underlying theories, namely social cognitive, intrinsic motivation, self-regulation and self-
control, where the first theory states that self-efficacy partly defines individuals (Alnakhli et al., 2020). 
The second theory states that self-efficacy is related to the locus of control (Phillips & Gully, 1997; in 
Xunwen et al., 2019). The third and fourth theory is connected to how individuals regulate and control 
their behaviour (Bracht et al., 2021; Kalra et al., 2020). The discussed connections of the self-efficacy 
concept in relation to the chain process of self-leadership and activating underlying theories in this 
thesis are illustrated in model 4.5 below. 
 

 

Model 4.5 Overall conclusions of self-efficacy 

4.6 Activating the chain process of self-leadership 
This section is of the most explorative and inductive nature in this thesis compared to previous analyses 
of the concepts, as the sustainability perspective in relation to the chain process of self-leadership has 
not really been studied before (Goldsby et al., 2021). Previous analyses include why the informants 
continue to practise the concepts and this section focuses more precisely on the research question and 
its core along with the beneficial outputs. The informants reveal what they perceive is the answer to the 
issue and research question in this thesis, as well as what the informants believe is possible to do as an 
attempt to enhance those who do not practise self-leadership or might not naturally practise self-
leadership. 
 
The informants believe that why individuals succeed in maintaining and practising an active chain 
process of self-leadership is multifactorial. The themes the informants thought to contribute to this are 
the social context, guidance, education, motivation, also personality and traits. They argue that our 
society has “completely different requirements for each individual person” and that “some people have 
other conditions.”  Guidance and having “some key people along the way” is one of the key factors to 
succeed and that “the right people have been in the right place to guide me,” therefore “role models are 
very important.” They also state that “lectures” and “educations, internal, external, about leadership” 
and the “information you receive” is important knowledge to sustain the chain process of self-
leadership. Motivation is crucial as the informants argue that motivated individuals “have a plan. They 
have a goal in life. They have already visualised themselves. They will succeed the people […] all of 
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them have been highly motivated and done something they really love” and that “the students who have 
the motivation, they manage regardless of method.” The informants thought that “it lies partly in the 
personality,” but that “we are not determinists, but everything can be practised if you make people 
aware of it. But some are more inclined to reflect and lead themselves of course, but some want others 
to lead them.” It is also about “interest […] you have it in you, you want to deliver and you simply want 
to succeed” and that “some dare to be independent […] one must dare to trust oneself.” They argue that 
one has to get out of the comfort zone by “dare to think for yourself and lead yourself, do not wait for 
someone else to always decide.” They furthermore state that it depends on how you are as a person, 
because “some are more thinking people while some are more doers, more energetic and never sit down 
and reflect on things.”  
 
The informants state that capturing those who do not practice leadership can be done by receiving 
guidance and/or education, but also be reminded and partly controlled. The suggestion of guidance to 
enhance those who may not practise self-leadership actively is expressed from different angles. Some 
citations is the following: 

 

  

 

  

 

  
The empirical data presented above about guidance also speak of driving force, interest, self-
determination, and self-fulfilment, which are seen to have connection to the fundamentals in the 
underlying theories of self-leadership. The informants argue for a holistic approach as “people are 
differently motivated. That is how it is, so personal life plays a big role. If you have a hard time on the 
private level, it also affects the job.” Self-regulation theory involves negative feedback control and is 
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based on discrepancy reduction (Bandura, 1991; Knotts et al., 2021), which affects the motivation to 
drive the self-regulatory process (Kalra et al., 2020). Hope and confidence are key components in self-
regulation theory in terms of achievement-related expectancies and if individuals lack hope or 
confidence, they may search for other objectives (Neck & Houghton, 2006), which supports the 
suggestion of guidance as a mediator for increasing sustainability. In connection to intrinsic motivation 
theory, individuals tend to engage in activities they perceive involve pleasure (Reiss, 2004), whereof 
self-determination is an intrinsic motivational mechanism (Houghton & Neck, 2006), which can emerge 
from when individuals experiences interest and enjoyment as they apprehend their behaviour to be 
internal locus of control and causality (Reiss, 2004). The self-controlling behaviour only proceed if 
long-term external consequences are supported by mutual exchanges from a self-control theoretical 
perspective, as behavioural control is self-imposed in the long run (Manz et al., 1987), why self-
fulfilment besides from an internal driving force, interest, and self-determination also is of importance 
to increase the long-term sustainability. 
 
The informants argue it is education in some way, in addition to guidance, that may include those who 
do not practise self-leadership or those who do not continue to lead oneself. It is suggested to get 
training, include self-leadership practice as a course in school or in upbringing, or have workshops. The 
following citations communicate the importance of education in some sort: 

 

  

 

  
The importance of including self-leadership at a young age is also expressed as “I think it is important 
to get them (youngsters who do not lead themselves) to wake up to life at a very early age.” As well as 
that “it is something that we in school should actually get better at, [...] teaching children and young 
people what the consequences are if you do not know certain things.” Mentorship can supplement 
education, as the informants argue one effort might be “finding a mentor somewhere in life maybe. And 
to really start with young people is a good thing because then they learn it early (to lead themselves).”  
 
The informants point out that there is a need for regular follow-up, to be reminded and partly controlled 
for those who do not usually exercise self-leadership or who have difficulty keeping the process active. 
They argue this in similar ways: 
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In summary, the empirical and theoretical data suggest the chain process of self-leadership is maintained 
active because of multiple factors, both extrinsic and intrinsic. The informants themselves highlighted 
strategies that the authors did not pay attention to ask for in the first place, but gave them in response 
to the questions that had been formulated. The concepts are hence seen to be closely interlinked to each 
other and the chain process should be considered holistically. The informants have expressed the 
importance of personality and traits. Individuals who lack experience or need support to keep the chain 
process active are suggested to surroundings such as a manager, parent, teacher or other to offer 
guidance, reminders and control by follow-ups, as well as give education and training. Motivators to 
maintain an active chain process of self-leadership are found in results, receiving positive feedback, a 
desire to improve, develop, do good or succeed, where the chain process is seen as a tool and help in 
that strive, even suggested to be a necessity. As well, individuals get more and more confident with the 
time, because gaining results is reinforcing and motivational (Abid et al., 2021; Manz & Sims, 1980). 
The informants are also motivated by their willpower, values, goals and visions, to feel satisfaction and 
thrive, as well as by their ethical and moral compass. When individuals feel they are contributing to a 
greater good and see things in a larger context, it brings a purpose and intrinsic motivation. To think of 
and re-evaluate perspectives over time as well as to have an open mind is seen as significant as an 
individual, and make sure to do what is perceived as fun, satisfying and right. See model 4.6 for an 
overall conclusion of the beneficial outputs and maintained activation of the chain process. 
 

 

Model 4.6 Overall conclusion of beneficial outputs and maintained activation of the chain process. 
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4.7 Results 
Interrelationships between concepts and underlying theories within the chain process of self-leadership 
studied in this thesis are illustrated in the following, where activating factors are presented from each 
theory to activate every concept. 
 

 

Model 4.7 Activating factors of the underlying theories in the chain process.
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5. Conclusions 
This final chapter presents the conclusions of this study. First, it reconnects to the purpose of this study, 
to understand why individuals sustain maintaining an active chain process of self-leadership by 
dynamically practising self-leadership strategies and provide a clear answer. Then the contributions of 
this thesis are explored, especially contributions to the practical issue of the global effort for long term 
sustainability. Finally, suggestions for future research are provided. 
 
5.1 Conclusions 
The starting point and purpose of this study were to understand why individuals can succeed in 
maintaining an active chain process of self-leadership, by dynamically practising self-leadership 
strategies, where they continue to be self-aware, manage and lead themselves, practice self-leadership 
strategies, attain self-efficacy and achieve beneficial outputs that in extension contribute to a more 
efficient and long-term sustainable society. The authors have done a literature review, followed by 
qualitative interviews based on the abductive research approach. Based on the collective case study 
design, the interviews have been interpreted and analysed with the qualitative Gioia method to be able 
to build concluding models. Thus, the models were built for understanding what activates the chain 
process of self-leadership with the help of underlying theories of self-leadership and the central role 
self-leading strategies have on the dynamic.  
 
It is holistic. Why individuals maintain the self-leading chain process active are feelings of well-being, 
competence and efficacy, as well as succeeding, contributing to a greater good and seeing things in a 
greater context. Of significance is to be reminded and followed up regularly, by self or another. The 
self-leading chain process is progressive and improves over time, where the underlying theories of 
social cognitive, intrinsic motivation, self-regulation and self-control activate the steps. Personality and 
traits do have a part in the chain process of self-leadership as well as it is traits that can be developed 
and trained, why education may be one key for long term sustainability. It is evident that the chain 
process of self-leadership starts with individuals, who become aware of themselves or what they want, 
which motivates them to manage and lead themselves and then they are challenged to keep the chain 
process active. Hence, the self-leading chain process consists of an individual with her/his personality 
and traits, self-awareness as in subjective and objective consciousness, self-management which decides 
on goals and plans, self-leadership which builds intrinsic motivation and purpose, and self-leadership 
strategies that dynamically reinforce the other steps in the self-leading chain process and self-efficacy 
that convince her/him s/he can succeed, believing in her/his worth and ability, which leads to beneficial 
outputs when this self-leading chain-process is practised dynamically, and sustained when practised 
actively in the long-term. 
 
The beneficial outputs of the chain process of self-leadership contribute to the well-being of individuals 
and self-managing teams, which in turn contribute to increased efficacy, as well as more socially and 
economically sustainable organisations, which then contribute to the UN goals and the global effort for 
long term sustainability. Training individuals and employees into successful self-leaders thus benefit 
not just the individual itself or an organisation, but the global world. 
       
5.2 Contributions        
In this section, the authors argue how this thesis contributes to a theoretical, empirical and practical 
problem in the field of self-leadership and to the highly necessary condition with the active participation 
of all countries to work together toward sustainable development and a more sustainable future. 
 
5.2.1 Theoretical and empirical contributions         
Within the research field of self-leadership, multiple proposals were given to examine, whereby the 
issue was addressed to a lack of understanding of why individuals succeed in maintaining and practising 
an active chain process of self-leadership. This study focuses and contributes primarily to the practical 
problem of why individuals maintain an active chain process of self-leadership, as the authors found it 
an important practice for the global effort of long term sustainability because the world faces several 
sustainability challenges and mutually works with this issue. Nonetheless, the lack of studies and 
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research constituted a theoretical and empirical research gap in the self-leadership field of what it is that 
sustains the process active across time, as well as how to sustain an active self-leading process. Also, 
the lack of understanding of why the process to some individuals is maintained active and thus was the 
fundamental issue in recent research. Following that fundamental issue, the authors decided to focus on 
why.  
 
Theoretically, with the backing of empirical data, this study has contributed by its abductive and 
qualitative approach to fill the identified research gap in self-leadership studies and its contribution is 
hence directed to the self-leadership literature. The authors have been able to develop theoretical models 
to explain and understand the complexity of activating the self-leading chain process. The literature 
review and distinguishing the concepts as well as using underlying theories to explain the activation of 
these concepts have contributed to the theoretical problem. The qualitative interviews and interpretation 
have contributed empirically with information to the theoretical foundation of concepts and explanatory 
theories for activating the chain process. The analysis of the theoretical and empirical information on 
self-leadership enables the authors to now explain self-leadership to be a chain process, consisting of 
tools as different concepts and motivators to maintain it active, where the self-leadership strategies bring 
the dynamic to the chain process of self-leadership. Motivators are found in results, receiving positive 
feedback, and a desire to improve, develop or do good in some way. Values, beliefs and assumptions 
as well as goals and visions are significant. Also to thrive, doing what is perceived to be fun, satisfying 
and/or right. Seeing things in a greater context or feeling one is contributing to a greater good is 
important in the quest to maintain an active self-leading chain process. By the abductive approach for 
this issue, the authors have been able to develop theoretical models to explain and understand the 
complexity of activating the self-leading chain process. See the authors’ final concluding model 5.1 on 
the following page. 
 
As can be seen in model 5.1, a holistic perspective is needed when examining the field of self-leadership. 
The four underlying theories of social cognitive, intrinsic motivation, self-regulation and self-control 
are activating the steps within the self-leading chain process, whereas it primarily is the strategies which 
bring the dynamic. What also can be seen is that the steps are reinforcing in themselves as well as 
affecting individuals themselves who get experienced and confident, and then repeating the steps. The 
active chain process is progressive, as it then is reinforcing in itself and builds resistant self-leading 
individuals. 
 
5.2.2 Practical contributions 
There has been a lack of attention to the long-term practice of self-leadership, which relates to the self-
leading chain process and has been central to understanding the process behind self-leadership to better 
see how individuals and in turn organisations may fully benefit from it. It is evident that self-leadership, 
in general, can be developed and learned, whereas this study contributes to the practical issue and 
difficulty to understand why this process can be maintained active and sustain the process, as it is more 
important than ever to train people to be self-leaders who set priorities, take initiatives and solve 
problems. By analysing the self-leadership chain process, greater awareness has been created of why 
individuals succeed in maintaining it active (see model 5.1) as well as enabling suggestions for what 
can be done to enlighten individuals who do not practise self-leadership. The results highlight the 
importance of guidance, role models and regular follow-ups until the tools in the chain process are really 
learned how to be used dynamically. Even when it is learned how to be used dynamically, still a 
regularity in reminders and reinforcement is needed to keep the self-leading chain process active. Across 
different contexts, the chain process is of importance in multiple ways not only to individuals but also 
to have effective and self-efficacy teams, making organisations more socially sustainable and efficient, 
why this study also contributes to the practical problem by explaining the understanding of how the 
self-leading chain process can be maintained active by dynamically practising self-leadership strategies, 
as well as provide guidance or education to individuals who not yet actively practise self-leadership.
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Model 5.1 Concluding model of an active chain process of self-leadership.
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By each individual practising the chain process of self-leadership, each individual can lead themselves 
to multiple beneficial outputs. When individuals lead themselves actively and dynamic with the help of 
self-leading strategies and possibly with the help of others, they become more aware of themselves and 
others, they are able to manage and lead themselves through difficult tasks and towards objectives as 
well as they increase their self-efficacy beliefs when obtaining results, which also reinforce the self-
leading chain process. When managing thinking patterns and behaviours as well as making tasks 
naturally rewarding and intrinsically motivated by a positive mindset, individuals succeed with things 
that are both small and big and increase their positive feelings of self and others. It is evident how 
organisations and society at large can become more efficient and socially sustainable by each individual 
exercising self-leadership and attaining self-efficacy, which just itself gives multiple beneficial outputs 
to individuals.  
 
Previous studies showed individuals who do not practise self-leadership before self-leadership training 
are just practising it for a short time, while individuals who practise self-leadership before additional 
training did incorporate the training better into their work and life, whereas the studies failed to find 
what sustains the process. This thesis may hence also practically contribute to making organisations 
more socially sustainable and efficient, as the authors found suggestions for what sustains the chain 
process of self-leadership. The chain process of self-leadership needs to be maintained as an active and 
dynamic self-leading chain process by follow-ups and guidance. Organisations can benefit from training 
every employee to be good self-leaders who actively lead and manage themselves, set priorities, take 
initiatives, and have a progressive approach. This can be done with workshops and frequent training 
with follow-ups through their HR departments or similar function. The study thus contributes as well 
to the practical problem of having a more socially sustainable and efficient society at large, as it now is 
evident that every individual practising the chain process of self-leadership actively and dynamically 
supports the strive for long term sustainability. Self-leading individuals set priorities, take initiative and 
solve problems, as well as are capable of managing thoughts, behaviours and feelings to some extent. 
Practically, this can be regulated at a state level, such as by The Swedish Work Environment Authority 
or similar authority, which then forces organisations to train and develop individuals’ self-leading traits 
as a solution to the practical problem and need of having more self-leading individuals. Likewise, an 
agreement can be made globally between nations, striving to train and develop more self-leading 
individuals as a checkpoint for the global effort in long-term sustainability. 
 
To conclude, the practical contributions of this thesis provide the perspective of active, to have more 
self-leading and self-efficacy in individuals and groups, as well as more efficient organisations where 
individuals thrive and in the long run thus also contribute to a more sustainable society and the world 
at large. If the chain process is not active, the chain process is not working and when adding this 
perspective, individuals can dynamically practise self-leadership strategies that are the core of 
sustainable effects. It can hence be argued that this thesis contributes to theoretical, empirical and 
practical problems in the field of self-leadership and to the highly necessary condition with the active 
participation of all countries to work together toward sustainable development and a more sustainable 
future. 
 
5.3 Future research   
Previous research has not studied methods for capturing individuals who do not exercise self-leadership 
to begin and continue to lead themselves. Nor have methods been studied for how individuals who 
already exercise self-leadership keep that process alive and continue to practice self-leadership in the 
long term. Future research can build from this study to develop a model for educational purposes and 
to educate and train individuals in self-leadership as it is a trait that can be developed. The models 
should also capture the individuals who do not exercise self-leadership yet and a model to keep the 
process alive and active, thus continuing to practice self-leadership in the long term. 
 
According to the authors’ literature review, personality and traits have not been given much scope in 
previous research, which is why it is of interest to make a future study in combination with different 
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personalities and traits. The study may investigate if it may be of a significant role if some specific 
personalities and traits are more likely to keep the process active as well as if there is any difference in 
the process if certain specific traits develop. Such study may contribute to gaining a better understanding 
of why individuals succeed in keeping the process active, as the informants thought it was a crucial 
factor in maintaining and practising an active chain process of self-leadership. 
 
Another limitation of this study is the amount of time and scope, which excludes a longitudinal study 
and is why the authors use a cross-sectional study. If the study were conducted again, the authors would 
apply longitudinal study as it allows the authors to detect changes in individual behaviour, societal 
development, relationships and many other variables over a long period of time. This could be done by 
observing one or several groups over a period of time, to be able to follow and examine what factors 
are the reasons why some do not practise self-leadership or stop actively leading themselves, and why 
others continue to keep the process active over time. Through collected data, a more advanced model, 
as well as a guidance model of training and workshops, may be created. 
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Appendix 1 - Literature review 
Details of the authors’ literature review are presented in the following. 
 

 

 

Date Database or search engineLiterature type Search word(s) Year intervall Year of publicationLanguage of publication

2022-04-23 Google Scholar Scientific article Bryman & Bell, 2022 2022 English

2022-04-23 Google Search Web page Källkritik 2022 Swedish

2022-04-23 OneSearch Scientific article Svensson, G. (2009). A counter‐intuitive view 

of the deductive research process

2022 Swedish

2022-04-23 Google Scholar Scientific article Att fråga om frågekonstruktion scb 2016 Swedish

2022-04-22 Google Scholar Scientific article Gioia methodology 2022 English

2022-04-22 OneSearch, Library Physical book Bryman, 2018, vetenskaplig metod 2018 Swedish

2022-04-22 Google Search Web page Vetenskapsrådet, 2002 2002 Swedish

2022-04-22 OneSearch, Library Physical book Larsen, 2018 2018 Swedish

2022-04-22 Library Course literature Smått & gott 2008 Swedish

2022-04-22 Library Course literature Värt att veta 2016 Swedish

2022-04-22 Library Course literature Samhällsvetenskaplig metod 2016 Swedish

2022-04-22 Google Scholar Scientific article Gioia methodology 2021 English

2022-04-21 OneSearch Scientific article A toolkit to examine multi-item measures – 

avoiding pitfalls and flaws

2018 English

2022-04-10 Google Scholar Scientific article Gioia qualitative method 2013 English

2022-04-12 synonymer.se Web page Prestation 2022 Swedish

2022-04-12 Google Scholar Scientific article What defines a process sustainable 2004 English

2022-03-22 Google Scholar Scientific article Self-control theory self-leadership 1987 English

2022-03-21 Google Scholar Scientific article Qualitative study small sample size 

consequences

2013 English

2022-03-21 Google Scholar Scientific article Qualitative study small sample size 

consequences

2016 English

2022-03-19 Google Scholar Scientific article Collective case study approach 2011 English

2022-03-19 Google Scholar Scientific article Brinkmann Kvale 2014 2018 English

2022-03-11 OneSearch Scientific article Houghton, Neck, C. P., & Manz, C. C. (2003). 

We think we can, we think we can, we think 

we can

2003 English

2022-03-07 Google Scholar Scientific article Intrinsic motivation theory 2004 English

2022-03-04 Google Scholar Scientific article Houghton Jinkerson 2004 Constructive 

thought strategies and job satisfaction

2007 English

2022-03-04 Google Scholar Scientific article Definitions of creativity from 2018 2019 English

2022-03-04 Google Scholar Scientific article Definitions of work engagement from 2018 2019 English

2022-03-04 Google Scholar Scientific article Definitions of career success from 2018 2020 English

2022-03-01 svensktnaringsliv.se Web page Effektiv offentlig sektor 2022 Swedish

2022-03-01 svensktnaringsliv.se Web page Effektiv offentlig sektor 2022 Swedish

2022-03-01 Google Search Web page Krav effektiva företag 2021 Swedish

2022-02-22 Google Scholar Scientific article Setting specific goals 2021 English

2022-02-18 Google Scholar Scientific article Public service and self-leadership 2021 English

2022-02-15 Google Scholar Scientific article “Structured literature review self-efficacy” 2019 Swedish

2022-02-15 Google Scholar Scientific article Self leadership "questionnaire" 2018 English

2022-02-15 OneSearch Scientific article Houghton neck 2002 RSLQ 2002 English

2022-02-15 OneSearch Scientific article Schwarzer and Jerusalem (1995)  GSES 1995 English

2022-02-14 Google Scholar Scientific article Exercise self-leadership 2020 English

2022-02-13 Google Scholar Scientific article Self-leadership in organization 2020 English

2022-02-12 Google Scholar Scientific article Who practice self leadership 2017 English

2022-02-12 Google Scholar Scientific article Practical studies on self-leadership 2020 English

2022-02-12 Google Scholar Scientific article Salesperson self leadership 2019 English

2022-02-11 Google Scholar Scientific article Profession self-leadership 2020 English

2022-02-11 Google Scholar Scientific article Manager self-leadership 2019 English

2022-02-11 Google Scholar Scientific article Personality traits and self-leadership 2020 English

2022-02-07 Google Scholar Scientific article Culture affect organisation 2018 English

2022-02-07 Google Scholar Scientific article External stakeholders and their influence 2019 English

2022-02-05 Google Scholar Scientific article Self awareness in leadership 2022 English

2022-02-04 Physical book Course literature Social constructionism, Burr 2017 English

2022-02-04 Google Search Government 

decision

Regeringsbeslut 2016-04-07 

(Fi2016/01355/SFÖ)

2016 Swedish

2022-02-01 OneSearch, Library Physical book Bandura, 1986 1986 English

2022-02-01 OneSearch Scientific article Bandura A (1991) Social cognitive theory and 

self-regulation

1989 English

2022-02-01 Google Scholar Scientific article Bandura 1991 1991 English

2022-02-01 Google Scholar Scientific article Deci and Ryan, 1987 1987 English

2022-02-01 Google Scholar Scientific article Self-efficacy theory from 2018 2018 English

2022-02-01 Google Scholar Scientific article Neck Houghton 2006 2006 English

2022-01-31 Google Scholar Scientific article Manz CC (1986) Self-leadership: Toward an 

expanded theory of self-influence processes in 

organizations

1986 English

2022-01-31 Google Scholar Scientific article Manz Sims 1980 1980 English

2022-01-31 Google Scholar Scientific article Carver and Scheier, 1998 1998 English

2022-01-28 Google Scholar Scientific article Baker AAPOR 2013 non probability sample 2013 English

2022-01-28 Google Scholar Scientific article Non-probability convenience samples from 2018 2021 English

2022-01-27 Google Scholar Scientific article Non-probability samples 2016 English

2022-01-24 Google Scholar Scientific article self-leadership 'self-efficacy' strategies from 2018 2022 English

2022-01-21 Google Scholar Scientific article self-leadership ‘self-efficacy’ strategies from 2018 2021 English

2022-01-20 Google Scholar Scientific article “Neck and Houghton, 2006” 2006 English

2022-01-20 Google Scholar Scientific article  “self-leadership” 2021 English

2022-01-18 Physical book Course literature Self-leadership: The definitive guide to 

personal excellence, Neck, Manz & Houghton

2020 English

2022-01-18 Google Scholar Scientific article self-leadership self-efficacy from 2018 2018 English

2022-01-18 Google Scholar Scientific article self-leadership self-efficacy from 2018 2021 English

2022-01-15 Google Scholar Scientific article “self-leadership” “self-efficacy” organization 2021 English

2021-08-31 Google Scholar Scientific article Self leadership implementation 2019 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2017 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2021 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2018 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2015 2015 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2017 2017 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2017 2021 English

2021-06-27 Google Scholar Scientific article leadership 'group psychology' from 2020 2020 English

2021-06-27 Google Scholar Scientific article leadership 'group psychology' from 2020 2020 English
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Date Database or search engineLiterature type Search word(s) Year intervall Year of publicationLanguage of publication

2022-04-23 Google Scholar Scientific article Bryman & Bell, 2022 2022 English

2022-04-23 Google Search Web page Källkritik 2022 Swedish

2022-04-23 OneSearch Scientific article Svensson, G. (2009). A counter‐intuitive view 

of the deductive research process

2022 Swedish

2022-04-23 Google Scholar Scientific article Att fråga om frågekonstruktion scb 2016 Swedish

2022-04-22 Google Scholar Scientific article Gioia methodology 2022 English

2022-04-22 OneSearch, Library Physical book Bryman, 2018, vetenskaplig metod 2018 Swedish

2022-04-22 Google Search Web page Vetenskapsrådet, 2002 2002 Swedish

2022-04-22 OneSearch, Library Physical book Larsen, 2018 2018 Swedish

2022-04-22 Library Course literature Smått & gott 2008 Swedish

2022-04-22 Library Course literature Värt att veta 2016 Swedish

2022-04-22 Library Course literature Samhällsvetenskaplig metod 2016 Swedish

2022-04-22 Google Scholar Scientific article Gioia methodology 2021 English

2022-04-21 OneSearch Scientific article A toolkit to examine multi-item measures – 

avoiding pitfalls and flaws

2018 English

2022-04-10 Google Scholar Scientific article Gioia qualitative method 2013 English

2022-04-12 synonymer.se Web page Prestation 2022 Swedish

2022-04-12 Google Scholar Scientific article What defines a process sustainable 2004 English

2022-03-22 Google Scholar Scientific article Self-control theory self-leadership 1987 English

2022-03-21 Google Scholar Scientific article Qualitative study small sample size 

consequences

2013 English

2022-03-21 Google Scholar Scientific article Qualitative study small sample size 

consequences

2016 English

2022-03-19 Google Scholar Scientific article Collective case study approach 2011 English

2022-03-19 Google Scholar Scientific article Brinkmann Kvale 2014 2018 English

2022-03-11 OneSearch Scientific article Houghton, Neck, C. P., & Manz, C. C. (2003). 

We think we can, we think we can, we think 

we can

2003 English

2022-03-07 Google Scholar Scientific article Intrinsic motivation theory 2004 English

2022-03-04 Google Scholar Scientific article Houghton Jinkerson 2004 Constructive 

thought strategies and job satisfaction

2007 English

2022-03-04 Google Scholar Scientific article Definitions of creativity from 2018 2019 English

2022-03-04 Google Scholar Scientific article Definitions of work engagement from 2018 2019 English

2022-03-04 Google Scholar Scientific article Definitions of career success from 2018 2020 English

2022-03-01 svensktnaringsliv.se Web page Effektiv offentlig sektor 2022 Swedish

2022-03-01 svensktnaringsliv.se Web page Effektiv offentlig sektor 2022 Swedish

2022-03-01 Google Search Web page Krav effektiva företag 2021 Swedish

2022-02-22 Google Scholar Scientific article Setting specific goals 2021 English

2022-02-18 Google Scholar Scientific article Public service and self-leadership 2021 English

2022-02-15 Google Scholar Scientific article “Structured literature review self-efficacy” 2019 Swedish

2022-02-15 Google Scholar Scientific article Self leadership "questionnaire" 2018 English

2022-02-15 OneSearch Scientific article Houghton neck 2002 RSLQ 2002 English

2022-02-15 OneSearch Scientific article Schwarzer and Jerusalem (1995)  GSES 1995 English

2022-02-14 Google Scholar Scientific article Exercise self-leadership 2020 English

2022-02-13 Google Scholar Scientific article Self-leadership in organization 2020 English

2022-02-12 Google Scholar Scientific article Who practice self leadership 2017 English

2022-02-12 Google Scholar Scientific article Practical studies on self-leadership 2020 English

2022-02-12 Google Scholar Scientific article Salesperson self leadership 2019 English

2022-02-11 Google Scholar Scientific article Profession self-leadership 2020 English

2022-02-11 Google Scholar Scientific article Manager self-leadership 2019 English

2022-02-11 Google Scholar Scientific article Personality traits and self-leadership 2020 English

2022-02-07 Google Scholar Scientific article Culture affect organisation 2018 English

2022-02-07 Google Scholar Scientific article External stakeholders and their influence 2019 English

2022-02-05 Google Scholar Scientific article Self awareness in leadership 2022 English

2022-02-04 Physical book Course literature Social constructionism, Burr 2017 English

2022-02-04 Google Search Government 

decision

Regeringsbeslut 2016-04-07 

(Fi2016/01355/SFÖ)

2016 Swedish

2022-02-01 OneSearch, Library Physical book Bandura, 1986 1986 English

2022-02-01 OneSearch Scientific article Bandura A (1991) Social cognitive theory and 

self-regulation

1989 English

2022-02-01 Google Scholar Scientific article Bandura 1991 1991 English

2022-02-01 Google Scholar Scientific article Deci and Ryan, 1987 1987 English

2022-02-01 Google Scholar Scientific article Self-efficacy theory from 2018 2018 English

2022-02-01 Google Scholar Scientific article Neck Houghton 2006 2006 English

2022-01-31 Google Scholar Scientific article Manz CC (1986) Self-leadership: Toward an 

expanded theory of self-influence processes in 

organizations

1986 English

2022-01-31 Google Scholar Scientific article Manz Sims 1980 1980 English

2022-01-31 Google Scholar Scientific article Carver and Scheier, 1998 1998 English

2022-01-28 Google Scholar Scientific article Baker AAPOR 2013 non probability sample 2013 English

2022-01-28 Google Scholar Scientific article Non-probability convenience samples from 2018 2021 English

2022-01-27 Google Scholar Scientific article Non-probability samples 2016 English

2022-01-24 Google Scholar Scientific article self-leadership 'self-efficacy' strategies from 2018 2022 English

2022-01-21 Google Scholar Scientific article self-leadership ‘self-efficacy’ strategies from 2018 2021 English

2022-01-20 Google Scholar Scientific article “Neck and Houghton, 2006” 2006 English

2022-01-20 Google Scholar Scientific article  “self-leadership” 2021 English

2022-01-18 Physical book Course literature Self-leadership: The definitive guide to 

personal excellence, Neck, Manz & Houghton

2020 English

2022-01-18 Google Scholar Scientific article self-leadership self-efficacy from 2018 2018 English

2022-01-18 Google Scholar Scientific article self-leadership self-efficacy from 2018 2021 English

2022-01-15 Google Scholar Scientific article “self-leadership” “self-efficacy” organization 2021 English

2021-08-31 Google Scholar Scientific article Self leadership implementation 2019 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2017 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2021 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2018 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2015 2015 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2017 2017 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2017 2021 English

2021-06-27 Google Scholar Scientific article leadership 'group psychology' from 2020 2020 English

2021-06-27 Google Scholar Scientific article leadership 'group psychology' from 2020 2020 English
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Date Database or search engineLiterature type Search word(s) Year intervall Year of publicationLanguage of publication

2022-04-23 Google Scholar Scientific article Bryman & Bell, 2022 2022 English

2022-04-23 Google Search Web page Källkritik 2022 Swedish

2022-04-23 OneSearch Scientific article Svensson, G. (2009). A counter‐intuitive view 

of the deductive research process

2022 Swedish

2022-04-23 Google Scholar Scientific article Att fråga om frågekonstruktion scb 2016 Swedish

2022-04-22 Google Scholar Scientific article Gioia methodology 2022 English

2022-04-22 OneSearch, Library Physical book Bryman, 2018, vetenskaplig metod 2018 Swedish

2022-04-22 Google Search Web page Vetenskapsrådet, 2002 2002 Swedish

2022-04-22 OneSearch, Library Physical book Larsen, 2018 2018 Swedish

2022-04-22 Library Course literature Smått & gott 2008 Swedish

2022-04-22 Library Course literature Värt att veta 2016 Swedish

2022-04-22 Library Course literature Samhällsvetenskaplig metod 2016 Swedish

2022-04-22 Google Scholar Scientific article Gioia methodology 2021 English

2022-04-21 OneSearch Scientific article A toolkit to examine multi-item measures – 

avoiding pitfalls and flaws

2018 English

2022-04-10 Google Scholar Scientific article Gioia qualitative method 2013 English

2022-04-12 synonymer.se Web page Prestation 2022 Swedish

2022-04-12 Google Scholar Scientific article What defines a process sustainable 2004 English

2022-03-22 Google Scholar Scientific article Self-control theory self-leadership 1987 English

2022-03-21 Google Scholar Scientific article Qualitative study small sample size 

consequences

2013 English

2022-03-21 Google Scholar Scientific article Qualitative study small sample size 

consequences

2016 English

2022-03-19 Google Scholar Scientific article Collective case study approach 2011 English

2022-03-19 Google Scholar Scientific article Brinkmann Kvale 2014 2018 English

2022-03-11 OneSearch Scientific article Houghton, Neck, C. P., & Manz, C. C. (2003). 

We think we can, we think we can, we think 

we can

2003 English

2022-03-07 Google Scholar Scientific article Intrinsic motivation theory 2004 English

2022-03-04 Google Scholar Scientific article Houghton Jinkerson 2004 Constructive 

thought strategies and job satisfaction

2007 English

2022-03-04 Google Scholar Scientific article Definitions of creativity from 2018 2019 English

2022-03-04 Google Scholar Scientific article Definitions of work engagement from 2018 2019 English

2022-03-04 Google Scholar Scientific article Definitions of career success from 2018 2020 English

2022-03-01 svensktnaringsliv.se Web page Effektiv offentlig sektor 2022 Swedish

2022-03-01 svensktnaringsliv.se Web page Effektiv offentlig sektor 2022 Swedish

2022-03-01 Google Search Web page Krav effektiva företag 2021 Swedish

2022-02-22 Google Scholar Scientific article Setting specific goals 2021 English

2022-02-18 Google Scholar Scientific article Public service and self-leadership 2021 English

2022-02-15 Google Scholar Scientific article “Structured literature review self-efficacy” 2019 Swedish

2022-02-15 Google Scholar Scientific article Self leadership "questionnaire" 2018 English

2022-02-15 OneSearch Scientific article Houghton neck 2002 RSLQ 2002 English

2022-02-15 OneSearch Scientific article Schwarzer and Jerusalem (1995)  GSES 1995 English

2022-02-14 Google Scholar Scientific article Exercise self-leadership 2020 English

2022-02-13 Google Scholar Scientific article Self-leadership in organization 2020 English

2022-02-12 Google Scholar Scientific article Who practice self leadership 2017 English

2022-02-12 Google Scholar Scientific article Practical studies on self-leadership 2020 English

2022-02-12 Google Scholar Scientific article Salesperson self leadership 2019 English

2022-02-11 Google Scholar Scientific article Profession self-leadership 2020 English

2022-02-11 Google Scholar Scientific article Manager self-leadership 2019 English

2022-02-11 Google Scholar Scientific article Personality traits and self-leadership 2020 English

2022-02-07 Google Scholar Scientific article Culture affect organisation 2018 English

2022-02-07 Google Scholar Scientific article External stakeholders and their influence 2019 English

2022-02-05 Google Scholar Scientific article Self awareness in leadership 2022 English

2022-02-04 Physical book Course literature Social constructionism, Burr 2017 English

2022-02-04 Google Search Government 

decision

Regeringsbeslut 2016-04-07 

(Fi2016/01355/SFÖ)

2016 Swedish

2022-02-01 OneSearch, Library Physical book Bandura, 1986 1986 English

2022-02-01 OneSearch Scientific article Bandura A (1991) Social cognitive theory and 

self-regulation

1989 English

2022-02-01 Google Scholar Scientific article Bandura 1991 1991 English

2022-02-01 Google Scholar Scientific article Deci and Ryan, 1987 1987 English

2022-02-01 Google Scholar Scientific article Self-efficacy theory from 2018 2018 English

2022-02-01 Google Scholar Scientific article Neck Houghton 2006 2006 English

2022-01-31 Google Scholar Scientific article Manz CC (1986) Self-leadership: Toward an 

expanded theory of self-influence processes in 

organizations

1986 English

2022-01-31 Google Scholar Scientific article Manz Sims 1980 1980 English

2022-01-31 Google Scholar Scientific article Carver and Scheier, 1998 1998 English

2022-01-28 Google Scholar Scientific article Baker AAPOR 2013 non probability sample 2013 English

2022-01-28 Google Scholar Scientific article Non-probability convenience samples from 2018 2021 English

2022-01-27 Google Scholar Scientific article Non-probability samples 2016 English

2022-01-24 Google Scholar Scientific article self-leadership 'self-efficacy' strategies from 2018 2022 English

2022-01-21 Google Scholar Scientific article self-leadership ‘self-efficacy’ strategies from 2018 2021 English

2022-01-20 Google Scholar Scientific article “Neck and Houghton, 2006” 2006 English

2022-01-20 Google Scholar Scientific article  “self-leadership” 2021 English

2022-01-18 Physical book Course literature Self-leadership: The definitive guide to 

personal excellence, Neck, Manz & Houghton

2020 English

2022-01-18 Google Scholar Scientific article self-leadership self-efficacy from 2018 2018 English

2022-01-18 Google Scholar Scientific article self-leadership self-efficacy from 2018 2021 English

2022-01-15 Google Scholar Scientific article “self-leadership” “self-efficacy” organization 2021 English

2021-08-31 Google Scholar Scientific article Self leadership implementation 2019 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2017 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2021 English

2021-06-28 OneSearch Scientific article Selfleadership theories from 2017 2018 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2015 2015 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2017 2017 English

2021-06-27 Google Scholar Scientific article ‘self-leadership theory' from 2017 2021 English

2021-06-27 Google Scholar Scientific article leadership 'group psychology' from 2020 2020 English

2021-06-27 Google Scholar Scientific article leadership 'group psychology' from 2020 2020 English
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Appendix 2 - Email letter to the informants 
 
Translated e-mail letter in English  
 
Request 
 
Hi! 
Our names are Stephanie and Mia, and we study the Master of Science in Business and Economics with 
a focus on Strategic Management at Halmstad University. We are currently studying our last semester 
and our final assignment is to write a master thesis. The aim with our study is to understand the chain 
process of self-leadership and why some succeed better than others. Our research question is:  
 

Why do individuals succeed in maintaining and practising an active chain process of self-
leadership? 

 
The interview is voluntary and gives us very valuable empirical evidence for our study. No previous 
knowledge is required to participate and the interview is estimated to take about 45 minutes. We would 
be grateful if you would like to take the time to participate. Before an interview can be performed, we 
need to check if you match our study. This is done through a short survey that only takes a few minutes 
to answer. If there is a match we will contact you to make an appointment that is convenient for you 
during week 13 and you can choose to participate by phone, digital or a personal meeting. The interview 
will be anonymous and we will follow the existing rules in research. All information obtained in 
connection with this study can not be identified with you or your workplace and will remain 
confidential. The information will only be collected to see a difference between informants and if 
anyone works at the same place. Within the framework of the GDPR, the information will be deleted 
when the study is finished and it will not be registered anywhere no longer than August 2022.  
 
Your participation indicates that you have read and understand the information provided above and that 
you agree to participate. Here is the link for our survey, please reply before 2022-03-04. The survey can 
only be answered once. Link: https://forms.gle/ikPR1jXFKBuC4pjP8   
  
Thank you in advance and we wish you a pleasant day! 
 
Best regards, 
Stephanie Nguyen, (stengu18@student.hh.se), (+46)762-36 18 88 
Mia Amilon, (miaami18@student.hh.se), (+46)762-36 72 87 3 
 
 
A little about self-leadership 
Self-leadership is defined as “a process of influencing oneself to build self-direction and self-
motivation, which is needed to produce a good performance” (Husnatarina & Elia, 2022, p.9). The 
chain process starts with the individual being self-aware (Bracht, Keng-Highberger, Avolio & Huang, 
2021) in order to practise self-leadership, and which will lead to self- efficacy. Self-efficacy is described 
as our level of effectiveness (Salanova, Rodríguez- Sánchez & Nielsen, 2020), which in turn leads to 
various forms of beneficial outcomes, such as job-satisfaction, increased creativity, work engagement, 
career success and increased performance. People who exercise self-leadership are seen as a valuable 
resource (Marques-Quinteiro, Vargas, Eifler & Curral, 2019), as it will lead to both personal and 
organisational success (Browning, 2018). Self-leadership can be practised in multiple ways, some 
examples are to use reminders as post-it notes or to do lists, to visualise a goal or a desired scenario, 
to use positive self-talk as what you say to yourself to help you perform better, or to reflect about 
yourself, your reactions, behaviours, your surrounding etcetera with the intention to increase your 
performance in some way (Neck, Manz & Houghton, 2020). 
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Email letter in Swedish that was sent to the informants 
 
Förfrågan 
 
Hej! 
Vi heter Stephanie och Mia, och läser civilekonomprogrammet med inriktning strategisk ledning vid 
Högskolan i Halmstad. Vi läser vår sista termin och vår sista uppgift är att skriva en magisteruppsats. 
Syftet med vår studie är att förstå kedjeprocessen av självledarskap och varför vissa lyckas bättre än 
andra att hålla den aktiv. Vår frågeställning lyder: 
 

Why do individuals succeed in maintaining and practising an active chain process of self-
leadership? 

 
Intervjun är frivillig och ger oss mycket värdefull data för vårt arbete. Inga förkunskaper krävs för att 
delta och intervjun beräknas ta cirka 45 minuter. Vi skulle uppskatta om du vill och kan ta dig tiden att 
delta. Innan en intervju kan genomföras behöver vi kontrollera att du matchar vår studie. Det görs 
genom en kort enkät som endast tar någon minut att besvara. Om du matchar vår studie så kontaktar vi 
dig för att boka en tid som passar dig under vecka 13 och du kan välja att delta per telefon, digitalt eller 
personligen. Intervjun kommer att vara anonym och vi kommer att följa gällande regler inom forskning. 
All information som erhålls i samband med denna studie kan inte identifieras med dig eller din 
arbetsplats och kommer att förbli konfidentiell. Informationen kommer endast att samlas in för att se 
skillnad mellan informanter och om någon arbetar på samma plats. Inom ramen för GDPR kommer 
informationen att raderas när studien är klar och den kommer inte att vara registrerad någonstans efter 
augusti 2022. 
 
Ditt deltagande indikerar att du har läst och förstått informationen ovan och att du samtycker till att 
delta. Nedan finns en länk till enkäten, vänligen svara senast 2022-03-04. Det går endast att besvara 
enkäten en gång. Länk: https://forms.gle/ikPR1jXFKBuC4pjP8    
 
Tack på förhand och vi önskar dig en fortsatt skön dag! 
 
Vänliga hälsningar, 
Stephanie Nguyen, (stengu18@student.hh.se), (+46)762-36 18 88 
Mia Amilon, (miaami18@student.hh.se), (+46)762-36 72 87 
 
Lite om självledarskap 
Självledarskap definieras som ”en process av att påverka sig själv för att bygga självstyrning och 
självmotivation, vilket behövs för att producera en bra prestation” (Husnatarina & Elia, 2022, s.9). 
Kedjeprocessen startar med att individen blir självmedveten (Bracht, Keng- Highberger, Avolio & 
Huang, 2021) för att sedan börja utöva självledarskap, vilket leder till så kallad “self-efficacy”. Self-
efficacy beskrivs som vår effektivitetsnivå och självförmåga (Salanova, Rodríguez-Sánchez & Nielsen, 
2020) som i sin tur leder till olika former av fördelaktiga resultat, såsom arbetstillfredsställelse, ökad 
kreativitet, arbetsengagemang, karriärframgång och ökad prestation. Människor som utövar 
självledarskap ses som värdefulla resurser (Marques-Quinteiro, Vargas, Eifler & Curral, 2019), 
eftersom det kommer att leda till både personlig och organisatorisk framgång (Browning, 2018). 
Självledarskap kan utövas på flera sätt, några exempel är att använda påminnelser som post-it-lappar 
eller att göra-listor, att visualisera ett mål eller ett önskat scenario, att använda positivt självprat såsom 
det du säger till dig själv för att hjälpa dig prestera bättre, eller att reflektera över dig själv, dina 
reaktioner, beteenden, din omgivning etcetera med avsikten att öka din prestation på något sätt (Neck, 
Manz & Houghton, 2020). 
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Appendix 3 - Survey 
 
Introducing text in the survey (translated to English) 
 
Selection for interview 
The purpose of our study is to understand the chain process of self-leadership and why some succeed 
better than others in keeping it active. This survey is conducted in order to check if you match our study 
and only takes a few minutes to answer. 
 
Self-leadership is defined as “a process of influencing oneself to build self-control and self-motivation, 
which is needed to produce a good performance” (Husnatarina & Elia, 2022, p.9). The chain process 
starts with the individual becoming self-aware and then starting to exercise self-leadership, which leads 
to so-called "self-efficacy". Self-efficacy is described as our level of efficiency and self-efficacy, which 
in turn leads to various forms of beneficial results, such as job satisfaction, increased creativity, work 
commitment, career success and/or increased performance. People who exercise self-leadership are 
seen as valuable resources, as it will lead to both personal and organisational success. 
 
You answer these control questions as a step in our selection of those to be interviewed, as previous 
studies point to a discrepancy around practising self-leadership effectively. Personal information will 
be deleted when we finish our study, no later than August 2022. E-mail is only for our contact with you 
during our study, to book an appointment for an interview and resembling. 
 
The introducing text in Swedish 
 
Selektion till intervju 
Syftet med vår studie är att förstå kedjeprocessen av självledarskap och varför vissa lyckas bättre än 
andra att hålla den aktiv. Denna enkät genomförs i syfte att kontrollera ifall du matchar vår studie och 
tar endast någon minut att besvara.  
 
Självledarskap definieras som ”en process av att påverka sig själv för att bygga självstyrning och 
självmotivation, vilket behövs för att producera en bra prestation” (Husnatarina & Elia, 2022, s.9). 
Kedjeprocessen startar med att individen blir självmedveten för att sedan börja utöva självledarskap, 
vilket leder till så kallad “self-efficacy”. Self-efficacy beskrivs som vår effektivitetsnivå och 
självförmåga, som i sin tur leder till olika former av fördelaktiga resultat, såsom arbetstillfredsställelse, 
ökad kreativitet, arbetsengagemang, karriärframgång och/eller ökad prestation. Människor som utövar 
självledarskap ses som värdefulla resurser, eftersom det kommer att leda till både personlig och 
organisatorisk framgång. 
 
Du får besvara dessa kontrollfrågor som ett steg i vårt urval av vilka som ska intervjuas, då tidigare 
studier pekar på en diskrepans kring att praktisera självledarskap effektivt. Personlig information 
kommer att raderas när vi är klara med vår studie, senast augusti 2022. E-post är endast för vår kontakt 
med dig under vår studie, för att boka tid till intervju och liknande. 
 
 
Demographic questions 
 
Name and email. Due to confidentiality, the names and emails will not be published. Fictive names are 
used in this study. 
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Gender. 50% men and 50% women. 
 

 
Marital status. 20% Unmarried (never been married or had registered partner), 50% married or 
registered partner, 20% divorced, and 10% widow/widower. 
 
 

 
Religious affiliation. 80% Christianity, 10% Buddhism, and 10% Islamism 
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Educational level. 40% University/college 3-5 years, 20% high school/folk high school, 20% 
University/college more than 5 years, and 20% polytechnic level. 
 

 
Professional title and workspace. Due to confidentiality, the workspace will not be published. 
 
 
Questions about the informant’s self-leadership 
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1. Would you say that you usually reflect on things? 
100% answered yes. 

 
2. Would you say that you can control your thoughts and behaviours in different situations? 
100% answered yes. 

 
3. When you do something, do you usually have a purpose/goal for it? 
100% answered yes. 
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4. Do you visualise a result before you get there? 
100% answered yes. 

 
5. Do you usually have a plan for how you intend to carry out a task/goal? 
100% answered yes. 
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6. Do you use calendars, lists or other reminder tools such as post-it notes? 
100% answered yes. 

 
7. Do you usually motivate yourself in some way to get where you want to go? 
90% answered yes and 10% answered no. 
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8. Do you usually reward yourself when you have done something good or reached a goal? 
90% answered yes and 10% answered no. 
 

 
9. Do you tend to punish yourself, or scold yourself, when you think you are not performing enough? 
30% answered yes and 70% answered no. 
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10. Would you say that you usually focus on aspects that are positive/pleasant in the things you do? 
100% answered yes. 

 
11. Would you say that you often find several solutions to a problem? 
90% answered yes and 10% answered no. 



118 
 

 
12. Would you say that you have managed to get where you are today by leading yourself there and 
actively working for it? 
100% answered yes. 
 

 
13. Would you say that you have been able to lead yourself to job satisfaction, increased creativity, 
work commitment, career success or increased performance by actively working for it? 
100% answered yes. 
 
 
Finalising text (translated to English) 
 
Thank you for your time and participation! 
We know that time can be a scarce commodity and are therefore very grateful that you took the time to 
help us in our study! When you press submit, your answers will be sent to us to see if you match our 
study. If this is the case, we will contact you shortly. 
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Thanks! 
 
Sincerely 
 
Stephanie Nguyen & Mia Amilon 
Master of Business Administration students specialising in strategic management 
Halmstad University 
 
 
The finalising text in Swedish 
 
Tack för din tid och medverkan! 
Vi vet att tid kan vara en bristvara och är därför väldigt tacksamma för att just du tagit dig tiden att 
hjälpa oss i vår studie! När du trycker på skicka in kommer dina svar att skickas till oss för att se om du 
matchar vår studie. Om så är fallet kommer vi att kontakta dig inom kort. 
 
Tack! 
 
Vänliga hälsningar 
 
Stephanie Nguyen & Mia Amilon 
Civilekonomstudenter inriktning strategisk ledning 
Högskolan i Halmstad
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Appendix 4 - Interview guide 
This appendix contains both the original and the translated interview guide, see below. 
 
The original interview guide (Swedish) 
The original interview guide is as follows: 

Intervjufrågor Why do some individuals succeed in maintaining an active practice of self-leadership where they continue to be self-aware, practice self-leadership strategies, 
attain self-efficacy and to achieve beneficial outputs that in extension contribute to a more efficient and long-term sustainable society? 

    

 Kontrollfrågor Följdfråga om svar Ja Följdfråga om svar Nej 

1 Skulle du säga att du brukar 
reflektera över saker och ting? 

- På vilket sätt reflekterar du över saker och ting och hur ofta gör du det?  
- Vad är det som gör att du reflekterar? 
- Vad får dig att fortsätta att reflektera?  
- Varför gör du det? Dvs vad är ditt skäl att reflektera över saker och ting?  
- På vilket sätt hjälper det dig att göra reflektioner (om dig och andra)? 

- Brukar du tänka på vad, hur och varför du gör saker?  
- Brukar du tänka på vad, hur och varför andra gör saker? 
- Skulle du säga att du är självmedveten? 
- Vad hjälper dig att leda dig själv om du inte reflekterar över saker och ting? 
- Tror du att det skulle hjälpa dig att reflektera mer över saker och ting? På vilket 
sätt? 
- Vad tror du kan få dig att börja reflektera mer över saker och ting? 

2 Skulle du säga att du kan 
kontrollera dina tankar och 
beteenden i olika situationer? 

- På vilket sätt kontrollerar du dina tankar och beteenden i olika situationer och hur 
ofta gör du det?  
- Vad får dig att fortsätta att kontrollera dina tankar och beteenden?  
- Varför kontrollerar du dina tankar och beteenden i olika situationer? Dvs vad är 
dina skäl att ha kontroll över dina tankar och beteenden?  
- På vilket sätt hjälper det dig att kontrollera dig i olika situationer? 
- Blir du påverkad av yttre påverkningar? Om nej, vad hjälper dig att inte bli 
påverkad av yttre påtryckningar? Om ja, hur gör du för att försöka kontrollera dina 
tankar och beteenden? 

- Brukar du tänka på hur du kan styra dina tankar och beteenden i olika 
situationer?  
- Vad får dig att hålla dig "på banan" när du inte kan hantera (manage) dina tankar 
och hur du beter dig? 
- Tror du att det skulle hjälpa dig att kunna kontrollera dina tankar och beteenden i 
olika situationer? På vilket sätt? 
- Hur tror du att du skulle kunna börja styra dina tankar och beteenden på ett sätt 
som hjälper dig? 

3 När du gör något, brukar du ha 
ett syfte/en målbild med det? 

- På vilket sätt brukar du sätta upp dina mål och hur ofta gör du det?  
- Vad brukar du sätta för mål?  
- Varför sätter du upp mål? Dvs vad är det som driver dig till att sätta upp mål?  
- På vilket sätt hjälper det dig att ha ett syfte eller en målbild? 

- Brukar du göra saker utan att ha någon mening med det eller anledning att göra 
det?  
- Vad får dig att nå mål om du inte har en målbild eller syfte med det? 
- Tror du att det skulle hjälpa dig att ha ett syfte eller en målbild med det du gör? 
På vilket sätt? 
- Vad kan få dig att börja ha ett syfte och en målbild med det du gör? 

4 Visualiserar du dig ett resultat 
innan du når dit? 

- På vilket sätt visualiserar du dig ett resultat innan du når dit?  
- Vad gör att du fortsätter att visualisera ett resultat? Dvs vad driver dig dit?  
- Varför brukar du visualisera dig ett resultat innan du når dit?  
- Har visionen av ett resultat hjälpt dig att uppnå ett mål?  
- På vilket sätt hjälper det dig att visualisera? 

- Brukar du göra saker utan att ha en bild/vision av vad du vill uppnå? 
- Vad får dig att uppnå det du vill utan att du har en bild eller vision av målet? 
- Tror du att det skulle hjälpa dig att måla upp en bild/vision av vad du skulle vilja 
uppnå? På vilket sätt? 
- Om ja, vad kan få dig att se eller måla upp en bild/vision av vad du vill uppnå? 
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5 Brukar du ha en plan för hur du 
tänker genomföra en uppgift/ett 
mål? 

- På vilket sätt brukar du göra en plan för hur du tänker genomföra en uppgift?  
- Hur ofta brukar du planera/göra planer?  
- Vad får dig att vilja fortsätta planera? Dvs hjälper det dig på något sätt och i så 
fall hur?  
- Varför brukar du planera? 

- Brukar du tänka på hur du ska göra för att klara ett hinder? 
- Om du inte har en plan för hur du ska göra för att nå dina mål, hur når du dom 
då? 
- Tror du att det skulle hjälpa dig att göra upp planer för det du vill genomföra? På 
vilket sätt? 
- Vad kan du göra för att börja använda dig av planer för hur du ska göra saker? 

6 Använder du kalender, listor 
eller andra påminnelseverktyg 
såsom post-it lappar? 

- Vad för påminnelseverktyg använder du? 
- Hur använder du dom?  
- Varför använder du dom?  
- På vilket sätt hjälper det dig?  
- Varför fortsätter du använda dessa verktyg? 

- Brukar du ställa fram saker som påminner dig om vad du ska göra, ex vid ditt 
skrivbord? Ex motiverande citat, en sak som påminner dig om något, bilder (ex på 
ett resmål eller visionboard).  
- Brukar du ställa undan saker som inte är bra för dig? Ex kakburken 
- Tror du att det skulle hjälpa dig att ställa fram/ta bort saker som kan 
hjälpa/påminna dig? På vilket sätt? 
- Vad kan få dig att ställa fram de verktygen som påminner dig om vad som ska 
göras? Respektive ställa undan? 

7 Brukar du motivera dig själv på 
något sätt för att nå dit du vill? 

- På vilket sätt motiverar du dig själv för att nå dit du vill?  
- Vad gör att du fortsätter att motivera dig själv?  
- Varför motiverar du dig själv?  
- På vilket sätt hjälper det dig att motivera dig själv? 

- Brukar du ha något att se fram emot när du har ett mål eller en jobbig 
arbetsuppgift? 
- Tror du att det skulle hjälpa dig att motivera dig på något sätt? På vilket sätt?  
- Varför tror du att du inte motiverar dig själv? 
- Vad får dig att fortsätta framåt om du inte har något som lockar/motiverar dig? 

8 Brukar du belöna dig själv när 
du gjort något bra eller nått ett 
mål? 

- På vilket sätt brukar du belöna dig själv när du gjort något bra eller nått ett mål? 
Vad är det för belöningar du brukar ge dig? 
- Vad gör att du fortsätter att belöna dig själv?  
- Varför brukar du belöna dig själv?  
- På vilket sätt hjälper det dig att ge dig belöningar? 

- När du klarat något svårt eller utmanande, brukar du ge dig själv något då? 
- Vad driver dig att fortsätta / motiverar dig om du inte belönar dig själv? 
- Tror du att det skulle hjälpa dig att belöna dig själv? På vilket sätt? 
- Vad tror du kan få dig att belöna dig själv när du har gjort något bra? 

9 Brukar du bestraffa dig själv, 
eller skälla på dig själv, när du 
tycker du inte presterar 
tillräckligt? 

- På vilket sätt brukar du tillrättavisa, bestraffa eller skälla på dig själv när du inte 
har presterat tillräckligt?  
- Vad gör att du tillrättavisar, bestraffar eller skäller på dig själv när du inte har 
presterat tillräckligt?  
- Varför tillrättavisar, bestraffar eller skäller du på dig själv?  
- På vilket sätt hjälper det dig att tillrättavisa, bestraffa eller skälla på dig själv när 
du inte har presterat tillräckligt? 

- Brukar du pressa dig själv att prestera bättre genom att säga det du gjort inte var 
tillräckligt och du behöver göra bättre nästa gång? 
- Vad får dig att ändra på saker du gör som inte är bra för dig om du inte 
tillrättavisar dig själv? 
- Tror du att det skulle hjälpa dig att ibland tillrättavisa eller skälla på dig själv? På 
vilket sätt? 
- Vad tror du kan få dig att försiktigt uppmärksamma när du inte presterar 
tillräckligt i syfte att tillrättavisa dig själv? 

10 Skulle du säga att du brukar 
fokusera på aspekter som är 
positivt/trevligt i de saker du 
gör? 

- På vilket sätt brukar du fokusera på det som är trevligt eller positivt i de saker du 
gör?  
- Vad gör att du fortsätter att se de positiva aspekterna med din uppgift?  
- Varför ser du efter det positiva i det du gör?  
- På vilket sätt hjälper det dig att se det positiva i det du gör? 

- Brukar du se saker och ting som är positivt när du ska göra något?  
- Vad får dig att uppskatta/njuta av det du gör om du inte ser det positiva i det? 
- Tror du att det skulle hjälpa dig att se det positiva och trevliga i saker och ting? 
På vilket sätt? 
- Vad tror du kan få dig att se det som är positivt och njutbart i det som ska göras? 

Extra  - Skulle du säga att du tänker på dina inre värderingar?  
- På vilket sätt?  
- Hur hjälper det dig? 

 

Extra  - Skulle du säga att du tänker på dina antaganden och fördomar man kan ha?  
- På vilket sätt?  
- Hur hjälper det dig? 
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Extra  - Skulle du säga att du brukar vara medveten om hur du gör när du gör saker?  
- På vilket sätt?  
- Varför/Hur hjälper det dig?  
- Brukar du vara medveten om hur bra det går för dig?  
- På vilket sätt?  
- Varför/Hur hjälper det dig? 

 

Extra  - Brukar du ibland prata med dig själv (antingen högt eller i ditt huvud) för att 
försöka lösa ett problem eller en svår uppgift?  
- Varför gör du det?  
- Hur hjälper det dig? 

 

Extra  - Skulle du säga att du är övertygad om att du skulle kunna hantera oväntade 
händelser effektivt?  
- På vilket sätt?  
- Vad beror det på tror du?  
- Om nej, varför inte? 

 

11 Skulle du säga att du ofta hittar 
flera lösningar på ett problem? 

- På vilket sätt hittar du ofta flera lösningar på ett problem?  
- Vad gör att du ofta hittar flera lösningar på ett problem?  
- Varför söker du flera lösningar på ett problem?  
- På vilket sätt hjälper det dig att söka flera lösningar på ett problem? 

- Brukar du se mer än en möjlighet när du stöter på ett hinder? 
- Vad tror du är det som gör att du låser dig till ett svar/lösning? 
- Hur tror du att du kan undvika att låsa dig till en lösning/ett svar? 
- Tror du att det skulle hjälpa dig att försöka hitta flera lösningar på ett problem? 
På vilket sätt? 
- Vad tror du kan få dig att se fler lösningar? 

Extra  - Brukar du då göra upp olika scenarion i ditt huvud, om det händer så gör jag så, 
om det händer så gör jag på detta viset?  
- Om ja, på vilket sätt skulle du säga att det hjälper dig att ha olika scenarion?  
- Vad är det som får dig att fortsätta att liksom spela upp alla olika möjliga 
scenarion som kan hända? 

 

12 Skulle du säga att du lyckats ta 
dig dit du är idag genom att leda 
dig själv dit och aktivt arbeta för 
det? 

- På vilket sätt skulle du säga att du lyckats leda dig själv aktivt dit du är idag?  
- Vad gör att du fortsätter att leda dig själv på ett aktivt sätt?  
- Varför leder du dig själv? Dvs vad är drivkraften? 
- På vilket sätt tycker du att det hjälper dig att leda dig själv aktivt? 

- Brukar du aktivt guida dig själv för att ta dig dit du vill? 
- Vad får dig dit du är idag om du inte leder dig själv dit? 
- Tror du att det skulle hjälpa dig att aktivt leda dig själv? På vilket sätt? 
- Vad tror du kan få dig att på ett aktivt sätt leda dig själv mot dina drömmar/mål? 
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13 Skulle du säga att du har kunnat 
leda dig själv till 
arbetstillfredsställelse, ökad 
kreativitet, arbetsengagemang, 
karriärframgång eller ökad 
prestation genom att aktivt 
arbeta för det? 

- Skulle du säga att du har kunnat leda dig själv till arbetstillfredsställelse?  
- På vilket sätt/Hur?  
- Leder du dig själv aktivt och medvetet för att uppnå arbetstillfredsställelse? Om 
ja, vad får dig att fortsätta göra det? 
 
- Skulle du säga att du har kunnat leda dig själv till ökad kreativitet/innovation?  
- På vilket sätt/Hur?  
- Leder du dig själv aktivt och medvetet för att uppnå ökad kreativitet/innovation? 
Om ja, vad får dig att fortsätta göra det? 
 
- Skulle du säga att du har kunnat leda dig själv till arbetsengagemang?  
- På vilket sätt/Hur?  
- Leder du dig själv aktivt och medvetet för att uppnå arbetsengagemang? Om ja, 
vad får dig att fortsätta göra det? 
 
- Skulle du säga att du har kunnat leda dig själv till karriärframgång/befordran?  
- På vilket sätt/Hur?  
- Leder du dig själv aktivt och medvetet för att uppnå karriärframgång/befordran? 
Om ja, vad får dig att fortsätta göra det? 
 
- Skulle du säga att du har kunnat leda dig själv till ökad prestation?  
- På vilket sätt/Hur?  
- Leder du dig själv aktivt och medvetet för att uppnå ökad prestation? Om ja, vad 
får dig att fortsätta göra det? 

 

Extra  - Vad skulle ditt svar vara på frågan, eller vad tror du? Varför lyckas vissa att 
aktivt leda sig själv och därmed fortsätta vara självmedveten, praktisera 
självledarskap strategier, uppnå self-efficacy och fördelaktiga resultat? 

 

 
 
Translated interview guide (English) 
The translated interview guide is as follows: 
 

Interview questions Why do some individuals succeed in maintaining an active practice of self-leadership where they continue to be self-aware, practice self-leadership strategies, 
attain self-efficacy and to achieve beneficial outputs that in extension contribute to a more efficient and long-term sustainable society? 

    
 Control questions Follow-up question if answer Yes Follow-up question if answer No 

1 Would you say that you usually 
reflect on things? 

- In what way do you reflect on things and how often do you do it? 
- What makes you reflect? 
- What makes you continue to reflect? 
- Why do you do it? Ie what is your reason to reflect on things? 
- In what way does it help you to make reflections (about you and others)? 

- Do you usually think about what, how and why you do things? 
- Do you usually think about what, how and why others do things? 
- Would you say that you are self-aware? 
- What helps you to lead yourself if you do not reflect on things? 
- Do you think it would help you to reflect more on things? How? 
- What do you think can make you start to reflect more on things? 
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2 Would you say that you can 
control your thoughts and 
behaviours in different 
situations? 

- In what way do you control your thoughts and behaviours in different situations 
and how often do you do it? 
- What makes you continue to control your thoughts and behaviours? 
- Why do you control your thoughts and behaviours in different situations? Ie what 
are your reasons for having control over your thoughts and behaviours? 
- In what way does it help you to control yourself in different situations? 
- Are you affected by external influences? If not, what helps you not to be 
influenced by external pressures? If so, how do you go about trying to control your 
thoughts and behaviours? 

- Do you usually think about how you can control your thoughts and behaviours in 
different situations? 
- What makes you stay "on track" when you can not manage your thoughts and how 
you behave? 
- Do you think it would help you to be able to control your thoughts and behaviours in 
different situations? How? 
- How do you think you could start controlling your thoughts and behaviours in a way 
that helps you? 

3 When you do something, do you 
usually have a purpose / goal 
with it? 

- In what way do you usually set your goals and how often do you do it? 
- What do you usually set goals for? 
- Why do you set goals? Ie what is it that drives you to set goals? 
- In what way does it help you to have a purpose or a goal image? 

- Do you usually do things without having any meaning or reason to do so? 
- What makes you reach goals if you do not have a goal image or purpose with it? 
- Do you think it would help you to have a purpose or a goal with what you do? How? 
- What can make you start to have a purpose and a goal image with what you do? 

4 Do you visualise a result before 
you get there? 

- In what way do you visualise a result before you get there? 
- What makes you continue to visualise a result? Ie what drives you there? 
- Why do you usually visualise a result before you get there? 
- Has the vision of a result helped you achieve a goal? 
- In what way does it help you visualise? 

- Do you usually do things without having a picture / vision of what you want to 
achieve? 
- What makes you achieve what you want without having a picture or vision of the 
goal? 
- Do you think it would help you to paint a picture / vision of what you would like to 
achieve? How? 
If so, what can make you see or paint a picture / vision of what you want to achieve? 

5 Do you usually have a plan for 
how you intend to carry out a 
task / goal? 

- In what way do you usually make a plan for how you intend to carry out a task? 
- How often do you usually plan / make plans? 
- What makes you want to continue planning? Ie it helps you in some way and if 
so how? 
- Why do you usually plan? 

- Do you usually think about how to deal with an obstacle? 
- If you do not have a plan for how to do to reach your goals, how do you reach them 
then? 
- Do you think it would help you make plans for what you want to implement? How? 
- What can you do to start using plans for how to do things? 

6 Do you use calendars, lists or 
other reminder tools such as 
post-it notes? 

- What kind of reminder tool do you use? 
- How do you use them? 
- Why do you use them? 
- In what way does it help you? 
- Why do you continue to use these tools? 

- Do you usually present things that remind you of what to do, for example at your 
desk? Ex motivational quotes, something that reminds you of something, pictures (ex 
on a destination or vision board). 
- Do you usually put away things that are not good for you? As the cookie jar. 
- Do you think it would help you to present / remove things that can help / remind 
you? How? 
- What can make you present the tools that remind you of what to do? Respective set 
aside? 

7 Do you usually motivate 
yourself in some way to get 
where you want to go? 

- In what way do you motivate yourself to get where you want to go? 
- What makes you continue to motivate yourself? 
- Why do you motivate yourself? 
- In what way does it help you to motivate yourself? 

- Do you usually have something to look forward to when you have a goal or a 
difficult task? 
- Do you think it would help you to motivate yourself in any way? How? 
- Why do you think you do not motivate yourself? 
- What makes you move forward if you do not have something that attracts / 
motivates you? 

8 Do you usually reward yourself 
when you have done something 
good or reached a goal? 

- In what way do you usually reward yourself when you have done something 
good or reached a goal? What are the rewards you usually give yourself? 
- What makes you continue to reward yourself? 
- Why do you usually reward yourself? 
- In what way does it help you to give yourself rewards? 

- When you have done something difficult or challenging, do you usually give 
yourself something then? 
- What drives you to continue / motivate you if you do not reward yourself? 
- Do you think it would help you to reward yourself? How? 
- What do you think can make you reward yourself when you have done something 
good? 
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9 Do you tend to punish yourself, 
or scold yourself, when you 
think you are not performing 
enough? 

- In what way do you usually reprimand, punish or scold yourself when you have 
not performed enough? 
- What makes you reprimand, punish or scold yourself when you have not 
performed enough? 
- Why do you rebuke, punish or scold yourself? 
- In what way does it help you to rebuke, punish or scold yourself when you have 
not performed enough? 

- Do you usually push yourself to perform better by saying that what you have done 
was not enough and you need to do better next time? 
- What makes you change things you do that are not good for you if you do not rebuke 
yourself? 
- Do you think it would help you to sometimes reprimand or scold yourself? How? 
- What do you think can make you pay careful attention when you do not perform 
enough in order to rebuke yourself? 

10 Would you say that you usually 
focus on aspects that are 
positive / nice in the things you 
do? 

- In what way do you usually focus on what is nice or positive in the things you 
do? 
- What makes you continue to see the positive aspects of your task? 
- Why do you look for the positive in what you do? 
- In what way does it help you to see the positive in what you do? 

- Do you usually see things that are positive when you do something? 
- What makes you appreciate / enjoy what you do if you do not see the positive in it? 
- Do you think it would help you to see the positive and pleasant in things? How? 
- What do you think can make you see what is positive and enjoyable in what is to be 
done? 

Extra  - Would you say that you think about your inner values? 
- How? 
- How does it help you? 

 

Extra  - Would you say that you think about your assumptions and prejudices you may 
have? 
- How? 
- How does it help you? 

 

Extra  - Would you say that you are usually aware of how you do when you do things? 
- How? 
- Why / How does it help you? 
- Do you usually be aware of how well you are doing? 
- How? 
- Why / How does it help you? 

 

Extra  - Do you sometimes talk to yourself (either loudly or in your head) to try to solve a 
problem or a difficult task? 
- Why do you do it? 
- How does it help you? 

 

Extra  - Would you say that you are convinced that you could handle unexpected events 
effectively? 
- How? 
- What do you think is the reason? 
- If not, why not? 

 

11 Would you say that you often 
find several solutions to a 
problem? 

- In what way do you often find several solutions to a problem? 
- What makes you often find several solutions to a problem? 
- Why are you looking for several solutions to a problem? 
- In what way does it help you to look for several solutions to a problem? 

- Do you usually see more than one opportunity when you encounter an obstacle? 
- What do you think is what makes you lock yourself into an answer / solution? 
- How do you think you can avoid locking yourself into a solution / an answer? 
- Do you think it would help you to try to find several solutions to a problem? How? 
- What do you think can make you see more solutions? 

Extra  - Do you usually make up different scenarios in your head, if it happens I do so, if 
it happens I do it this way? 
- If so, in what way would you say that it helps you to have different scenarios? 
- What is it that makes you continue to play like all the different possible scenarios 
that can happen? 
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12 Would you say that you have 
managed to get where you are 
today by leading yourself there 
and actively working for it? 

- In what way would you say that you have managed to actively lead yourself to 
where you are today? 
- What makes you continue to lead yourself in an active way? 
- Why do you lead yourself? Ie what is the driving force? 
- In what way do you think it helps you to lead yourself actively? 

- Do you usually actively guide yourself to get where you want to go? 
- What gets you where you are today if you do not lead yourself there? 
- Do you think it would help you to actively lead yourself? How? 
- What do you think can make you actively lead yourself towards your dreams / 
goals? 

13 Would you say that you have 
been able to lead yourself to job 
satisfaction, increased 
creativity, work commitment, 
career success or increased 
performance by actively 
working for it? 

- Would you say that you have been able to lead yourself to job satisfaction? 
- In what way / How? 
- Do you lead yourself actively and consciously to achieve job satisfaction? If so, 
what makes you keep doing it? 
 
- Would you say that you have been able to lead yourself to increased creativity / 
innovation? 
- In what way / How? 
- Do you lead yourself actively and consciously to achieve increased creativity / 
innovation? If so, what makes you keep doing it? 
 
- Would you say that you have been able to lead yourself to work commitment? 
- In what way / How? 
- Do you lead yourself actively and consciously to achieve work commitment? If 
so, what makes you keep doing it? 
 
- Would you say that you have been able to lead yourself to career success / 
promotion? 
- In what way / How? 
- Do you lead yourself actively and consciously to achieve career success / 
promotion? If so, what makes you keep doing it? 
 
- Would you say that you have been able to lead yourself to increased 
performance? 
- In what way / How? 
- Do you lead yourself actively and consciously to achieve increased performance? 
If so, what makes you keep doing it? 

 

Extra  - What would be your answer to the question, or what do you think? Why do some 
manage to actively lead themselves and thus continue to be self-aware, practice 
self-leadership strategies, attain self-efficacy and beneficial results? 
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Appendix 5 - Operationalisation schedule 
The questions are translated into English in the operationalisation schedule. For original questions see 
appendix 4, Interview guide. 
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Would you say that you usually reflect upon things?
If yes: 
- In what way do you reflect on things and how often do you do it?
- What makes you reflect?
- What makes you continue to reflect?
- Why do you do it? Ie what is your reason to reflect on things?
- In what way does it help you to make reflections (about you and others)?
If no:
- Do you usually think about what, how and why you do things?
- Do you usually think about what, how and why others do things?
- Would you say that you are self-aware?
- What helps you to lead yourself if you do not reflect on things?
- Do you think it would help you to reflect more on things? How?
- What do you think can make you start to reflect more on things?

Would you say that you can control your thoughts and behaviors in different situations?
If yes:
- In what way do you control your thoughts and behaviors in different situations and how often do you do it?
- What makes you continue to control your thoughts and behaviors?
- Why do you control your thoughts and behaviors in different situations? Ie what are your reasons for having control 
over your thoughts and behaviors?
- In what way does it help you to control yourself in different situations?
- Are you affected by external influences? If not, what helps you not to be influenced by external pressures? If so, 
how do you go about trying to control your thoughts and behaviors?
If no:
- Do you usually think about how you can control your thoughts and behaviors in different situations?
- What makes you stay "on track" when you can not manage your thoughts and how you behave?
- Do you think it would help you to be able to control your thoughts and behaviors in different situations? How?
- How do you think you could start controlling your thoughts and behaviors in a way that helps you?

When you do something, do you usually have a purpose / goal with it?
If yes:
- In what way do you usually set your goals and how often do you do it?
- What do you usually set goals for?
- Why do you set goals? Ie what is it that drives you to set goals?
- In what way does it help you to have a purpose or a goal image?
If no:
- Do you usually do things without having any meaning or reason to do so?
- What makes you achieve goals if you do not have a goal image or purpose with it?
- Do you think it would help you to have a purpose or a goal with what you do? How?
- What can make you start to have a purpose and a goal image with what you do?

Would you say that you often find several solutions to a problem?
If yes:
- In what way do you often find several solutions to a problem?
- What makes you often find several solutions to a problem?
- Why are you looking for several solutions to a problem?
- In what way does it help you to look for several solutions to a problem?
If no:
- Do you usually see more than one opportunity when you encounter an obstacle?
- What do you think is what makes you lock yourself into an answer / solution?
- How do you think you can avoid locking yourself into a solution / an answer?
- Do you think it would help you to try to find several solutions to a problem? How?
- What do you think can make you see more solutions?

Would you say that you have been able to lead yourself to job satisfaction, increased creativity, work commitment, career suc cess 
or increased performance by actively working for it?
- Would you say that you have been able to lead yourself to job satisfaction?
- In what way / How?
- Do you lead yourself actively and consciously to achieve job satisfaction? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to increased creativity / innovation?
- In what way / How?
- Do you lead yourself actively and consciously to achieve increased creativity / innovation? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to work commitment?
- In what way / How?- Do you lead yourself actively and consciously to achieve work commitment? If so, what makes you keep 
doing it?
- Would you say that you have been able to lead yourself to career success / promotion?
- In what way / How?
- Do you lead yourself actively and consciously to achieve career success / promotion? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to increased performance?
- In what way / How?
- Do you lead yourself actively and consciously to achieve increased performance? If so, what makes you keep doing it?

- Why do you think some people manage to actively lead themselves and thus continue to be self-aware, practice self-leadership 
strategies, achieve self-efficacy and beneficial results?
- How do you think it is possible to catch those who may not practice self-leadership, so they start doing it?

Carden et al. (2022)
Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Neck et al. (2020)
Browning (2018)
Sutton (2016)

Goldsby et al. (2021)
Kotzé (2021)
Maykrantz et al. (2021)
Neck et al. (2020)
Van Dorssen-Boog et al. (2020)
Xunwen et al. (2019)
Browning (2018)
Chen-Ju (2017)
Neck & Houghton (2006)
Manz (1986)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Swann et al. (2021)
Neck et al. (2020)
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020)
Houghton & Neck (2002)

Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Neck et al. (2020) 
Houghton & Neck (2006)
Houghton & Neck (2002)

Do you visualize a result before you get there?
If yes:
- In what way do you visualize a result before you get there?
- What makes you continue to visualize a result? Ie what drives you there?
- Why do you usually visualize a result before you get there?
- Has the vision of a result helped you achieve a goal?
- In what way does it help you visualize?
If no:
- Do you usually do things without having a picture / vision of what you want to achieve?
- What makes you achieve what you want without having a picture or vision of the goal?
- Do you think it would help you to paint a picture / vision of what you would like to achieve? How?
- If so, what can make you see or paint a picture / vision of what you want to achieve?

Do you usually have a plan for how you intend to carry out a task / goal?
If yes:
- In what way do you usually make a plan for how you intend to carry out a task?
- How often do you usually plan / make plans?
- What makes you want to continue planning? Ie it helps you in some way and if so how?
- Why do you usually plan?
If no:
- Do you usually think about how to deal with an obstacle?
- If you do not have a plan for how to do to reach your goals, how do you reach them then?
- Do you think it would help you make plans for what you want to implement? How?
- What can you do to start using plans for how to do things?

Do you use calendars, lists or other reminder tools such as post-it notes?
If yes:
- What kind of reminder tool do you use?
- How do you use them?
- Why do you use them?
- In what way does it help you?
- Why do you continue to use these tools?
If no:
- Do you usually present things that remind you of what to do, for example at your desk? Ex motivational quotes, 
something that reminds you of something, pictures (ex on a destination or vision board).
- Do you usually put away things that are not good for you? Such as the cookie jar
- Do you think it would help you to present / remove things that can help / remind you? How?
- What can make you present the tools that remind you of what to do? Respective set aside?

Do you usually motivate yourself in some way to get where you want to go?
If yes:
- In what way do you motivate yourself to get where you want to go?
- What makes you continue to motivate yourself?
- Why do you motivate yourself?
- In what way does it help you to motivate yourself?
If no:
- Do you usually have something to look forward to when you have a goal or a difficult task?
- Do you think it would help you to motivate yourself in any way? How?
- Why do you think you do not motivate yourself?
- What makes you move forward if you do not have something that attracts / motivates you?

Do you usually reward yourself when you have done something good or reached a goal?
If yes:
- In what way do you usually reward yourself when you have done something good or reached a goal? 
- What are the rewards you usually give yourself?- What makes you continue to reward yourself?
- Why do you usually reward yourself?
- In what way does it help you to give yourself rewards?
If no:
- When you have done something difficult or challenging, do you usually give yourself something then?
- What drives you to continue / motivate you if you do not reward yourself?
- Do you think it would help you to reward yourself? How?
- What do you think can make you reward yourself when you have done something good?

Do you tend to punish yourself, or scold yourself, when you think you are not performing enough?
If yes:
- In what way do you usually reprimand, punish or scold yourself when you have not performed enough?
- What makes you reprimand, punish or scold yourself when you have not performed enough?
- Why do you rebuke, punish or scold yourself?
- In what way does it help you to rebuke, punish or scold yourself when you have not performed enough?
If no:
- Do you usually push yourself to perform better by saying that what you have done was not enough and you need to do 
better next time?
- What makes you change things you do that are not good for you if you do not rebuke yourself?
- Do you think it would help you to sometimes reprimand or scold yourself? How?
- What do you think can make you pay careful attention when you do not perform enough in order to rebuke yourself?

Would you say that you usually focus on aspects that are positive / pleasant in the things you do?
If yes:
- In what way do you usually focus on what is plesant or positive in the things you do?
- What makes you continue to see the positive aspects of your task?
- Why do you look for the positive in what you do?
- In what way does it help you to see the positive in what you do?
If no:
- Do you usually see things that are positive when you do something?
- What makes you appreciate / enjoy what you do if you do not see the positive in it?
- Do you think it would help you to see the positive and pleasant in things? How?
- What do you think can make you see what is positive and enjoyable in what is to be done?

Would you say that you have managed to get where you are today by leading yourself there and actively working for it?
If yes:
- In what way would you say that you have managed to actively lead yourself to where you are today?
- What makes you continue to lead yourself in an active way?
- Why do you lead yourself? Ie what is the driving force?
- In what way do you think it helps you to lead yourself actively?
If no:
- Do you usually actively guide yourself to get where you want to go?
- What gets you where you are today if you do not lead yourself there?
- Do you think it would help you to actively lead yourself? How?
- What do you think can make you actively lead yourself towards your dreams / goals?

SE
L

F-
G

O
A

L
SE

T
T

IN
G

V
IS

U
A

L
IS

A
T

IO
N

SE
L

F-
G

O
A

L
SE

T
T

IN
G

SE
L

F-
C

U
E

IN
G

SE
L

F-
IN

FL
U

E
N

C
E

SE
L

F-
R

E
W

A
R

D
IN

G
SE

L
F-

P
U

N
IS

H
M

E
N

T
N

A
T

U
R

A
L

 R
E

W
A

R
D

SE
L

F-
L

E
A

D
E

R
SH

IP

Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Maykrantz et al. (2021)
Neck et al. (2020) 
Bendell et al. (2019)
Houghton & Neck (2002)

Husnatarina & Elia (2022)
Goldsby et al. (2021)
Kotzé (2021)
Neck et al. (2020) 
Van Dorssen-Boog et al. (2020)
Xunwen et al. (2019)

Abid et al. (2021)
Neck et al. (2020) 
Houghton & Neck (2006)
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Neck et al. (2020) 
Houghton & Neck (2002)

Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Salanova et al. (2020)
Megheirkouni (2018)
Furtner et al. (2015)
Schwarzer & Jerusalem (1995)
Wood & Bandura (1989)

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Swann et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Marques-Quinteiro et al. (2019)
Browning (2018)
Megheirkouni (2018)
Chen-Ju (2017)
Sesen et al. (2017)
Furtner et al. (2015)

Bracht et al. (2021)
Knotts et al. (2021)
Megheirkouni (2018)
Houghton, Neck & Manz (2003)
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- Would you say that you are thinking about your inner values and beliefs?
- How?
- How does it help you?
- Would you say that you are thinking about your assumptions?
- How?
- How does it help you?

Carden et al. (2022)
Abid et al. (2021)
Bracht et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Newman et al. (2019)
Houghton & Neck (2002)
Bandura (1991)
Wood & Bandura (1989)
Manz & Sims (1980)

- Would you say that you are usually aware of how you do when you do things?
- How?
- Why / How does it help you?
- Do you usually be aware of how well you are doing?
- How?
- Why / How does it help you?

Abid et al. (2021)
Bracht et al. (2021)
Wang et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Bendell et al. (2019)
Xunwen et al. (2019)
Houghton & Neck (2002)
Manz & Sims (1980)

- Do you sometimes talk to yourself (either loudly or in your head) to try to solve a problem or a difficult task?
- Why do you do it?
- How does it help you?

Abid et al. (2021)
Bracht et al. (2021)
Kalra et al. (2020)
Neck et al. (2020) 
Furtner et al. (2015)
Houghton & Neck (2002)
Bandura (1991)
Manz & Sims (1980)
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Would you say that you are convinced that you could handle unexpected events effectively?
- If yes, how?
- What do you think is the reason?
- If no, why not?
- What do you think is the reason?

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Salanova et al. (2020)
Megheirkouni (2018)
Furtner et al. (2015)
Schwarzer & Jerusalem (1995)
Wood & Bandura (1989)
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Would you say that you usually reflect upon things?
If yes: 
- In what way do you reflect on things and how often do you do it?
- What makes you reflect?
- What makes you continue to reflect?
- Why do you do it? Ie what is your reason to reflect on things?
- In what way does it help you to make reflections (about you and others)?
If no:
- Do you usually think about what, how and why you do things?
- Do you usually think about what, how and why others do things?
- Would you say that you are self-aware?
- What helps you to lead yourself if you do not reflect on things?
- Do you think it would help you to reflect more on things? How?
- What do you think can make you start to reflect more on things?

Would you say that you can control your thoughts and behaviors in different situations?
If yes:
- In what way do you control your thoughts and behaviors in different situations and how often do you do it?
- What makes you continue to control your thoughts and behaviors?
- Why do you control your thoughts and behaviors in different situations? Ie what are your reasons for having control 
over your thoughts and behaviors?
- In what way does it help you to control yourself in different situations?
- Are you affected by external influences? If not, what helps you not to be influenced by external pressures? If so, 
how do you go about trying to control your thoughts and behaviors?
If no:
- Do you usually think about how you can control your thoughts and behaviors in different situations?
- What makes you stay "on track" when you can not manage your thoughts and how you behave?
- Do you think it would help you to be able to control your thoughts and behaviors in different situations? How?
- How do you think you could start controlling your thoughts and behaviors in a way that helps you?

When you do something, do you usually have a purpose / goal with it?
If yes:
- In what way do you usually set your goals and how often do you do it?
- What do you usually set goals for?
- Why do you set goals? Ie what is it that drives you to set goals?
- In what way does it help you to have a purpose or a goal image?
If no:
- Do you usually do things without having any meaning or reason to do so?
- What makes you achieve goals if you do not have a goal image or purpose with it?
- Do you think it would help you to have a purpose or a goal with what you do? How?
- What can make you start to have a purpose and a goal image with what you do?

Would you say that you often find several solutions to a problem?
If yes:
- In what way do you often find several solutions to a problem?
- What makes you often find several solutions to a problem?
- Why are you looking for several solutions to a problem?
- In what way does it help you to look for several solutions to a problem?
If no:
- Do you usually see more than one opportunity when you encounter an obstacle?
- What do you think is what makes you lock yourself into an answer / solution?
- How do you think you can avoid locking yourself into a solution / an answer?
- Do you think it would help you to try to find several solutions to a problem? How?
- What do you think can make you see more solutions?

Would you say that you have been able to lead yourself to job satisfaction, increased creativity, work commitment, career suc cess 
or increased performance by actively working for it?
- Would you say that you have been able to lead yourself to job satisfaction?
- In what way / How?
- Do you lead yourself actively and consciously to achieve job satisfaction? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to increased creativity / innovation?
- In what way / How?
- Do you lead yourself actively and consciously to achieve increased creativity / innovation? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to work commitment?
- In what way / How?- Do you lead yourself actively and consciously to achieve work commitment? If so, what makes you keep 
doing it?
- Would you say that you have been able to lead yourself to career success / promotion?
- In what way / How?
- Do you lead yourself actively and consciously to achieve career success / promotion? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to increased performance?
- In what way / How?
- Do you lead yourself actively and consciously to achieve increased performance? If so, what makes you keep doing it?

- Why do you think some people manage to actively lead themselves and thus continue to be self-aware, practice self-leadership 
strategies, achieve self-efficacy and beneficial results?
- How do you think it is possible to catch those who may not practice self-leadership, so they start doing it?

Carden et al. (2022)
Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Neck et al. (2020)
Browning (2018)
Sutton (2016)

Goldsby et al. (2021)
Kotzé (2021)
Maykrantz et al. (2021)
Neck et al. (2020)
Van Dorssen-Boog et al. (2020)
Xunwen et al. (2019)
Browning (2018)
Chen-Ju (2017)
Neck & Houghton (2006)
Manz (1986)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Swann et al. (2021)
Neck et al. (2020)
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020)
Houghton & Neck (2002)

Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Neck et al. (2020) 
Houghton & Neck (2006)
Houghton & Neck (2002)

Do you visualize a result before you get there?
If yes:
- In what way do you visualize a result before you get there?
- What makes you continue to visualize a result? Ie what drives you there?
- Why do you usually visualize a result before you get there?
- Has the vision of a result helped you achieve a goal?
- In what way does it help you visualize?
If no:
- Do you usually do things without having a picture / vision of what you want to achieve?
- What makes you achieve what you want without having a picture or vision of the goal?
- Do you think it would help you to paint a picture / vision of what you would like to achieve? How?
- If so, what can make you see or paint a picture / vision of what you want to achieve?

Do you usually have a plan for how you intend to carry out a task / goal?
If yes:
- In what way do you usually make a plan for how you intend to carry out a task?
- How often do you usually plan / make plans?
- What makes you want to continue planning? Ie it helps you in some way and if so how?
- Why do you usually plan?
If no:
- Do you usually think about how to deal with an obstacle?
- If you do not have a plan for how to do to reach your goals, how do you reach them then?
- Do you think it would help you make plans for what you want to implement? How?
- What can you do to start using plans for how to do things?

Do you use calendars, lists or other reminder tools such as post-it notes?
If yes:
- What kind of reminder tool do you use?
- How do you use them?
- Why do you use them?
- In what way does it help you?
- Why do you continue to use these tools?
If no:
- Do you usually present things that remind you of what to do, for example at your desk? Ex motivational quotes, 
something that reminds you of something, pictures (ex on a destination or vision board).
- Do you usually put away things that are not good for you? Such as the cookie jar
- Do you think it would help you to present / remove things that can help / remind you? How?
- What can make you present the tools that remind you of what to do? Respective set aside?

Do you usually motivate yourself in some way to get where you want to go?
If yes:
- In what way do you motivate yourself to get where you want to go?
- What makes you continue to motivate yourself?
- Why do you motivate yourself?
- In what way does it help you to motivate yourself?
If no:
- Do you usually have something to look forward to when you have a goal or a difficult task?
- Do you think it would help you to motivate yourself in any way? How?
- Why do you think you do not motivate yourself?
- What makes you move forward if you do not have something that attracts / motivates you?

Do you usually reward yourself when you have done something good or reached a goal?
If yes:
- In what way do you usually reward yourself when you have done something good or reached a goal? 
- What are the rewards you usually give yourself?- What makes you continue to reward yourself?
- Why do you usually reward yourself?
- In what way does it help you to give yourself rewards?
If no:
- When you have done something difficult or challenging, do you usually give yourself something then?
- What drives you to continue / motivate you if you do not reward yourself?
- Do you think it would help you to reward yourself? How?
- What do you think can make you reward yourself when you have done something good?

Do you tend to punish yourself, or scold yourself, when you think you are not performing enough?
If yes:
- In what way do you usually reprimand, punish or scold yourself when you have not performed enough?
- What makes you reprimand, punish or scold yourself when you have not performed enough?
- Why do you rebuke, punish or scold yourself?
- In what way does it help you to rebuke, punish or scold yourself when you have not performed enough?
If no:
- Do you usually push yourself to perform better by saying that what you have done was not enough and you need to do 
better next time?
- What makes you change things you do that are not good for you if you do not rebuke yourself?
- Do you think it would help you to sometimes reprimand or scold yourself? How?
- What do you think can make you pay careful attention when you do not perform enough in order to rebuke yourself?

Would you say that you usually focus on aspects that are positive / pleasant in the things you do?
If yes:
- In what way do you usually focus on what is plesant or positive in the things you do?
- What makes you continue to see the positive aspects of your task?
- Why do you look for the positive in what you do?
- In what way does it help you to see the positive in what you do?
If no:
- Do you usually see things that are positive when you do something?
- What makes you appreciate / enjoy what you do if you do not see the positive in it?
- Do you think it would help you to see the positive and pleasant in things? How?
- What do you think can make you see what is positive and enjoyable in what is to be done?

Would you say that you have managed to get where you are today by leading yourself there and actively working for it?
If yes:
- In what way would you say that you have managed to actively lead yourself to where you are today?
- What makes you continue to lead yourself in an active way?
- Why do you lead yourself? Ie what is the driving force?
- In what way do you think it helps you to lead yourself actively?
If no:
- Do you usually actively guide yourself to get where you want to go?
- What gets you where you are today if you do not lead yourself there?
- Do you think it would help you to actively lead yourself? How?
- What do you think can make you actively lead yourself towards your dreams / goals?
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Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Maykrantz et al. (2021)
Neck et al. (2020) 
Bendell et al. (2019)
Houghton & Neck (2002)

Husnatarina & Elia (2022)
Goldsby et al. (2021)
Kotzé (2021)
Neck et al. (2020) 
Van Dorssen-Boog et al. (2020)
Xunwen et al. (2019)

Abid et al. (2021)
Neck et al. (2020) 
Houghton & Neck (2006)
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Neck et al. (2020) 
Houghton & Neck (2002)

Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Salanova et al. (2020)
Megheirkouni (2018)
Furtner et al. (2015)
Schwarzer & Jerusalem (1995)
Wood & Bandura (1989)

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Swann et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Marques-Quinteiro et al. (2019)
Browning (2018)
Megheirkouni (2018)
Chen-Ju (2017)
Sesen et al. (2017)
Furtner et al. (2015)

Bracht et al. (2021)
Knotts et al. (2021)
Megheirkouni (2018)
Houghton, Neck & Manz (2003)

B
E

L
IE

FS
 &

 A
SS

U
M

P
T

IO
N

S
SE

L
F-

O
B

SE
R

V
IN

G

- Would you say that you are thinking about your inner values and beliefs?
- How?
- How does it help you?
- Would you say that you are thinking about your assumptions?
- How?
- How does it help you?

Carden et al. (2022)
Abid et al. (2021)
Bracht et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Newman et al. (2019)
Houghton & Neck (2002)
Bandura (1991)
Wood & Bandura (1989)
Manz & Sims (1980)

- Would you say that you are usually aware of how you do when you do things?
- How?
- Why / How does it help you?
- Do you usually be aware of how well you are doing?
- How?
- Why / How does it help you?

Abid et al. (2021)
Bracht et al. (2021)
Wang et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Bendell et al. (2019)
Xunwen et al. (2019)
Houghton & Neck (2002)
Manz & Sims (1980)

- Do you sometimes talk to yourself (either loudly or in your head) to try to solve a problem or a difficult task?
- Why do you do it?
- How does it help you?

Abid et al. (2021)
Bracht et al. (2021)
Kalra et al. (2020)
Neck et al. (2020) 
Furtner et al. (2015)
Houghton & Neck (2002)
Bandura (1991)
Manz & Sims (1980)
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Would you say that you are convinced that you could handle unexpected events effectively?
- If yes, how?
- What do you think is the reason?
- If no, why not?
- What do you think is the reason?

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Salanova et al. (2020)
Megheirkouni (2018)
Furtner et al. (2015)
Schwarzer & Jerusalem (1995)
Wood & Bandura (1989)
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Would you say that you usually reflect upon things?
If yes: 
- In what way do you reflect on things and how often do you do it?
- What makes you reflect?
- What makes you continue to reflect?
- Why do you do it? Ie what is your reason to reflect on things?
- In what way does it help you to make reflections (about you and others)?
If no:
- Do you usually think about what, how and why you do things?
- Do you usually think about what, how and why others do things?
- Would you say that you are self-aware?
- What helps you to lead yourself if you do not reflect on things?
- Do you think it would help you to reflect more on things? How?
- What do you think can make you start to reflect more on things?

Would you say that you can control your thoughts and behaviors in different situations?
If yes:
- In what way do you control your thoughts and behaviors in different situations and how often do you do it?
- What makes you continue to control your thoughts and behaviors?
- Why do you control your thoughts and behaviors in different situations? Ie what are your reasons for having control 
over your thoughts and behaviors?
- In what way does it help you to control yourself in different situations?
- Are you affected by external influences? If not, what helps you not to be influenced by external pressures? If so, 
how do you go about trying to control your thoughts and behaviors?
If no:
- Do you usually think about how you can control your thoughts and behaviors in different situations?
- What makes you stay "on track" when you can not manage your thoughts and how you behave?
- Do you think it would help you to be able to control your thoughts and behaviors in different situations? How?
- How do you think you could start controlling your thoughts and behaviors in a way that helps you?

When you do something, do you usually have a purpose / goal with it?
If yes:
- In what way do you usually set your goals and how often do you do it?
- What do you usually set goals for?
- Why do you set goals? Ie what is it that drives you to set goals?
- In what way does it help you to have a purpose or a goal image?
If no:
- Do you usually do things without having any meaning or reason to do so?
- What makes you achieve goals if you do not have a goal image or purpose with it?
- Do you think it would help you to have a purpose or a goal with what you do? How?
- What can make you start to have a purpose and a goal image with what you do?

Would you say that you often find several solutions to a problem?
If yes:
- In what way do you often find several solutions to a problem?
- What makes you often find several solutions to a problem?
- Why are you looking for several solutions to a problem?
- In what way does it help you to look for several solutions to a problem?
If no:
- Do you usually see more than one opportunity when you encounter an obstacle?
- What do you think is what makes you lock yourself into an answer / solution?
- How do you think you can avoid locking yourself into a solution / an answer?
- Do you think it would help you to try to find several solutions to a problem? How?
- What do you think can make you see more solutions?

Would you say that you have been able to lead yourself to job satisfaction, increased creativity, work commitment, career suc cess 
or increased performance by actively working for it?
- Would you say that you have been able to lead yourself to job satisfaction?
- In what way / How?
- Do you lead yourself actively and consciously to achieve job satisfaction? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to increased creativity / innovation?
- In what way / How?
- Do you lead yourself actively and consciously to achieve increased creativity / innovation? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to work commitment?
- In what way / How?- Do you lead yourself actively and consciously to achieve work commitment? If so, what makes you keep 
doing it?
- Would you say that you have been able to lead yourself to career success / promotion?
- In what way / How?
- Do you lead yourself actively and consciously to achieve career success / promotion? If so, what makes you keep doing it?
- Would you say that you have been able to lead yourself to increased performance?
- In what way / How?
- Do you lead yourself actively and consciously to achieve increased performance? If so, what makes you keep doing it?

- Why do you think some people manage to actively lead themselves and thus continue to be self-aware, practice self-leadership 
strategies, achieve self-efficacy and beneficial results?
- How do you think it is possible to catch those who may not practice self-leadership, so they start doing it?

Carden et al. (2022)
Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Neck et al. (2020)
Browning (2018)
Sutton (2016)

Goldsby et al. (2021)
Kotzé (2021)
Maykrantz et al. (2021)
Neck et al. (2020)
Van Dorssen-Boog et al. (2020)
Xunwen et al. (2019)
Browning (2018)
Chen-Ju (2017)
Neck & Houghton (2006)
Manz (1986)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Swann et al. (2021)
Neck et al. (2020)
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020)
Houghton & Neck (2002)

Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Neck et al. (2020) 
Houghton & Neck (2006)
Houghton & Neck (2002)

Do you visualize a result before you get there?
If yes:
- In what way do you visualize a result before you get there?
- What makes you continue to visualize a result? Ie what drives you there?
- Why do you usually visualize a result before you get there?
- Has the vision of a result helped you achieve a goal?
- In what way does it help you visualize?
If no:
- Do you usually do things without having a picture / vision of what you want to achieve?
- What makes you achieve what you want without having a picture or vision of the goal?
- Do you think it would help you to paint a picture / vision of what you would like to achieve? How?
- If so, what can make you see or paint a picture / vision of what you want to achieve?

Do you usually have a plan for how you intend to carry out a task / goal?
If yes:
- In what way do you usually make a plan for how you intend to carry out a task?
- How often do you usually plan / make plans?
- What makes you want to continue planning? Ie it helps you in some way and if so how?
- Why do you usually plan?
If no:
- Do you usually think about how to deal with an obstacle?
- If you do not have a plan for how to do to reach your goals, how do you reach them then?
- Do you think it would help you make plans for what you want to implement? How?
- What can you do to start using plans for how to do things?

Do you use calendars, lists or other reminder tools such as post-it notes?
If yes:
- What kind of reminder tool do you use?
- How do you use them?
- Why do you use them?
- In what way does it help you?
- Why do you continue to use these tools?
If no:
- Do you usually present things that remind you of what to do, for example at your desk? Ex motivational quotes, 
something that reminds you of something, pictures (ex on a destination or vision board).
- Do you usually put away things that are not good for you? Such as the cookie jar
- Do you think it would help you to present / remove things that can help / remind you? How?
- What can make you present the tools that remind you of what to do? Respective set aside?

Do you usually motivate yourself in some way to get where you want to go?
If yes:
- In what way do you motivate yourself to get where you want to go?
- What makes you continue to motivate yourself?
- Why do you motivate yourself?
- In what way does it help you to motivate yourself?
If no:
- Do you usually have something to look forward to when you have a goal or a difficult task?
- Do you think it would help you to motivate yourself in any way? How?
- Why do you think you do not motivate yourself?
- What makes you move forward if you do not have something that attracts / motivates you?

Do you usually reward yourself when you have done something good or reached a goal?
If yes:
- In what way do you usually reward yourself when you have done something good or reached a goal? 
- What are the rewards you usually give yourself?- What makes you continue to reward yourself?
- Why do you usually reward yourself?
- In what way does it help you to give yourself rewards?
If no:
- When you have done something difficult or challenging, do you usually give yourself something then?
- What drives you to continue / motivate you if you do not reward yourself?
- Do you think it would help you to reward yourself? How?
- What do you think can make you reward yourself when you have done something good?

Do you tend to punish yourself, or scold yourself, when you think you are not performing enough?
If yes:
- In what way do you usually reprimand, punish or scold yourself when you have not performed enough?
- What makes you reprimand, punish or scold yourself when you have not performed enough?
- Why do you rebuke, punish or scold yourself?
- In what way does it help you to rebuke, punish or scold yourself when you have not performed enough?
If no:
- Do you usually push yourself to perform better by saying that what you have done was not enough and you need to do 
better next time?
- What makes you change things you do that are not good for you if you do not rebuke yourself?
- Do you think it would help you to sometimes reprimand or scold yourself? How?
- What do you think can make you pay careful attention when you do not perform enough in order to rebuke yourself?

Would you say that you usually focus on aspects that are positive / pleasant in the things you do?
If yes:
- In what way do you usually focus on what is plesant or positive in the things you do?
- What makes you continue to see the positive aspects of your task?
- Why do you look for the positive in what you do?
- In what way does it help you to see the positive in what you do?
If no:
- Do you usually see things that are positive when you do something?
- What makes you appreciate / enjoy what you do if you do not see the positive in it?
- Do you think it would help you to see the positive and pleasant in things? How?
- What do you think can make you see what is positive and enjoyable in what is to be done?

Would you say that you have managed to get where you are today by leading yourself there and actively working for it?
If yes:
- In what way would you say that you have managed to actively lead yourself to where you are today?
- What makes you continue to lead yourself in an active way?
- Why do you lead yourself? Ie what is the driving force?
- In what way do you think it helps you to lead yourself actively?
If no:
- Do you usually actively guide yourself to get where you want to go?
- What gets you where you are today if you do not lead yourself there?
- Do you think it would help you to actively lead yourself? How?
- What do you think can make you actively lead yourself towards your dreams / goals?
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Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Maykrantz et al. (2021)
Neck et al. (2020) 
Bendell et al. (2019)
Houghton & Neck (2002)

Husnatarina & Elia (2022)
Goldsby et al. (2021)
Kotzé (2021)
Neck et al. (2020) 
Van Dorssen-Boog et al. (2020)
Xunwen et al. (2019)

Abid et al. (2021)
Neck et al. (2020) 
Houghton & Neck (2006)
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Neck et al. (2020) 
Houghton & Neck (2002)

Abid et al. (2021)
Bracht et al. (2021)
Kotzé (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Houghton & Neck (2002)
Manz & Sims (1980)

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Salanova et al. (2020)
Megheirkouni (2018)
Furtner et al. (2015)
Schwarzer & Jerusalem (1995)
Wood & Bandura (1989)

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Swann et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Marques-Quinteiro et al. (2019)
Browning (2018)
Megheirkouni (2018)
Chen-Ju (2017)
Sesen et al. (2017)
Furtner et al. (2015)

Bracht et al. (2021)
Knotts et al. (2021)
Megheirkouni (2018)
Houghton, Neck & Manz (2003)
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- Would you say that you are thinking about your inner values and beliefs?
- How?
- How does it help you?
- Would you say that you are thinking about your assumptions?
- How?
- How does it help you?

Carden et al. (2022)
Abid et al. (2021)
Bracht et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Newman et al. (2019)
Houghton & Neck (2002)
Bandura (1991)
Wood & Bandura (1989)
Manz & Sims (1980)

- Would you say that you are usually aware of how you do when you do things?
- How?
- Why / How does it help you?
- Do you usually be aware of how well you are doing?
- How?
- Why / How does it help you?

Abid et al. (2021)
Bracht et al. (2021)
Wang et al. (2021)
Alnakhli et al. (2020)
Neck et al. (2020) 
Bendell et al. (2019)
Xunwen et al. (2019)
Houghton & Neck (2002)
Manz & Sims (1980)

- Do you sometimes talk to yourself (either loudly or in your head) to try to solve a problem or a difficult task?
- Why do you do it?
- How does it help you?

Abid et al. (2021)
Bracht et al. (2021)
Kalra et al. (2020)
Neck et al. (2020) 
Furtner et al. (2015)
Houghton & Neck (2002)
Bandura (1991)
Manz & Sims (1980)
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Would you say that you are convinced that you could handle unexpected events effectively?
- If yes, how?
- What do you think is the reason?
- If no, why not?
- What do you think is the reason?

Abid et al. (2021)
Bracht et al. (2021)
Knotts et al. (2021)
Maykrantz et al. (2021)
Wang et al. (2021)
Neck et al. (2020)
Salanova et al. (2020)
Megheirkouni (2018)
Furtner et al. (2015)
Schwarzer & Jerusalem (1995)
Wood & Bandura (1989)




