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| ABSTRACT

When individuals are given the freedom to work remotely, self-discipline and self-motivation become more crucial. Remote work
can present challenges to self-leadership as employees are required to independently prioritise their work, make decisions, and
hold themselves accountable for meeting deadlines. In this study, structural equation modelling was used to analyse data from
206 employees with remote work experience. The study found that remote work characteristics have implications for occupational
well-being and that they influence the effectiveness of leadership and the perception of work roles. It is important that managers
ensure employees working remotely enjoy flexible work hours, autonomy, communication and collaboration for improved
occupational well-being. This study contributes novel insights into self-leadership and psychological empowerment within the
remote work context, emphasising their interconnectedness and implications for occupational well-being.
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1. Introduction

Self-leadership is the ability to influence and direct one’s thoughts and actions to successfully build a satisfying life, achieve goals
and perform effectively (Noori Alavijeh, 2017; Neuhaus, 2021). According to a study by Chmielarz and Palaiologou (2020), remote
workers are required to independently prioritise their work, make decisions, and hold themselves accountable for meeting
deadlines. In this context, self-leadership becomes more imperative because employees increasingly work remotely with reduced
physical contact with colleagues (Niskanen, 2021). Remote work has grown in popularity and necessity in recent years, especially
due to the COVID-19 pandemic (Sjoblom et al., 2022). Remote work can present challenges to self-leadership. According to a
survey by Buffer (2020), 18% of remote workers struggle with unplugging from work, and 17% report feelings of loneliness. These
challenges require remote workers to exercise self-leadership skills such as self-motivation, self-regulation, and effective time
management to overcome these obstacles (Petrou, Demerouti, and Xanthopoulou, 2017). Remote work arrangements require
individuals to exhibit a high level of self-discipline, self-motivation, and self-management, which are key components of self-
leadership (Neck and Houghton, 2006). Studies have shown that self-leadership skills positively influence job performance, job
satisfaction, and overall well-being (Manz, 1986; Neck and Houghton, 2006). Remote work often requires individuals to navigate
increased autonomy, limited supervision, and potential challenges with work-life boundaries (Golden and Veiga, 2008; Grant,
Wallace, and Spurgeon, 2013).

The study of self-leadership in a remote work environment can help organisations in designing and implementing effective remote
work policies and support systems. By understanding the self-leadership strategies that are most beneficial in remote work,

Copyright: © 2024 the Author(s). This article is an open access article distributed under the terms and conditions of the Creative Commons
Attribution (CC-BY) 4.0 license (https://creativecommons.org/licenses/by/4.0/). Published by Al-Kindi Centre for Research and Development,
London, United Kingdom.

Page | 35



Self-Leadership in a Remote Work Environment: Emerging Trends and Implications for Occupational Well-Being.

organisations can provide targeted resources, training, and support to remote workers. This, in turn, can enhance employee
engagement, productivity, and job satisfaction (Grabner-Krauter and Kaluscha, 2003; Golden & Veiga, 2008).

While self-leadership has been widely studied in traditional work environments, there is a noticeable research gap concerning its
application in remote work settings (Oates and Hansen, 2016). One area that remains relatively unexplored is the role of self-
leadership in enhancing individual creativity in remote teams. Therefore, understanding how self-leadership behaviours, such as
self-goal setting, self-monitoring, and self-reward, impact creativity in remote work environments is crucial (Gupta & Malik, 2019).
This understanding can influence strategies for enhancing goal-directed behaviours and performance among remote workers
(Smith and Johnson, 2017).

2. Literature Review

Sheridan (2020) explored the unique challenges faced by managers and employees in remote work settings and provides practical
strategies for self-leadership whilst emphasising the importance of setting goals, maintaining discipline, and developing self-
motivation for effective self-leadership. When individuals are given the freedom to work remotely, self-discipline and self-
motivation become crucial (Fried and Hansson, 2013).

2.1 Self-leadership

Self-leadership may play a mediating role in the relationship between remote work characteristics and occupational well-being
(Sjoblom et al.,, 2022) as individuals take proactive steps to manage their own work behaviours and emotions (Carmeli et al., 2009).
Similarly, self-leadership can positively impact individuals' occupational well-being by enhancing their motivation, job satisfaction,
and work engagement (Panaccio and Vandenberghe, 2012). The mediating role of self-leadership between remote work
characteristics and occupational well-being can be explained by the fact that self-leadership strategies, such as self-goal setting,
self-reward, and self-reflection, enable individuals to autonomously manage their work behaviours and emotions in remote work
settings (Carmeli et al., 2009; Panaccio and Vandenberghe, 2012). Therefore, it is plausible that self-leadership acts as a mediator,
linking remote work characteristics to occupational well-being by enhancing individuals' motivation and satisfaction in their remote
work roles; hence, the following hypothesis is developed:

Hypothesis 1: Self-leadership strategies will mediate the relationship between remote work characteristics (such as
autonomy, flexibility, and communication) and occupational well-being.

Rivers and Grandey (2024) posit that individuals with strong self-leadership skills are better able to manage work-life balance,
leading to positive outcomes such as job satisfaction and performance. Self-leadership has been found to have a direct positive
effect on work engagement in remote work environments (Moser and Ayman, 2020). Similarly, self-leadership strategies focused
on time management and prioritisation positively impact work engagement (Lehmann-Willenbrock and Glock, 2021). Therefore,
this hypothesis is developed:

Hypothesis 2: Remote workers who use more self-leadership strategies will report higher levels of occupational well-being
than remote workers who use less self-leadership strategies.

2.2 Communication and Collaboration

One of the communication and collaboration challenges faced by individuals practicing self-leadership in remote teams is how to
balance synchronous and asynchronous interactions. (Saunders, 2020). However, too much or too little of either type of interaction
can lead to misunderstandings, inefficiencies, or isolation. Therefore, self-leaders need to be strategic about how they use their
time and communicate with their team members, as well as respect the preferences and boundaries of others (Dhawan and
Chamorro-Premuzic, 2018). Self-leadership strategies can facilitate effective communication and collaboration in a virtual work
setting by fostering trust, accountability, and freedom. Self-leaders who trust themselves and their team members can delegate
tasks, share information, and seek feedback without micromanaging or withholding information (Hubstaff Blog, 2021).

2.3 Personal Adaptability and Resilience

Self-leadership can contribute to personal adaptability and resilience in the context of remote work by enhancing one's
psychological empowerment, which is the sense of control and competence over one's work (Spreitzer, 1995). Psychological
empowerment can foster work role performance, which consists of task proficiency, task adaptivity, and task proactivity (Griffin et
al,, 2007). Self-leadership can also help remote workers cope with the challenges of working autonomously, managing their time
and energy, balancing work and personal commitments, and dealing with uncertainty and stress (Maden-Eyiusta and Alparslan,
2022). Therefore, self-leadership behaviours and practices such as self-goal setting, self-reward, self-observation, self-cueing,
constructive thought patterns, and natural rewards are associated with enhanced adaptability and resilience in virtual work
environments (Neck and Manz, 2010).
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2.4 Remote Work Characteristics

Remote work characteristics are the qualities that define remote work. Autonomy is a key characteristic of remote work, as it allows
individuals to have control over their own work schedules and tasks (Reisinger et al., 2022). Autonomy lowers stress levels and
gives higher levels of job satisfaction and psychological well-being (Grant et al., 2013; Gajendran and Harrison, 2007). Flexibility
can significantly impact occupational well-being. By setting clear goals, managing their time effectively, and maintaining a high
level of self-discipline, individuals can experience greater work-life balance and reduced work-family conflict (Golden, 2006). This,
in turn, contributes to higher levels of occupational well-being. Effective communication is also essential for remote work success,
as it helps individuals stay connected with their colleagues and supervisors. Individuals with strong communication skills experience
higher levels of job satisfaction, organisational commitment, and overall well-being (Bailey et al., 2019; Grant et al., 2010).

2.5 Psychological Empowerment

Psychological empowerment is the sense of meaning, competence, self-determination, and impact in one's work (Spreitzer, 1995).
Psychological empowerment can foster work engagement, task significance, and proactive behaviours among remote workers
(Maden-Eyiusta et al., 2022; Costantini et al., 2022). However, not all self-leadership strategies are equally effective in enhancing
productivity and performance. According to McGregor and Doshi (2020), self-leadership can foster employee motivation,
engagement, and job satisfaction in remote work settings by enhancing three psychological needs: play, purpose, and potential.
These psychological needs can influence individual and organisational outcomes by increasing intrinsic motivation (Ryan and Deci,
2017). Second, they can enhance employee engagement. Engaged employees are more productive, loyal, and customer-oriented
(Gallup, 2017). Similarly, they can improve job satisfaction, which can affect employee retention, absenteeism, and turnover (Judge
and Kammeyer-Mueller, 2012). Therefore, the following hypothesis is developed:

Hypothesis 3: Psychological empowerment will moderate the positive relationship between self-leadership strategies and
occupational well-being.

2.6 Occupational Well-Being

Occupational well-being is the degree to which individuals feel fulfilled and satisfied in their work roles. It encompasses dimensions
such as job satisfaction, work-life balance, professional growth, and work engagement. Occupational well-being is critical for
individuals' overall well-being and quality of life (Diener et al., 2018; Frazier et al., 2015). When individuals experience high levels
of occupational well-being, they are more likely to experience positive health outcomes, such as lower levels of stress and better
mental health (Bakker and Demerouti, 2017; Sonnentag and Fritz, 2015). Moreover, occupational well-being is associated with
improved productivity, creativity, and job performance as individuals are more motivated and committed to their work (Luthans et
al., 2007). There is a positive relationship between job satisfaction and overall well-being (Judge et al.,, 2001; Tadi¢ Vujci¢ et al,
2018). When individuals are satisfied with their jobs, they experience higher levels of happiness and life satisfaction. Job satisfaction
is influenced by a supportive work environment, fair rewards, opportunities for growth and development, and meaningful work
(Judge et al., 2001; Tadi¢ Vujci¢ et al., 2018). Achieving a balance between work and personal life is crucial for individuals' overall
well-being and satisfaction in both domains (Greenhaus and Allen, 2011; Nielsen et al, 2016). Organisations also benefit from
promoting work-life balance as it leads to increased job satisfaction, reduced turnover, and improved employee performance
(Greenhaus and Allen, 2011; Nielsen et al., 2016).

3. Methodology
This section describes how this study was conducted.

3.1 Population and Sample Selection

The study randomly sampled 206 people from a target population of white-collar workers with remote work experience, mostly in
Lagos, Nigeria. The samples cut across different economic sectors, ages, and levels of education. The survey questionnaire, which
was delivered electronically, had five sections and 20 questions. The first section asked about the respondents’ demographic
details. The other sections covered the independent, mediating, moderating and dependent variables. The respondents'
demography consists of the following: (1) gender: 97 female (47%) and 109 male (53%); (2) years of remote work experience: 1-3
years: 99 respondents, 4-6 years: 102 respondents and more than 6 years: 5 respondents; (3) age distribution: 73 respondents were
between 21-30 years, 106 respondents were between 31-40 and the remaining 27 respondents were aged between 41-50 years;
(4) educational qualification: 58 respondents held a national diploma, 125 respondents held a bachelor’s degree/higher national
diploma while the remaining 23 respondents held postgraduate degrees.

SPSS version 27 and AMOS version 26 were used to analyse the collected data and to test the study hypothesis. Testing of the
mediating and moderating effects was done using Structural Equation Modelling.
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The study used a cross-sectional design to explore the interrelationship among the four group variables under study —
independent, mediating, moderating and dependent.

Psychological
Empowerment

Remote Work Hs
Characteristics
(Autonomy, Flexibility, | |

Self-Leadership ) Occupational Well-Being
Communication) H,

H.

Figure 1: Research Model

3.2 Measures
The study variables are outlined as follows:

3.2.1 Independent Variable

The study measured the independent variable, remote work characteristics, using the following items: (1) | have a high level of
autonomy in managing my work tasks and schedule in my remote work arrangement, (2) | am satisfied with the flexibility provided
by my remote work arrangement in terms of balancing work and personal life, (3) | have control over my work environment in my
remote work setup, (4) | am provided with the necessary technological tools to effectively carry out my remote work responsibilities,
and (5) | receive regular communication and feedback from my superiors and colleagues in my remote work environment. A five-
point Likert scale was used to measure the items (1 = strongly disagree; 5 = strongly agree)

3.2.2 Mediating Variable

This study measured self-leadership using the following items: (1) | set clear goals and prioritise my tasks effectively when working
remotely, (2) | establish a structured daily routine to manage my time in remote work, (3) | practice self-discipline to avoid
procrastination and distractions, (4) | take ownership of my work and hold myself accountable for results when working remotely,
and (5) | utilise problem-solving and decision-making strategies when faced with challenges in remote work. The items were
measured using a five-point Likert scale (1 = strongly disagree; 5 = strongly agree).

3.2.3 Moderating Variable

To measure the moderating variable, psychological empowerment, the following 5 items were used: (1) | feel a sense of personal
control over my work tasks and responsibilities in my current role, (2) | believe my opinions and ideas are valued and taken into
consideration by my superiors in decision-making processes, (3) | feel confident in my ability to handle challenges and solve
problems related to my work responsibilities, (4) | have the necessary resources and support to successfully accomplish my work
tasks and goals, and (5) | am encouraged and recognised for my contributions and achievements in my work role. A five-point
Likert scale was used for the measurement (1 = strongly disagree; 5 = strongly agree).

3.2.3.1 Justification for Psychological Empowerment as Moderator Variable

The justification for using psychological empowerment as a moderator variable in the relationship between self-leadership and
occupational well-being lies in its potential to enhance the positive effects of self-leadership on individuals' well-being and
performance. Numerous studies have highlighted the positive impact of self-leadership on various occupational outcomes,
including job satisfaction, work engagement, and overall well-being (Houghton, 2012; Neck and Manz, 2010). However, the effects
of self-leadership may differ across individuals depending on their level of psychological empowerment. Psychological
empowerment empowers individuals and fosters their sense of autonomy, competence, and control over their work, which, in turn,
enables them to effectively apply self-leadership strategies for positive occupational outcomes (Spreitzer, 1995). Also, theoretical
frameworks such as Self-Determination Theory (SDT) provide a solid foundation for considering psychological empowerment as a
moderator variable. According to SDT, individuals have innate psychological needs for autonomy, competence, and relatedness,
which are satisfied when they perceive themselves as empowered (Deci and Ryan, 2000). This theory suggests that when individuals
are psychologically empowered, their motivation and well-being are enhanced, making them more receptive to self-leadership
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practices. Therefore, this research can gain insights into the underlying mechanisms through which self-leadership influences
occupational well-being and how the impact of self-leadership varies depending on the level of psychological empowerment.

3.3 Dependent Variable

This study measured occupational well-being using the following items: (1) | feel satisfied with the balance between my work and
personal life, (2) | find my work meaningful and fulfilling, (3) | feel supported and appreciated by my colleagues and superiors in
my work environment, (4) | can effectively manage work-related stress and maintain a healthy work-life balance, and (5) | have
opportunities for growth and advancement in my current occupation. The items were measured using a five-point Likert scale (1
= strongly disagree; 5 = strongly agree).

4. Results

4.1 Measurement Model

A confirmatory factor analysis (CFA) was conducted on the data obtained from the survey questionnaire, as suggested by Hair et
al. (2010). The CFA results revealed a favourable model fit, as evidenced by a goodness of fit index (GFl) value of 0.90 and a root
mean square residual (RMR) of 0.036. RMR is a measure of the discrepancy between the observed and model-implied covariance
matrices in CFA, reflecting the overall fit of the model to the data. In this study, the lower RMR value of 0.036 indicates a strong
alignment between the model and the observed data, further supporting the satisfactory fit of the CFA model.

Table 1 presents Cronbach's alpha values for each variable, namely, remote work characteristics (0.65), self-leadership strategies
(0.61), psychological empowerment (0.66), and occupational well-being (0.26). All the variables except for occupational well-being
exceeded the recommended threshold of 0.60 (Hair et al., 2010), indicating good reliability of the measures. Additionally, the table
includes the values of composite reliability (CR) and average variance extracted (AVE) for each variable. Specifically, remote work
characteristics exhibited a CR of 0.30 and an AVE of 0.39; self-leadership strategies exhibited a CR of 0.52 and an AVE of 0.87;
psychological empowerment and occupational well-being exhibited a CR of 0.57 and 0.64 and an AVE of 1.06 and 1.33 respectively.
The values for the AVE surpass the suggested benchmark of 0.50, while those of CR were a bit lower than the suggested benchmark
of 0.70, indicating a moderate convergent reliability.

Table 1: Measurement Model Results

Construct Items Factor CR AVE Cronbach’s a Mean SD
Loadings

Remote work | RWC5 0.382 0.30 0.39 0.65 3.9 0.80
characteristics

RWC4 0.211

RWC3 0.194

RWC2 0.482

RWC1 0.143
Self-leadership SLS5 0478 0.52 0.87 0.61 4.09 0.68
strategies

SLS4 0.502

SLS3 0.543

SLS2 0.404

SLS1 0.164
Psychological PE5 0.462 0.57 1.06 | 0.66 4.09 0.69
Empowerment

PE4 0.620

PE3 0.460

PE2 0.466

PE1 0.299
Occupational well- | OW5 0.491 0.64 1.33 0.26 4.28 0.72
being

ow4 0.539

ow3 0.655

Oow?2 0.440

oW1 0.461
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4.2 The Structural Model

Structural equation modelling (SEM) was employed to achieve the study’s objectives, test its hypothesis and the mediating effect
of self-leadership strategies on the relationship between remote work characteristics (such as autonomy, flexibility, and
communication) and occupational well-being, the direct effect of self-leadership strategies on occupational well-being, as well as
the moderating effect of psychological empowerment on the relationship between self-leadership strategies and occupational
well-being. The summary of the SEM results is presented in the tables below.

Table 2: Mediating effect of self-leadership strategies on the relationship between remote work characteristics and
occupational well-being

Total Effect

Estimates P-Value
Occupational well-being <--- Remote work characteristics 0.769 0.048
Occupational well-being <--- Self-leadership strategies 0.559 0.603
Direct Effect
Occupational well-being <--- Remote work characteristics 0.048 0.117
Occupational well-being <--- Self-leadership strategies 4.018 0.603
Indirect Effect
Occupational well-being <--- Remote work characteristics 0.518 0.031
Occupational well-being <--- Self-leadership strategies 0.0001 0.00001

The findings of the structural equation model indicate that both the mediating variable (self-leadership strategies) and the
independent variable (remote work characteristics) positively influence occupational well-being, as shown by the total effects of
remote work characteristics (0.769) and self-leadership strategies (0.559) on occupational well-being. However, while the total
effect of remote work characteristics and self-leadership strategies on occupational well-being is positive, only the effect of remote
work characteristics on occupational well-being was significant, as indicated by the p-value (0.048), which is less than 0.05. In
contrast, the effect of self-leadership strategies on occupational well-being is not significant, as depicted by the p-value (0.603).

To determine the mediating effect of self-leadership strategies, the structural model examined the indirect relationship between
remote work characteristics and occupational well-being. The result is a decrease in the relationship between remote work
characteristics and occupational well-being from 0.769 in the total effect to 0.518 in the indirect. This relationship was observed to
be significant, as indicated by the p-value (0.031), suggesting that self-leadership strategies positively mediate the relationship
between remote work characteristics and occupational well-being. Thus, Hypothesis 1 is supported.

In order to test Hypothesis 2, the study examined the total effect of self-leadership strategies on occupational well-being. The

findings revealed a positive relationship between self-leadership strategies and occupational well-being, even though the result
was not statistically significant, as shown in Table 2. Therefore, Hypothesis 2 is not supported.
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Table 3 below shows the moderating effect of psychological empowerment on the relationship between self-leadership strategies
and occupational well-being. To examine whether psychological empowerment moderates the relationship between self-
leadership strategies and occupational well-being, an interaction variable was created by multiplying the values of self-leadership

strategies and psychological empowerment.

Table 3: Moderating effect of psychological empowerment on the relationship between Self-leadership Strategies and

Occupational Well-being.

Moderating Effect _ Estimate | P-Value |

Occupational Well-being <--- Self-leadership Strategies 0.717
Occupational Well-being <--- Psychological Empowerment 0.661
OW <--- Self-leadership Strategies _ Psychological Empowerment -0.026

0.240
0.286
0.397

The findings, as revealed in the table, indicate a weak negative relationship (-0.026) between the interaction of self-leadership
strategies and psychological empowerment and its impact on occupational well-being (p-value = 0.397). Therefore, Hypothesis 3

is not supported.
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Figure 3: Hypothesis Testing

5. Main Findings and Managerial Implications

The findings of this study hold practical implications for managers. The result that remote work characteristics have implications
for occupational well-being is consistent with the view by Lundqvist et al. (2022), which suggests that they influence the
effectiveness of leadership and the perception of work roles. It is, therefore, important that managers ensure employees working
remotely enjoy flexible work hours, autonomy, communication and collaboration tools in order to enhance employee occupational
well-being. Similarly, based on the findings, self-leadership strategies have a positive influence on occupational well-being
(Sjoblom et al., 2022). Therefore, organisations and managers should ensure remote work settings that foster self-goal setting,
time management, prioritisation and self-reflection, amongst others, to inspire employees and induce positive feelings of
occupational well-being. Furthermore, the study found that understanding the interplay between psychological empowerment,
self-leadership, and occupational well-being can help organisations design effective interventions and policies. These implications
contribute to organisational success and employee satisfaction. This is consistent with the findings by Zia et al. (2023). By investing
in initiatives that promote psychological empowerment (such as autonomy, skill development, and decision-making authority),
organisations can positively impact employees’ well-being and overall performance.

6. Limitations and Future Research

This study has some limitations which future research should seek to address. One of these is the sample size. From the study
result, while self-leadership strategies showed a positive association, the lack of statistical significance suggests that further
research or a larger sample size may be needed to draw more conclusive insights regarding its impact on occupational well-being.
The findings from this study are also limited in generalisation because most of the respondents live within Lagos. Even though
Lagos is Nigeria's commercial capital, it has its peculiarity due to urban congestion and quality of life. These themselves can impact
employees’ occupational well-being and overall workplace engagement. Collecting data from other cities for future studies can
help validate the research model.
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Appendix

Appendix 1: Descriptive Statistics

Descriptive Statistics

N Minimum Maximum Mean Std.
Deviation

I have high level of autonomy in managing my 206 1 5 3.50 1.168
work tasks and schedule in my remote work
arrangement
| am satisfied with the flexibility provided by my 206 1 5 4.02 0.793
remote work arrangement in terms of balancing
work and personal life
| have control over my work environment in my 206 2 5 4.04 0.665
remote work setup
| am provided with the necessary technological =~ 206 2 5 4.05 0.690

tools to effectively carry out my remote work

responsibilities

| receive regular communication and feedback 206 2 5 4.10 0.692
from my superiors and colleagues in my remote

work environment

| set clear goals and prioritize my tasks effectively =~ 206 3 5 4.22 .624
when working remotely.
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| establish a structured daily routine to manage = 206 2 5 4.08 742
my time in remote work.

| practice self-discipline to avoid procrastination =~ 206 2 5 3.95 751
and distractions.

| take ownership of my work and hold myself 206 1 5 4.08 .680
accountable for results when working remotely

| utilize problem-solving and decision-making 206 2 5 415 .646
strategies when faced with challenges in remote

work.

| feel a sense of personal control over my work 206 1 5 413 722
tasks and responsibilities in my current role.

| believe my opinions and ideas are valued and = 206 2 5 414 722

taken into consideration by my superiors in

decision-making processes.

| feel confident in my ability to handle challenges =~ 206 2 5 4.13 .665
and solve problems related to my work

responsibilities.

| have the necessary resources and support to = 206 2 5 403 677
successfully accomplish my work tasks and goals

| am encouraged and recognized for my 206 2 5 4,04 J11
contributions and achievements in my work role.

| feel satisfied with the balance between my work 206 2 5 445 729
and personal life

| find my work meaningful and fulfilling 206 2 5 432 694
| feel supported and appreciated by my 206 1 5 415 J77

colleagues and superiors in  my work
environment.

| can effectively manage work-related stress and 206 2 5 4.24 710
maintain a healthy work-life balance.
| have opportunities for growth and 206 2 5 428 718

advancement in my current occupation.
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