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An empirical perspective

@ CrpssMark

Orientation: The joint effects of self-leadership and locus of control within an engineering
context have been under-explored because much research focused on self-leadership and
locus of control as independent concepts, and studies on their combined effects on
organisational performance remain hard to encounter in emerging economies.

Research purpose: The aim of the study was to develop deeper empirical knowledge of the
combined effects of self-leadership and locus of control on job performance of engineering
workforce in Eskom Free State.

Motivation for the study: The originality of the study lies in the reconstitution of individual
self-leadership and locus of control concepts as they relate to job performance and its impact
on prospective engineers who work at Eskom in Bloemfontein.

Research approach/design and method: Drawing on a quantitative approach, a survey
was conducted on 134 engineering personnel (comprising engineers, technologists and
technicians). Of this workforce, a total of 107 engineers participated in the study representing
a response rate of 79.8%. Correlation and multiple regression analysis were used to analyse
the corpus of quantitative data.

Main findings: The results demonstrate that self-leadership and locus of control are significant
independent variables and when considered jointly, they have a positive significant impact on
job performance of the Eskom engineering workforce.

Practical/managerial implications: Implications for the initiation and fostering of self-
leadership and locus of control to improve the job performance of Eskom Bloemfontein
engineering workforce are discussed.

Contribution/value-add: The study contributes to engineers’ task-focused behaviour through
its expectations for the engineering workforce to be self-leaders who exercise internal locus of
control in the execution of their jobs. This study also contributes to engineers” work-related
personality dimensions and sense of self-awareness through an exposition of individual
personalities they were not conscious of.

Introduction

This empirical study examines the combined influence of self-leadership and locus of control on
the job performance of the engineering workforce in a power generation utility, Eskom, Free State.
Eskom Holdings SOC Limited (hereinafter referred to as “Eskom’) which is the largest public
power utility responsible for the generation, transmission and distribution of electricity in South
Africa. Among its core mandates, Eskom has contributed to the steering of positive economic
growth, economic and social transformation, strived to reduce carbon emissions (for which it is
one chief contributor) and improved the efficiency (Tsotsi, 2011) of the electricity generation and
distribution programmes and projects. For the purpose of this study, self-leadership is one’s
intrinsic motivation to influence self, regarding what, why and how to perform work (Stewart,
Courtright & Manz, 2011). Locus of control is a psychological concept that refers to how strongly
people believe they have control over situations and experiences that affect their lives.
However, self-leadership is impossible without an internal locus of control (Adams, Kalliny,
De los Santos, & Wang, 2008; McDevitt, Giapponi, & Tromley, 2007). Similarly, Thomas, Kelly and
Lillian (2006) report a strong connection between employees’ regulation or control of their actions
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(i.e. locus of control) and the consequences of those actions in
the work environment (e.g. successful job performance).

There is a convergence of literature on the role of self-
leadership and locus of control in improving organisational
performance (Dewettinck & van Ameijde, 2011; Kalyar, 2011;
Neck & Houghton, 2006; Schermuly & Meyer, 2011; Sharma &
Kaur, 2011). However, the multiplicity of challenges
experienced at Eskom seems to be inconsistent with the
prevalence and exertion of self-leadership and internal
locus of control at this institution. These challenges include
continuous blackouts attributed to poor projections of
electricity demands, infrastructural project completion
delays leading to cost overruns, project scope creep and
increased electricity tariffs to avoid load shedding. As such,
the combined influence of self-leadership and locus of
control of the engineering workforce at Eskom, Bloemfontein
on job performance needs examination to ensure effective
delivery of electricity services in South Africa. Therefore, this
study seeks to address the following question:

e What is the combined influence of self-leadership and
locus of control of the Eskom engineering workforce on
their job performance?

Problem statement

Electricity is regarded as a pivotal component and enabler of
mining, industrial, commercial and domestic activities that
drive economic growth opportunities and enhance decent
living for all South Africa’s citizens. By the same token, the
Republic of South Africa’s National Development Plan
(which aims to eliminate poverty and reduce inequality)
portrays electricity as an important component of a
development framework that would assist society in
achieving decent standards of living (National Planning
Commission, 2012). Mindful of this profound importance
of electricity for human development and survival, it is
unsurprising that the South African government is the sole
shareholder of Eskom that directs this organisation’s actions
to ensure the achievement of its strategic objectives (Eskom
Holdings SOC Ltd, 2013a).

Eskom’s underperformance has been interpreted as a
consequence of multiple factors. These factors include serious
and persistent failures of electricity supply leadership by the
board of Eskom, leadership failures in government, lack of
capacity by Eskom and government with regard to negotiating
a successful private sector partnership for new generation
capacity and Eskom management’s poor response to the
difficult situation (Business Tech, 2015; CDE Round Table,
2008). Constraints within leadership manifested in the Eskom
Board’s failure to provide skilled and independent leadership
to Eskom’s management in dealing with coal procurement
issues and the energy mix, and in the decade-long failure to
communicate effectively with government and the public
about the urgent need to build more power stations (CDE
Round Table, 2008). This conundrum was compounded
further by the leadership crisis at Eskom as recently noted
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in the suspension of Eskom’s Chief Executive Officer (CEO),
three other senior executives and the Financial Director, to
allow for the Eskom Board Chairman’s inquiry into the
operations of the utility without their interference (Business
Tech, 2015). The lack of capacity at Eskom and in the
government resulted in their failure to contract international
and local contractors to build a single plant in seven years
(2001-2007) (CDE Round Table, 2008) long after the electricity
crisis in South Africa had been predicted by the African
National Congress cabinet in 1998.

The leadership crisis at Eskom recently manifested in the
suspension of Eskom’s CEO, three other senior executives
and the Financial Director, to allow for the Eskom Board
Chairman’s inquiry into the operations of the utility without
their interference (Business Tech, 2015). In 2016, the CEO
of Eskom resigned under controversial circumstances over
allegations of irregularities and corruption involving the
awarding of tenders for procuring coal to fire Eskom’s power
plants.

Despite the aforementioned challenge’s demonstration of
the inseparable connection of self-leadership and locus of
control, these concepts and their impact on job performance
are often explored as independent subjects. For instance,
a demonstration of self-leadership by management is
considered to modify employees’ perceptions of aspects of
organisational culture such as social irresponsibility and
minimise the associated negative effects that lead to
undesirable behaviours among organisational employees
(Pearce & Manz, 2011). By the same token, because internal
locus of control is postulated to have a positive relationship
with performance (Thomas et al., 2006), fostering internal
locus of control among employees of an organisation can
optimise the productivity of the organisation. Although
internal locus of control may positively impact performance
of an organisation, such impact cannot be assumed to be
universal as other critical variables (e.g. self-leadership) are
also implicated in organisational performance. However,
to our knowledge, the combined effects of locus of control
and self-leadership on organisational performance remain
unknown in developing economies as no systematic study
has been conducted to date on these issues. Fostering high
levels of self-leadership and internal locus of control can
contribute to the overcoming of organisational cultures that
impede innovation (Prattom & Savatsomboon, 2012) and the
optimisation of organisational performance. Therefore, the
problem is our limited knowledge of the combined effects of
self-leadership and locus of control on the job performance of
the engineering workforce.

Literature review

Definition of self-leadership

Self-leadership has been explored by different authors who
came up with different characterisations of the term, and
different studies on the concept across different contexts
have generated different results (Elloy, 2008). The concept,
which first emerged in the mid-1980s (Manz, 1983, 1986) as an
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expansion of self-management (Manz & Sims, 1980), was
rooted in the clinical self-control theory (Cautela, 1969).
Self-leadership is inspired by Kerr and Jermier’s (1978) notion
of ‘substitutes for leadership’, which describes situational
factors that may ‘neutralise” leadership or prevent a leader
from taking action in particular situations. Stewart et al. (2011)
define self-leadership as the process of self-motivating and
self-determining one’s actions through specific behavioural
and cognitive methods.

Self-leadership consists of three distinct but complimentary
strategies — behaviour-focused, natural reward, and
constructive-thought pattern — strategies through which
people control their own actions and thinking to reach
personal and organisational goals (Manz & Sims, 2001; Neck
& Manz, 2010; Prussia, Anderson, & Manz, 1998).

Behaviour-focused strategies are related to a set of self-influence
strategies proposed by early self-management scholars
(Manz & Sims, 1980). These strategies operate within the
framework of Bandura’s (1986) social learning theory, which
argues that a person’s behaviour is influenced not only by
external environmental factors but also by the individual’s
self-regulation processes. Based on the premise of social
learning theory, Manz and Sims (1980) highlight various
self-management strategies such as self-goal setting, self-
observation, self-reward, self-punishment and self-cueing
(Manz, 1986; Neck & Manz, 2010) that are used by individuals
to manage their goal-striving behaviours.

Natural reward strategies involve building more pleasant
and enjoyable features into goal-striving actions as well as
shaping one’s perceptions by focusing attention on the
rewarding aspect rather than the unpleasant features of tasks
(Manz & Sims, 2001; Neck & Manz, 2010).

Constructive-thought strategies focus on the formation of
constructive thought patterns that can positively impact
performance (Neck & Manz, 2010). They include evaluating
beliefs and assumptions, the use of mental imagery and
positive self-talk.

Studies of self-leadership

Van Zyl (2013) examines self-leadership and happiness within
the South African working context (schools, manufacturing,
mining and electricity sectors). The study reports that self-
leadership can affect happiness within the African working
context and the integration of this concept into traditional
African values and beliefs can contribute to employees’
achievement of their full work potential. Another study
conducted by Jooste and Roux (2014) examines the practice of
self-leadership in personal and professional development of
contract nursing staff in a higher education institution. The
study revealed that contract staff feel undervalued by the
organisation and job insecurity and fewer benefits undermine
their motivation and self-leadership within the organisation.
The study also revealed that contract employees” exertion of
self-leadership enables the regulation of their own actions,
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personally and professionally. It can be inferred that while
organisational environment can undermine the pursuit of self-
leadership, personal agency could be fundamental to the
realisation of self-leadership.

Implications of self-leadership on job performance

Research evidence links organisational success to various
features of leadership, such as self-leadership (Houghton,
Dawley & DiLiello, 2012). Be that as it may, the self-leadership
-performance relationship is not a clear and straightforward
one. Goldman, Wesner, and Karnchanomai (2013) warn that
although organisations make huge financial investments
into leadership development programmes, the benefits for
organisations and individuals who complete these
programmes are not yet discernible or well understood. At a
team level, most studies on self-leadership focused on task
performance to understand the role of self-leadership in
achieving a high level of team performance aspects such as
proficiency, adaption or proactivity (Hauschildt & Konradt,
2012). In a German business context, Hauschildt and Konradt
(2012) conducted an empirical study on self-leadership and
team members’ work role performance and reported that self-
leadership is positively related to adaption and proactivity at
the individual and team task level.

Definition of locus of control

Julian Rotter first developed the concept ‘Locus of Control’.
Locus of control according to Rotter (1966) refers to a
personality dimension that helps explain one’s behaviour.
It refers to the perception of one’s capacity to influence work
or life outcomes and the extent to which people believe that
they can control the events that affect them. Locus of control is
defined as a person’s tendency to see events as being controlled
internally or externally (Rotter, 1966; Shojaee & French, 2014).
This tendency characterises a person’s perspective on self-
independence in contrast to control by others. Locus of control
also determines the likelihood of a particular behaviour as
well as the outcomes of engaging in such behaviour (April,
Dharani, & Peters, 2012). In the context of an engineering
environment, locus of control describes the capacity of
engineers to shape and influence work-related outcomes
such as engineering drawing, maintenance of substations
and execution of technical tasks such as restoration of power
in customers’ houses.

Locus of control can be categorised into internal and external
locus of control. The individuals with internal locus of control
have the belief that they can monitor the events or situations
with their own fate and have a strong belief in themselves
and their abilities (Zaidi & Mohsin, 2013). Therefore, such
individuals discern clear connections between their actions
and outcomes of their behaviours. In contrast, individuals
with external locus of control attribute events and situations
to the external circumstances rather than to their own
capabilities. Therefore, they believe that the events affecting
their lives cannot be predicted and controlled (Kiiciikkaragoz,
1998; Rastegar & Heidari, 2013) as they are consequences of a
complex, dynamic external environment.
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Studies of locus of control

Hans, Mubeen and Ghabshi (2014) conducted a study on
locus of control and job satisfaction in private international
schools in the Sultanate of Oman. The findings revealed
that teachers at private international schools were primarily
driven by internal locus of control and their level of job
satisfaction was high.

Another study conducted by Mustafa (2011) examined the
goal orientations, locus of control and academic achievement
of prospective teachers in different majors at the Faculty of
Education in Pamukkale University in Turkey. The results
show that mastery goal orientation was positively related with
locus of control (r = 0.35; p < 0.01) and academic achievement
(r = 015 p < 0.05) and avoidance goal orientation was
negatively related with locus of control ( =-0.21; p < 0.01) and
academic achievement (» = -0.19; p < 0.01). A positive
relationship was found between locus of control and academic
achievement (r = 0.14; p < 0.05). The results obtained in this
study suggest that the teachers should stimulate their students
to develop and use internal locus of control and mastery goal
orientation to increase their academic performance. More so,
they need to enhance internal locus of control for them to
become good mastery learners.

Implications of locus of control for job performance

Many researchers have shown that locus of control is related
to performance (Sonnentage, Volmer, & Spychala, 2010;
Spector, 1982; Spector & O’Connell, 1994).

Wang, Bowling and Eschleman (2010) found that individuals
with an internal locus of control orientation appear more
motivated, perform better on the job and express higher
levels of satisfaction than individuals with an external locus
of control. Literature (Chen & Silverthorne, 2008; Asgari &
Varkiri, 2012) states that locus of control has been found to
be positively associated with low perceived stress and high
performance. If individuals with internal locus of control are
found to take charge, perform better on complex tasks, are
easier to motivate and exercise a higher degree of initiative
than externals, as much of the research using Rotter’s I-E
questionnaire suggests, then it is reasonable to expect such
individuals to demonstrate higher performance ratings and
maintain a significantly greater performance average on
their jobs than those with external locus of control. Several
studies support the notion that internals (people with
internal locus of control) exert greater effort on the job and
are subsequently better performers (Asgari & Vakiri, 2012;
Muhonen & Torkelson, 2004; Thomas et al., 2006) than
externals (people with external locus of control).

Combined influence of self-leadership and locus of control
on job performance

The importance of the self-leader — locus of control —
performance relationship arises from the contribution of
followers to the leadership process as followers are integral
to the performance of leadership (Verwey, Du Plessis, & Van
der Merwe, 2013). Because self-leadership emphasises one’s
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intrinsic motivation towards work (Stewart et al., 2011), it can
be conceived to directly feed into perceptions about one’s
capacity to influence his or her work-related outcomes and,
therefore, improve performance of large organisations. As
such, self-leadership is impossible without an internal locus
of control and innovation (Adams et al., 2008; McDevitt et al.,
2007). It can be inferred from the aforementioned discussion
that a combination of self-leadership and internal locus
of control is critical in achieving high job performance
for engineers through increased proficiency, adaptation
or proactivity and the ability to multitask in the face of
competing tasks and work activities.

Methodology
Research design

A research design details the procedures necessary for
collection, measurement and analysis of data, which helps the
researcher to structure or solve research problems (Sreejesh,
Mohapatra, & Anusree, 2014).

A survey design was adopted in this study to explore Eskom
engineers’ perceptions of the importance of being a self-
leader and having internal locus of control and the
implications of such traits for job performance. Because
surveys are ideal for collecting information from large groups
of individuals at minimum cost, this design cohered with the
researchers’ intentions to collect data from a large engineering
workforce comprising engineers, technologists and technicians
at Eskom, Bloemfontein.

Target population

The population comprised 134 full-time engineering
workforce (N = 134) from Eskom Free State departments
where the study was carried out. Of the 134 engineering
workforce, there were 30 full-time graduate engineers,
34 technologists and 70 technicians. Given the small size of
the population of engineers, technologists and technicians
at Eskom, Bloemfontein, a census involving all members of
this workforce, was considered. A census is considered
appropriate when the entire population is very small and
hence it becomes necessary to include all members of that
population toall the engineering workforce, 107 questionnaires
were successfully completed, representing 79.8% of the total
population.

Data collection

The second author administered the survey on respondents.
The process involved getting clearance from senior
management at Eskom and the distribution of printed
closed Likert-based questionnaires to respondents. The
survey, which was administered over 2 months involved the
respondents de-briefing in groups about the purpose of the
study and its intended benefits. They were also apprised of
their anonymity and their right to voluntarily participate
in the study. While the researcher administered some of
the questionnaires, those respondents who were busy were
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granted the opportunity to collect the questionnaires, complete
them at times convenient to them and submit them in one
office most accessible to them.

Data analysis

Descriptive and inferential statistics were employed in
this study. Descriptive statistics which include frequencies
and percentages were used to present demographic data.
Spearman’s rho correlation coefficient and regression
equations were used to test the independent variables’
influence on the dependent variable (i.e. job performance)
and to predict their influence on job performance, respectively.

Instrument credibility

The structured questionnaire instrument was an adapted
version of Rotter’s Locus of Control Scale and Revised
Self-Leadership Questionnaire. A reliability analysis was
conducted using Cronbach’s alpha coefficient. The Cronbach’s
alpha coefficient for internal locus of control was 0.706 and
for external locus of control 0.434. The Cronbach’s alpha
coefficient for locus of control (overall) was 0.688. The
Cronbach’s alpha coefficient for self-leadership (overall)
was 0.810.

The self-leadership concept was also disaggregated into
its components namely: behaviour-focused, natural rewards
and constructive thoughts and the reliability analyses for
these components were also calculated. The Cronbach’s
alpha coefficient for behaviour-focused component (overall)
was 0.744, for natural rewards 0.695 and for constructive
thoughts (overall) 0.798. Based on Kumar’s (2011) argument
that any Cronbach’s coefficient that is over 0.6 signifies a
reliable measurement, these statistics demonstrate that
questionnaire items were reliable.

The averages and percentages of the internal locus of
control and overall locus of control variables were calculated.

TABLE 1: Descriptive statistics.

Variables Mean Mean %
Internal locus of control 58.41 77.88
Locus of control (overall) 76.02 69.11

TABLE 2: Descriptive statistics of self-leadership.
Variables Mean Mean %

Behaviour-focused (components)

Self-goal setting 21.24 84.97
Self-reward 10.58 70.53
Self-observation 16.75 83.74
Self-cueing 11.42 76.14
Self-punishment 20.09 66.98
Behaviour-focused (overall) 80.08 76.27
Natural rewards
Natural rewards 16.56 82.80
Constructive thought (components)
Self-talk 7.62 76.17
Evaluating beliefs and assumptions 11.65 77.69
Constructive thought (overall) 19.27 77.08
Self-leadership (overall) 115.92 77.28
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The average and percentages of self-leadership overall and
its components were also calculated. The means and mean
percentages of each of the items are presented in Tables 1
and 2, respectively.

The mean percentages of internal locus of control and overall
locus of control were 77.88% and 69.11%, respectively. These
measures were all high and above 50.00%. This means that a
majority of these engineers identify highly with the locus of
control.

The mean percentages of overall self-leadership, behaviour-
focused (overall), natural rewards and constructive thoughts
(overall) are 77%, 76%, 82%, and 77% which are all high and
above 50%. This means that a majority of these engineers
identified highly with self-leadership, that is, they regarded
themselves as self-leaders.

Results
Profile of respondents

Table 3 illustrates the profile of the respondents by gender, age
group, ethnicity, marital status, educational level, hierarchy
and their years of experience on the job.

The results in Table 3 highlight that a majority of respondents
were men (55.14%, n = 59) while the remainder were women
(44.86%, n = 48). Also, slightly more than a third (38.32%) of
the respondents were in the 21-30 years of age category,
followed by those who were 41 years of age and above
(31.78%, n = 34) and lastly 3140 years of age (29.91%, n = 32)
group, respectively. About 65.42% of the respondents were
black Africans, 27.36% were white and 7.55% were Indians
and other minority groups.

TABLE 3: Demographic information.

Demographic information Category Frequency Percentage

Gender Female 48 44.86
Male 59 55.14
Age group 21-30 years 41 38.32
31-40 years 32 29.91
41 years and above 34 31.78
Ethnicity Black Africans 70 65.42
White 29 27.36
Indian and others 8 7.55
Marital statust Single 44 41.12
Married 63 58.88
Educational level Matric and certificate 9 8.41
Diploma 33 30.84
Honours 21 19.63
Masters 14 13.08
Others 30 28.04
Engineers hierarchy Technicians 50 46.73
Technologist 28 26.17
Graduate Engineer 29 27.10
Years of experience 0-5 years 27 25.23
2leich 6-10 years 28 26.17
11-15 years 24 22.43
Over 15 years 28 26.17

T, Combined never married, divorced and/or separated and widowed and named it single.
This is for more plausible comparability for marital status groups.
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In addition, 41.12% of the respondents were never married,
divorced and/or separated or widowed while 58.88% were
married. A sizable percentage of the respondents (30.84%)
had diplomas, while 28.04% had other qualifications, 19.63%
(n = 21) had honours degrees and a further (13.04%, n = 14)
had master’s degrees. Lastly, the results indicate that 46.73%
of the respondents were technicians, with 27.10% being
graduate engineers and a small percentage (26.17%) were
technologists.

Regression analysis

Having established the information above, the next step was
determining the relationship among self-leadership, locus
of control and job performance. The following regression
equation was conducted.

A regression equation with job performance as a dependent
variable and locus of control as the independent variable was
created. This regression sought to determine the impact that
locus of control has on job performance. The results are
reported in Table 4.

The results show that locus of control has a positive impact
on job performance. The coefficient, 0.157, means that an
improvement on locus of control by 1.0% leads to a 15.7%
increase in job performance. R squared is 0.162, which means
that about 16.2% of the variation in job performance is
explained by locus of control.

A regression equation with job performance as a dependent
variable and self-leadership as the independent variable
was constructed. This regression sought to determine the
impact that the components of self-leadership have on job
performance. The results are reported in Table 5.

The results in Table 5 show that behaviour-focused self-
leadership and constructive thought were the only significant
independent variables. They have a positive impact on job
performance.

A regression equation with job performance as a dependent
variable and a combination of locus of control and

TABLE 4: Regression results (locus of control only).

Dependent variable: Unstandardised t-statistic p-value
Performance Coefficients Std. Error

Intercept 8.683 2.675 3.246 0.002
Locus of control 0.157 0.035 4.499 0.000
R Square 0.162

Std., standard.

TABLE 5: Regression results (self-leadership components).
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self-leadership as the independent variables was constructed.
The results are reported in Table 6.

The results in Table 6 show that self-leadership and locus of
control are significant independent variables even though
both have a positive impact on job performance.

Discussion on findings

In view of the regression results of locus of control as indicated
in Table 4, locus of control has a positive and statistically
significant influence on job performance. This is supported by
Asiedu-Appiah and Addai’s study (2014) whose regression
analysis examined the existence of a link between employees’
locus of control and contextual performance. Their study
concluded that employees with higher internal locus of control
had higher contextual performance ratings than employees
with external locus of control.

Furthermore, results from the regression analysis on self-
leadership components (Table 5) confirm that behaviour-
focused and constructive thought strategies are the only
significant independent variables that have a positive impact
on job performance. Because self-leadership is conceptualised
as an intrapersonal process for influencing oneself (Manz,
1986; Manz & Neck, 2004; Sahin, 2011), it is not surprising that
previous research has shown that each component of self-
leadership contributes to performance (Neck & Houghton,
2006). For example, Neck and Manz (1992) found that
individuals who received training in the constructive-thought
pattern strategies experienced enhanced states of positive
affect (enthusiasm) and job satisfaction as well as a decreased
state of nervousness relative to those who had not received
such training. The behaviour-focused coefficient of 0.104
means that an improvement in behaviour-focused self-
leadership by 1.0% will lead to a 10.4% increase in job
performance. Moreover, the constructive thought coefficient
of 0.167 means that an improvement in constructive thought
leadership by 1.0% will lead to a 16.7% increase in job
performance. Although the behaviour-focused and constructive
thought strategies were not very large, they were a statistically
significant and positive influence on job performance. This
finding is corroborated by findings from literature. A study
conducted by Politis (2006) established a direct, positive and
significant relationship between behavioural-focused strategies
and job satisfaction. It has usually been suggested that an
individual who exhibits self-leadership behaviour is more
likely to improve his or her performance with contributions to
the organisational performance than an individual who does
not exhibit self-leadership behaviours (Neck & Houghton,
2006; Neck & Manz, 1996).

TABLE 6: Regression results (both locus of control and self-leadership).

Dependent variable: Unstandardised Standardised t-statistic p-value

Dependent variable: Unstandardised Standardised t-statistic p-value

Performance Coefficients Std. Error coefficients Performance Coefficients Std. Error coefficients

Intercept 9.136 1.782 - 5.127 0.000 Intercept 4.319 2.600 - 1.661 0.100
Behaviour-focused 0.104 0.023 0.418 4.562 0.000 Self-leadership 0.085 0.018 0.429 4.774 0.000
Constructive thought 0.167 0.074 0.206 2.246 0.027 Locus of control 0.086 0.035 0.219 2.432 0.017
Adjusted R square 0.277 Adjusted R square 0.299

Std., standard.

http://www.sajhrm.co.za . Open Access

Std., standard.
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The standardised coefficients in Table 5 show the marginal
contributions of each variable to job performance and
they help determine which of the independent variables are
the most important. Behaviour-focused leadership has a
standardised coefficient of 0.418 and constructive thought has
a standardised coefficient of 0.206. This means that behaviour-
focused leadership exerts a larger positive influence on job
performance than constructive thought. The R square value
is 0.277, which means that about 27.7% of the variation in job
performance is explained by behaviour-focused leadership
and constructive thought.

Our finding (Table 6) on how locus of control and job
performance are connected to performance resonates with
mainstream literature. The self-leadership coefficient was
0.085, implying that an improvement in self-leadership of
1.0% leads to an 8.5% increase in job performance. The locus
of control coefficient was 0.086, which means that an
improvement in locus of control of 1% will increase the
job performance of the engineering workforce by 8.6%.
When self-leadership and locus of control are considered
jointly, they explain 29.9% of the variation in job performance.
This is consistent with the literature review, which reports
that self-leadership is impossible without locus of control
(Adams et al., 2008; McDevitt et al., 2007).

The self-leadership contribution to locus of control — job
performance is also widely supported by literature. These
findings corroborate evidence from mainstream literature
on the significant role of self-leadership in improving
organisational performance (Dewettinck & van Ameijde,
2011; Kalyar, 2011; Schermuly & Meyer, 2011). Moreover, the
locus of control coefficient of 0.086 implies that an increase in
locus of control of 1% will lead to 8.6% increase in job
performance. Thomas et al. (2006) report a strong connection
between employees’ regulation or control of their actions
(i.e. locus of control) and the consequences of those actions in
the work environment (e.g. successful job performance). The
standardised coefficients show the marginal contributions of
each variable to job performance and assist in determining
which of the independent variables are the most important.
Self-leadership has a standardised coefficient of 0.429 and the
locus of control has a standardised coefficient of 0.219. This
means that self-leadership has a larger contribution to job
performance than locus of control. The R square value is
0.299, which means that about 29.9% of the variation in job
performance is explained by self-leadership and locus of
control. The findings on regression analysis (Table 6) led to
the conclusion that there is a positive relationship among
self-leadership, locus of control and job performance even
though the effect of the relationship as shown in the above
tables is moderately strong.

Implications

The fact that self-leadership and locus of control are regarded
as self-influence behaviour that directs an individual towards
performance when working indicates that managers need to
develop a wider awareness of these concepts within the work
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environment to increase the self-conscious actions that affect
employee productivity in the work environment. This will
enable the employees to understand and identify with a
strong leadership culture of an organisation to improve
innovation and productivity with the organisation.

Given that self-leadership had a comparatively strong
influence on job performance in comparison with locus of
control, there is need for senior leadership to emphasise
employees’ self-leadership if improved job performance is to
be sustainably maintained. Even though locus of control
should not be ignored completely, more attention should be
devoted to self-leadership.

Even though locus of control accounted for a small percentage
(i.e. 16.2%) of the variations in job performance of the
engineering workforce, this figure could be conceived as
critical and cannot be ignored. Because our study did not
necessarily differentiate the impact of internal locus of control
from external locus of control, it would be important for the
management of Eskom to delineate the possible performance
differences arising from these forms of locus of control.
Specific focus could be paid to environmental conditions
(work environment, supervisory approaches, training and
development) as they relate to job performance and compare
them to performance arising from individual psychological
dispositions (personal agency, self-efficacy).

Because considerable variations in job performance were
consequences of the combined influence of self-leadership and
locus of control, perhaps there is need for Eskom management
to consider self-leadership within this organisation in
conjunction with locus of control. This can take the form of
infusion of components of these constructs into their staff
development and training at both managerial and operational
levels. Such concepts should be infused into the operational
practices of engineers, technologists and technicians within
the organisation. For instance, the expression of self-leadership
by the engineering workforce may require that Eskom
engineers do not only have to cooperate and follow the lead of
their superiors but rather demonstrate self-leadership by
challenging or resisting problematic and inappropriate
leadership strategies implemented by their leaders.

Limitations and directions for future research

Because the study adopts a survey approach, this may mean
that the results might have limited applicability to other
related electricity utilities across the country. The sample size
and uniqueness of conditions that obtain at Eskom in the Free
State may not resonate with those at other power distribution
stations. Thus, expanding the focus of investigation to cover
other power generators across the country may improve the
generalisability of results.

Given that exploratory studies, such as the current one
are based on perceptions of respondents from the Eskom
workforce at a particular time when the research was
conducted, there is no guarantee of replicability of this
study in the future as a result of an evolution of staff views
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on locus of control and self-leadership as conditions at
Eskom change over time. That said, this study can be
conceived as an accurate presentation of the perceptions of
Eskom, Bloemfontein engineering workforce at the time
this study was conducted.

This study focused on only one public power generation and
distribution utility. It is important to take into consideration
that this power utility, in its own way, is unique from other
power utilities in terms of its structure, communication systems
and management style. Besides, the study focuses on engineers
exclusively. Thus, a larger sample of employees, including
senior management, would allow a broader representation of
the views on the matters investigated in this study, which will
increase the extent of generalisability of results.

Conclusion

The findings revealed that a combination of self-leadership
and internal locus of control is critical to achieving high
job performance of engineers. Such performance could
emerge from increased proficiency, proactivity and
multitasking in the face of competing tasks and work
activities. It is recommended that behaviour-focused and
constructive thought pattern stratergies need to be aligned
with internal locus of control behaviours to guarantee
improved job performance of the engineering workforce at
Eskom Bloemfontein. Behaviour-focused strategies, which
emphasise observation and change of the engineers’ own
behaviour through primary factor strategies, could emphasise
a strong customer orientation through proactive work order
handling, prioritisation of customer needs, efficient and
effective resource (money, time and energy) allocation, rapid
response strategies to field services, fault management,
control centre and flexing of work requirements in view of
resource constraints. Finally, constructive thought process
would cover all the ‘head work’ required in design
engineering, alignment of technical drawings to industrial
and ISO (International Organisation for Standardisation)
standards, plant life cycle management and maintenance.
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