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Purpose: Self-reflection competence is recognized as a key leadership skill that leads to
learning from one's own experiences, drawing conclusions, and shaping one's actions in the
future with a sense of job satisfaction. At the same time, research in the field of leadership is
insufficient on this topic. Therefore, this article aims to determine the significance of the self-
reflection competence of a leader for organizational commitment, well-being, and
organizational performance, which can be a measure of good leadership.
Design/methodology/approach: The research was conducted among 200 managers of Polish
enterprises from October 2022 to January 2023. In this study, the online questionnaire and
convenience sampling were used.

Findings: The analysis results indicate a positive and significant impact of self-reflection
competence on well-being, commitment, and organizational results, contributing to the
development of a comprehensive approach to leadership.

Research limitations: Firstly, the research sample is not large. Secondly, the study used a self-
reflection competence scale that included general statements about reflection. It was not asked
how often the leader practices reflection and whether it concerns positive or negative aspects.
Practical implications: Leaders in organizations should remember to practice reflections,
which should not be an activity only in exceptional circumstances, but rather a part of the
routine of everyday professional duties. Leaders should also engage employees in reflection
practices, as collective reflection brings value to the organization.

Originality/value: The significance of self-reflection competency contributes to theory and
practice toward a comprehensive approach to leadership.

Keywords: self-reflection, leadership, well-being, commitment, performance.

Category of the paper: research paper.

http://dx.doi.org/10.29119/1641-3466.2024.200.30 http://managementpapers.polsl.pl/



404 J. Samul

1. Introduction

Many researchers have considered reflection an important part of every learning process
(Kolba, 1984; Schon, 1983; Senge, 1999). It is a critical thinking process about our behavior,
attitudes, beliefs, and values. People learn through experience, which leads to reflection on that
experience and the development of new insights or conclusions that shape subsequent actions
in the future. However, a man does not learn from experience but learns from reflection on this
experience. Therefore, reflection is an integral part of the learning cycle, both in personal and
professional life. Reflection allows us to look inward to clarify personal values and beliefs,
and outward to understand how they connect to the greater whole. Critical reflection can
broaden perspectives and lead to a more holistic understanding of complex and ambiguous
situations (Densten, Gray, 2001; Kayes, 2002). Currently, when the individual's autonomy in
terms of their development is increasing and at the same time there is unlimited access to
information and its ambiguity, reflection takes on particular importance. Reflective practice has
its followers not only among learning theorists but also among leadership researchers.

Goleman et al. (2002) argued that individual learning that uses reflective questions is
an effective strategy for developing emotional intelligence and, finally, leadership
competencies. Self-reflection is conducting a dialogue with oneself (van Loon, van Dijk, 2015).
Research indicates that self-reflection allows leaders to better cope with emotional reactions
(Neshit, 2012), exposes leader potential, and improves leadership effectiveness (Lanaj, Foulk,
Erez, 2019).

However, research shows that reflecting on one's actions is not obvious or easy for leaders
(Smith, 2001). Some senior leaders believe that taking time to reflect on what has already been
done can be a waste of time (Patricia, Castelli, 2016). Moreover, many leaders may experience
negative emotions when they begin to analyze not only what they managed to do, but also what
they failed to do (Womac, 2020). A study by Olsen and Burk (2014) indicated that people are
more likely to focus on negative aspects resulting from reflection, which can further lead to
anxiety and stress (Steele, Day, 2018). Therefore, it seems the leaders would like to avoid self-
analysis of their actions, which may lead to negative perceptions and emotions.

Despite much research on reflection, there are few studies about leadership, especially in
the case of Polish leaders. Moreover, there is no unambiguous research in this area.
Thus, this topic is crucial because determining the significance of a leader’s self-reflection can
contribute to theory and practice toward a comprehensive approach to leadership. Therefore,
this article attempts to determine the meaning of self-reflection competencies for leaders in the
context of organizational commitment, well-being, and organizational performance, which can
be a measure of effective leadership.
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The following article is structured as follows. The first chapter reviews the literature on self-
reflection and its significance for leadership in the context of organizational performance,
employee engagement, and well-being, along with hypothesis development. The next chapter
describes the methodology of the study. The following chapters of the article present the
research results and discussion. The article ends with a summary, research conclusions,
theoretical and practical implications, and research limitations.

2. Theoretical framework and hypotheses

2.1. Definition of reflection and self-reflection

According to the Cambridge Dictionary, reflection is “serious and careful thought”
(https://dictionary.cambridge..., 2024). It is thinking about feelings, reactions, and motives for
action, and their impact on what to do or to think in a given situation. Reflection allows not
only the description of a person's way of thinking but also the description of how an individual
constructs his or her experiences. These experiences are shaped based on the thoughts, feelings,
actions, and relationships with others that occur in a specific context. Chudy (2006) combines
reflection with the ability to evaluate decisions made and one's behavior. It can lead to a change
in the ways of thinking and acting, and even a change in perceiving reality (Mezirow, 2009).
Therefore, reflection allows an individual to oppose routine and formulaic nature.
This is because the source of reflection is the individual's doubts arising from facing a difficult
experience. Reflection is therefore related to the practice of learning. A specific experience can
stimulate an individual's reflection, and the result of this process will be learning.
However, it is important to remember that experience alone is not a sufficient learning factor.
A necessary condition for learning from experience is reflection on that experience.

According to the Dictionary of the Polish Language, reflection is "thinking more deeply
about something, triggered by a strong experience"; it is “a thought or utterance that is the result
of such reflection” (https://sjp.pwn..., 2024). Reflection is usually understood as the ability to
take the role of an observer to one's thoughts, beliefs, and feelings. Reflection "largely
determines the mental, moral, and technical-practical level of a person” (Chudy, 2006, p. 72).
Self-reflection, on the other hand, is defined in the same way, except that it refers to reflecting
on oneself. Synonyms of this word are self-analysis, self-evaluation, or self-criticism, which
involve reflecting on what happened, wondering why it happened, and drawing conclusions
about what could have happened (Womack, 2020). However, it should be remembered that
reflection on events is not only a summary of actions performed and not performed but also
a reflection on the reasons (sources) of those situations. Self-reflection is also self-awareness
understood as awareness of one's thoughts and emotions as well as actions taken and the
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resulting successes and failures. Reflection is based on the subjective consideration of
knowledge and a critical analysis of its essence (Karas, 2021). A manifestation of this may be
self-actualization, which contributes to correcting actions based on mistakes made (Novikov,
Chkhartishvili, 2014). Reflection is an inherent attribute of learning, observing, and taking
a broad view of the problem, as well as noticing and taking into account the different contexts.

Reflection is defined as the heart of key competencies (Perkowska-Klejman, 2018).
The justification for this statement is that reflective thinking is the basis of human action.
This allows an individual own thinking, experiences, actions, and practices to fit into different
contexts. Reflection is a metacognitive skill that requires creativity and the ability to think
critically.

A model of reflective practice that includes the mentioned aspects: reflection,
self-awareness, and critical thinking is summarized in Table 1. Reflection enables the
application of theory in practice and the search for new and better solutions. Self-awareness,
which is also a component of emotional intelligence, gives an individual the ability to recognize
his or her emotions and actions, use intuition to make decisions, or make accurate self-
assessments (Goleman, Boyatzis, McKee, 2002). Finally, critical thinking is noticing
differences and making decisions thanks to the ability to recognize other people's positions and
arguments, reliably analyze opposing evidence, and present own views (Negri, 2018).

Table 1.
Elements of reflection practices
Element Reflection Self-awareness Critical thinking
Source Existential _p_henomenology Phenomenology Skepticism and critical theory
and critical theory
Being aware of one's Criticism of culture and society,
own emotions, thoughts, recognition and criticism of
- Intellectual effort, s . .
Characteristics : . needs, possibilities, assumptions resulting from
consideration L T .
abilities, limitations, context, search and discovery of
and actions alternatives, reflective skepticism

Source: Perkowska-Klejman, 2018.
2.2. Self-reflection competence and effective leadership

The effectiveness of leaders depends on their competencies (Kragt, Guenter, 2018; Sturm,
Vera, Crossan, 2017). Competent leaders can better overcome their limitations and are more
effective in the workplace (Kozminski, 2015). Employees who positively evaluate their leader's
competencies perform their tasks better, feel higher job satisfaction, are more motivated,
and actively support cooperation and communication between all organizational participants
(Osborn et al., 2002; Waldman et al., 2004).

One of the most important competencies of leaders is self-reflection understood as the
ability to analyze past experiences and draw conclusions from them (George, 2015; Kozminski
2015). Self-reflection has been recognized as one of the key competencies needed by effective
leaders, especially in the face of an increasingly complex and multicultural workplace (Roberts,
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2008) additionally characterized by the complexity and speed of information flow (Carter et al.,
2015; Baltaci, Balci, 2017). In an organizational context, reflection refers to considering how
work-related issues affect an individual's ability to achieve positive outcomes. Self-reflection
competencies are considered crucial because they consolidate other interdependent skills,
such as critical thinking, creativity, initiative, and the ability to solve problems, assess risk,
make decisions, or manage emotions (Perkowska-Klejman, 2018). Various leadership theories
emphasize the importance of self-reflection and self-awareness, especially the concepts of
authentic, servant, and transformational leadership (Berge, Erzikova, 2022).

Self-reflective competencies are related to a leader's ability to analyze successes and failures
and draw conclusions from them. Reflecting on both failures and successes allows individuals
to think more systematically and gain a deeper, more complex understanding of their
experiences. Luthans and Avolio (2003) argue that self-reflective competencies create
important positive psychological capabilities and build the self-awareness of effective leaders.
Self-reflective leaders use introspection to evaluate themselves which causes higher awareness
of their strengths and weaknesses (Hinojosa et al., 2014). Effective leaders reflect on their past
experiences and seek relevant, different insights before making decisions (Goker, Bozkus,
2017). They are also able to create transparent and honest relationships with others and can
overcome emotional limitations. Reflective leaders view learning as a lifelong process and tend
to balance the practice of "talking"” with "asking" and often rely on the collective intelligence
capabilities of the teams in their organizations.

Many studies point to the positive aspects of self-reflection. Self-reflection skills improve
performance by enabling people to learn from their past experiences (Anseel, Lievens,
Schollaert, 2009; Ashford, DeRue 2012), take personal responsibility for their past
achievements (Ellis et al. 2006), and feel more confident about achieving their goals (Di Stefano
et al., 2014). Moreover, leaders do not need to spend much time on reflection to get benefits.
Spending just only a part of the day analyzing work experiences is enough to improve
performance (Di Stefano et al., 2014). Additionally, leaders who practice reflection are more
aware of their strengths and weaknesses, which makes them more productive (Womack, 2020)
and committed to leading and supporting others (Park, Millora, 2012). Self-reflection practices
are also a way to develop a leadership role (Steele, Day, 2018) and even self-confidence (Odom,
Boyd, Williams, 2012). Practicing reflexivity means being aware of your actions and results,
which results in increased effectiveness at work, which manifests itself in good organizational
performance. Based on the above arguments, the following hypothesis is proposed:

H1: A leader's self-reflection competence is positively related to organizational

performance.
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2.3. Self-reflection and organizational commitment

Leadership development is a group process. Leaders develop through work-based “passive
learning” with reflection occurring at the individual and collective levels (Raelin, 2006).
Leaders are constantly learning, adapting to a changing environment, and creating new
leadership styles that fit employees and the environment. Therefore, reflection is not only
an individual process but also a collective one (Goker, Bozkus, 2017). It involves conducting
a dialogue with yourself and others. Through reflection, the need for changes in action or
behavior is recognized. Reflection seems to be an important element of a leader's everyday life,
which influences decisions about managing people and setting directions for the organization's
activities. In this context, reflexivity should not be treated as a separate technique to be used
occasionally, but as an integral part of leading.

This is confirmed by research results that indicate that reflexivity is a mediating factor
between a leader's information search and team performance and innovation (Wang et al.,
2020). Another study indicates that team reflexivity positively affects affective commitment
and subsequently employee innovativeness (Wang, Cui, Cai, 2022). Employees who reflect on
positive events at the end of the working day experience a greater sense of meaning in work
and greater engagement in the routine of work tasks and responsibilities the next day
(Sonnentag et al., 2021). Fritz and Sonnentag (2005) found that positive reflection on work
during the weekend increased work engagement and reduced burnout after the weekend.
Based on the results of the above research, the following hypothesis was proposed:

H2: A leader's self-reflection competence is positively related to organizational

commitment.

2.4. Self-reflection and well-being

Research shows that the practice of self-reflection contributes to well-being. Reflecting on
the positive aspects of their job helps employees feel positive about their work (Fritz, Sonnentag
2006). Employees who reflect, focusing on positive situations that happened to them at work,
report fewer health problems, both physical and mental (Bono et al., 2013), have more positive
emotions (Sonnentag, Grant, 2012), and better mood the next day (Meier, Cho, Dumani, 2016),
and they are also able to recover from occupational stress (Fritz, Sonnentag, 2006).

Moreover, reflection practice in free time also positively affects the level of well-being.
People who reflect mainly on the positive (rather than negative) aspects of their work during
their free time experience greater vigor and less exhaustion (Casper, Tremmel, Sonnentag,
2019). Thinking about negative aspects of work causes exhaustion and discouragement (Fritz,
Sonnentag 2006).

Numerous literature reviews and meta-analyses show that leadership is crucial to employee
well-being (Harms et al., 2017; Inceoglu et al., 2018; Teetzen et al., 2022; Montano et al., 2017).
Most of the research was conducted among employees. However, there is a lack of research
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conducted among leaders. Therefore, it seems important to verify whether leaders' self-
reflection can also contribute to improving their well-being.
H3: A leader's self-reflection competence is positively related to a sense of well-being.

3. Research methods

The research was conducted among 200 managers of Polish enterprises from October 2022
to January 2023. In this study, the online questionnaire was used with Google Forms.
The link to the questionnaire with the invitation and information about voluntary participation
was sent by mail to respondents. A non-random sampling method was used (convenience
sampling). The selection of respondents involved selecting research participants based on their
availability and willingness to participate in the study. The majority of respondents were women
(55%). The largest group of leaders were people aged 36-50 (54%), aged 25-35 (35%),
and the smallest group were leaders over 50 (6%) and under 25 (5%). The vast majority of
leaders had higher education (71%), and almost all of the rest had secondary education (26%).
Just under half of the respondents (42%) had less than 5 years of leadership experience;
half of the respondents (50%) had experienced between 6 to 15 years; the rest of the respondents
(8%) were over 15 years of age. The dominant industry was services (63%), then production
(22%), and trade (16%). The respondents were representatives of leaders of enterprises of
various sizes - from micro (10%), through small (34%) and medium-sized (28%), to large
companies (29%).

The following four measurement constructs were used in this research. To measure self-
reflection competencies, a tool proposed by Kozminski (2022) was used with five statements
(e.g. "I draw accurate conclusions from past experiences"). Fry's (2003) scale was used to
measure organizational performance with four statements (e.g., “My department is very
effective in obtaining maximum efficiency from available resources”). Organizational
commitment was measured using a scale from Mulka et al. (2006) with three statements
(e.g., “I feel that this is “my” organization and that [ am not just an employee of'it”). To examine
well-being, the scale proposed by Fry, Vitucci, and Cedillo (2005) was used with two
constructs: meaning work with four statements (e.g. "The work | do is very important to me™)
and being appreciated with four statements (e.g. "I feel appreciated as an employee™). The study
used a five-point Likert scale.

Descriptive statistics, Spearman's rank correlation analysis between variables, and structural
equation modeling were used for the analysis to indicate the relationships (strength and
direction) between individual variables. IBM SPSS Statistics was used for modeling.
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4. Research results

First, the reliability and validity of the scales used in the study were estimated. Although
the used scales were positively verified, it is worth assessing the measurement model in the
context of a given research sample. The parameters of convergent validity measured by average
variance extracted (AVE) were as follows: self-reflection competencies (AVE = 0.640);
well-being (AVE = 0.610); organizational commitment (AVE = 0.686); organizational results
(AVE = 0.715) with values higher than required, i.e. 0.5 (Na-Nan, 2020). Reliability was
assessed using Cronbach's alpha coefficient: self-reflection competence (a = 0.858); well-being
(o = 0.879); organizational commitment (oo = 0.760) and organizational results (o = 0.866).
A Cronbach's alpha was considered to indicate a satisfactory degree of internal consistency on
the level of at least 0.60 (Griethuijsen et al., 2014). Next, composite reliability (CR) was
estimated, which reached values above 0.7 (Hair, Ringle, Sarstedt, 2013): self-reflective
competence (CR =0.899); well-being (CR =0.904); organizational commitment (CR = 0.867);
organizational results (CR = 0.909). Therefore, it can be concluded that the measures used in
the study are characterized by satisfactory indicators, which means a good fit of the variables
to the examined constructs.

Construct validity was estimated to assess the relationships between variables.
Table 2 presents Spearman's rank correlations between leader self-reflection competencies,
well-being, organizational commitment, and organizational performance. Spearman's rank
coefficients should be in the range of 0.4-0.9, which indicates proper correlations between the
variables (Akoglu, 2018). The results indicate that self-reflection has significant positive
correlations with the measured variables. The highest positive correlation was found between
the leader's self-reflection and well-being (r = 0.709, p > 0.01), self-reflection and
organizational performance (r = 0.643, p > 0.01). The appropriate correlation was also noted
between self-reflection and organizational commitment (r = 0.536, p > 0.05). The average value
of the studied variables was also calculated. Leaders rated their self-reflection competencies the
highest (mean 4.36), next well-being (4.32), organizational performance (4.17),
and organizational commitment (4.15).

Table 2.

Correlations between the studied variables
Variables Mean 1 2 3 4
1. Self-reflection 4.36 1 - - -
2. Well-being 4.32 0.709** 1 -
3. Organizational commitment 4.15 0.536* 0.641** 1 -
4. Organizational performance 4.17 0.643** 0.677** 0.635* 1

Note(s): *p > 0.05, **p > 0.01
Source: own collaboration.
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Fig. 1 presents the relationships between the studied variables. The model indicates cause-
and-effect relationships between hidden variables and their observable indicators.
The fit measures of the theoretical model to the data indicate a good fit: the ratio of chi-square
to the degree of freedom (y2/df) is 2.504, RMSEA — 0.067, CFI — 0.906, IFI — 0.907.
The results of model parameter estimation indicate that at the significance level of 0.01,
all parameters are statistically significant. Positive relationships exist between leader self-
reflection competencies and organizational results (f = 0.88, p < 0.01), which confirms
hypothesis 1. Self-reflection also correlates with organizational commitment (f = 0.77,
p < 0.01), which confirms hypothesis H2. There is a positive and significant impact of self-
reflection on well-being (B = 0.97, p < 0.01), positively verifying hypothesis H3.

Organizational

y commitment

Self-reflection 0.88** Organizational

competence \ performance
0.97** Well-being

Figure 1. Model of the relationship between the studied variables.
Note(s): **p > 0.01.

v

Source: own collaboration.

5. Discussion

The research results confirm theoretical considerations on the significance of self-reflection
as a key competence of a leader, which may influence the effectiveness measured by
organizational performance. The results confirm the existing research on the topic among
employees (Di Stefano et al., 2014), but above all, they enrich research in the field of leadership.
According to previous research, self-reflection competence is important for a leader (Kozminki,
2002) and improves effectiveness (Lanaj, Foulk, Erez, 2019; Womack, 2020). Moreover,
the research results also support the assumptions about the impact of the ability to practice self-
reflection on organizational commitment in line with previous research (Sonnentag et al., 2021;
Fritz, Sonnentag, 2005). This is important because recent analyses indicate the positive impact
of leaders also on employee engagement and performance (Donkor, Dongmeli, Sekyere, 2021;
Daghmi, 2024). This research also confirms that self-reflection does indeed have a positive
impact on well-being about work, providing a sense of meaning in work and being appreciated
at work. Moreover, this research focused on self-reflection in general, without distinguishing
between positive or negative reflection (focusing on positive or negative aspects of work).
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Despite this, the research results indicate a positive impact of self-reflection on the well-being
of leaders. Additionally, other studies present a positive impact of well-being on organizational
performance (Samul, Wangmo, 2021; Rufeng, Nan, Jiangiang, 2023). Thus, the practice of self-
reflection is important for a leader's sense of work engagement and well-being, as well as
organizational performance, which may lead to the conclusion that self-reflection is what
distinguishes a good leader from a bad one.

6. Summary

This research indicates a positive impact of the leader's self-reflection competence on
a sense of well-being and commitment, as well as on organizational performance. The analysis
results have several theoretical and practical implications. In a theoretical context,
they complete the literature on this subject by confirming previous research about the
significance of reflection in professional life. As mentioned at the beginning of the article,
reflection is an everyday practice that allows everyone to learn from their experiences and
develop their potential by analyzing their actions, behaviors, and motives. However, it seems
to have become a somewhat forgotten practice in the tough business world. Moreover,
this research shows that self-reflection has measurable effects in the form of well-being,
a positive attitude to work, increased commitment, and better results. This research also adds
to existing research in the field of leadership. The vast majority of scientific studies concern
research conducted among employees, excluding the group of employees in managerial
positions. Managers in organizations have an impact not only on their work but also on the
work of their subordinates and entire teams. Therefore, the research results also have practical
implications. Leaders in organizations should remember to practice reflections, which should
not be an activity only in exceptional circumstances, but rather a part of the routine of everyday
professional duties. Additionally, the leader should engage employees in the reflection practice,
as collective reflection also brings value to the organization.

This study has several limitations. First, the research sample is not large. Although it is
sufficient to conduct analyses and draw conclusions, they cannot be generalized to the entire
population of leaders. Second, the study used a self-reflection competence scale that included
general statements about reflection. However, it was not asked how often the leader practices
reflection and whether it concerns positive or negative aspects. However, in the context of the
results obtained, it does not seem to be that important.

Based on the study, further research directions were indicated. It is worth exploring the
aspects of the limitations of the study. First of all, research on reflection should be expanded to
shed light on whether only positive self-reflection has a better impact on well-being,
commitment, and performance. Reflection on positive and good experiences has a positive
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impact on our emotions, but this does not mean that we draw the right lessons from these
experiences and the right conclusions for future actions. We usually analyze negative events in
detail, considering their causes and possibilities of avoiding them in the future, so we can learn
more. Therefore, it would be worth analyzing this thread, as well as the time spent on self-
reflection practice - whether it should be a daily or time-to-time routine or used only in
exceptional events. Another direction of research should also concern the impact of the leader's
self-reflection competencies and collective reflection on the well-being, commitment,
and organizational performance of employees. Analyzing the relationship between these
variables would contribute to research on a comprehensive approach to leadership.

References

1. Akoglu, H. (2018). User's guide to correlation coefficients. Turk. J. Emerg. Med., Vol. 18,
No. 3, pp. 91-93, https://doi.org/10.1016/j.tjem.2018.08.001.

2. Anseel, F., Lievens, F., Schollaert, E. (2009). Reflection as a strategy to enhance task
performance after feedback. Organ. Behav. Hum. Decis. Proc, Vol. 110, No. 1, pp. 23-35,
https://doi.org/10.1016/j.0bhdp.2009.05.003.

3. Ashford, S.J., DeRue, D.S. (2012). Developing as a leader: the power of mindful
engagement. Organ. Dyn., Vol. 41, No. 2, pp. 146-54, https://doi.org/10.1146/annurev-
orgpsych-031921-024406.

4. Baltaci, A., Balci, A. (2017). Complexity leadership: a theoretical perspective. International
Journal of Educational Leadership and Management, Vol. 5, No. 1, pp. 30-58,
https://doi.org/10.17583/ijelm.2017.2435.

5. Berger, B.K., Erzikova, E. (2023). Self-reflection is the engine that drives, grows and
sustains DE&I among leaders, mentors and public relations educators and professionals.
Journal of Public Relations Education, Vol. 8, No. 4, pp. 59-90.

6. Bono, J.E., Glomb, T.M., Shen, W., Kim, E., Koch, A.J. (2013). Building positive
resources: Effects of positive events and positive reflection on work stress and health.
Academy of Management Journal, Vol. 56, No. 6, pp. 1601-1627.

7. Cambridge Dictionary. Retrieved from: https://dictionary.cambridge.org/dictionary/
english/reflection, 20.02.2024.

8. Carter, D.R., Seely, P.W., Dagosta, J., DeChurch, L.A., Zaccaro, S.J. (2015). Leadership
for global virtual teams: facilitating teamwork processes. In: J.L. Wildman, R.L. Griffith,
(Eds), Leading Global Teams: Translating Multidisciplinary Science to Practice (pp. 225-
252), Springer Science + Business Media.


http://dx.doi.org/10.1016/j.obhdp.2009.05.003
https://doi.org/10.1146/annurev-orgpsych-031921-024406
https://doi.org/10.1146/annurev-orgpsych-031921-024406
https://doi.org/10.17583/ijelm.2017.2435

414

J. Samul

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.
21.

22.

23.

Casper, A., Tremmel, S., Sonnentag, S. (2019). Patterns of positive and negative work
reflection during leisure time: a latent profile analysis. J. Occup. Health Psychol., Vol. 24,
No. 5, pp. 527-542, https://doi.org/10.1037/0cp0000142.

Castelli, P.A. (2016). Reflective leadership review: A framework for improving
organizational performance. Journal of Management Development, Vol. 35, No. 2, pp. 217-
236, https://doi.org/10.1108/JMD-08-2015-0112.

Chudy, W. (2006). Refleksja. In: E. Rézycka (Ed.), Encyklopedia Pedagogiczna XXI wieku,
Vol. 5. Warsaw: Wydawnictwo Akademickie Zak.

Daghmi, H. (2024). Exploring the Dynamics of Leadership Style, Employee Commitment,
Work Motivation, and Work Climate: Implications for Satisfaction and Performance.
Curr. Trends Business Mgmt., Vol. 2, No. 1, pp. 1-8.

Densten, 1., Gray, J. (2001). Leadership development and reflection: What is the
connection? The International Journal of Educational Management, Vol. 15, No. 3, pp. 119-
124.

Di Stefano, G., Gino, F., Pisano, G., Staats, B. (2014). Learning by thinking: how reflection
aids performance. Harvard Business School NOM Unit Working Paper, No. 14-093.
Donkor, F., Dongmei, Z., Sekyere, I. (2021). The Mediating Effects of Organizational
Commitment on Leadership Styles and Employee Performance in SOEs in Ghana:
A Structural Equation Modeling Analysis. SAGE Open, Vol. 11, No. 2,
https://doi.org/10.1177/2158244021100889.

Ellis, S., Mendel, R., Nir, M. (2006). Learning from successful and failed experience:
the moderating role of kind of after-event review. J. Appl. Psychol., Vol. 91, No. 3, pp. 669-
680, https://doi.org/10.1037/0021-9010.91.3.669.

Fritz, C., Sonnentag, S. (2005). Recovery, health, and job performance: effects of weekend
experiences. J. Occup. Health Psychol., Vol. 10, No. 3, pp. 187-199,
https://doi.org/10.1037/1076-8998.10.3.187.

Fry, L.W. (2003). Toward a theory of spiritual leadership. The Leadership Quarterly,
Vol. 14, No. 6., pp. 693-727.

Fry, LW., Vitucci, S., Cedillo, M. (2005). Spiritual leadership and army transformation:
theory, measurement, and establishing a baseline. The Leadership Quarterly, Vol. 16,
No. 5, pp. 835-862.

George, B. (2015). Discover your true north. John Wiley & Sons.

Goker, S.D., Bozkus, K. (2017). Reflective Leadership: Learning to Manage and Lead
Human Organizations. In: A. Alvinius (Ed.), Contemporary Leadership Challenges (pp. 27-
45), IntechOpen, https://doi.org/10.5772/64968

Goleman, D., Boyatzis, R., McKee A. (2002). Naturalne przywodztwo.
Wroctaw/Warszawa: JS - Wyd. Biznesowe.

Goleman, D., Boyatzis, R.E., McKee, A. (2002). Leadership and Emotional Intelligence.
Boston: Harvard Business School Press.


https://doi.org/10.1037/ocp0000142
https://doi.org/10.1108/JMD-08-2015-0112
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2414478
https://doi.org/10.1177/21582440211008894
https://psycnet.apa.org/doi/10.1037/0021-9010.91.3.669
https://doi.org/10.1037/1076-8998.10.3.187
https://ideas.repec.org/b/ito/pbooks/4334.html

Self-reflection in leadership... 415

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

Griethuijsen, R.A.L.F., Eijck, M.W., Haste, H., Brok, P.J., Skinner, N.C., Mansour, N.
(2014). Global patterns in students’ views of science and interest in science. Research in
Science Education, Vol. 45, No. 4, pp. 581-603.

Hair, J.F., Ringle, C.M., Sarstedt, M. (2013). Partial Least Squares Structural Equation
Modeling: Rigorous Applications, Better Results and Higher Acceptance. Long Range
Planning, Vol. 46, No. 1-2, pp. 1-12, https://doi.org/10.1016/j.1rp.2013.01.001

Harms, P.D., Credé, M., Tynan, M., Leon, M., Jeung, W. (2017). Leadership and stress:
A meta-analytic review. The Leadership Quarterly, Vol. 28, No. 1, pp. 178-194.

Hinojosa, A.S., McCauley, K.D., Randolph-Seng, B., Gardner, W.L. (2014). Leader and
follower attachment styles: implications for authentic leader-follower relationships.
The Leadership Quarterly, Vol. 25, No. 3, pp. 595-610.

Inceoglu, I., Thomas, G., Chu, C., Plans, D., Gerbasi, A. (2018). Leadership behavior and
employee well-being: An integrated review and a future research agenda. The Leadership
Quarterly, Vol. 29, No. 1, pp. 179-202.

Jay, J.K. (202), Capturing complexity: a typology of reflective practice for teacher
education. Teaching and Teacher Education, Vol. 18, No. 1, pp. 73-85.

Karas, A. (2021). Modelowanie operacji informacyjnych z wykorzystaniem teorii
sterowania refleksyjnego. Przeglqd Bezpieczenstwa Wewnetrznego, Vol. 24, No. 13,
pp. 351-370.

Kayes, D.C. (2002). Experiential learning and its critics: Preserving the role of experience
in management learning and education. Academy of Management Learning and Education,
Vol. 1, No. 2, pp. 137-149.

Kolb, D. (1984). Experiential learning: Experience as the source of learning and
development. NJ: Prentice-Hall.

Kozminski, A.K., Baczynska, A.K., Skoczen, I., Korzynski, P. (2022). Towards leadership
effectiveness: the role of leadership individual competencies and constraints. Introduction
of the Bounded Leadership Model. Leadership & Organization Development Journal,
Vol. 43, No. 4, pp. 596-611.

Kozminski, A.K. (2015). Bounded leadership: empirical study of the Polish elite. Polish
Sociological Review, Vol. 192, No. 4, pp. 425-453.

Kragt, D., Guenter, H. (2018). Why and when leadership training predicts effectiveness:
the role of leader identity and leadership experience. Leadership and Organization
Development Journal, Vol. 39, No. 3, pp. 406-418.

Lanaj, K., Foulk, T.A., Erez, A. (2019). Energizing leaders via self-reflection: A within-
person field experiment. Journal of Applied Psychology, Vol. 104, No. 1, pp. 1-18,
https://doi.org/10.1037/apl0000350.

Luthans, F., Avolio, B.J. (2003). Authentic leadership: a positive developmental approach.
In: K.S. Cameron, J.E. Dutton, R.E. Quinn (Eds.), Positive Organizational Scholarship
(pp. 241-261). San Francisco: Barrett-Koehler.


https://doi.org/10.1037/apl0000350

416 J. Samul

38.

39.

40.

41.

42.

43.

44,

45.

46.

471.

48.

49,

50.

Meier, L.L., Cho, E., Dumani, S. (2016). The effect of positive work reflection during
leisure time on affective well-being: results from three diary studies. J. Organ. Behav.,
Vol. 37, No. 2, pp. 255-278.

Mezirow, J. (2009). Transformative Learning Theory. In: J. Mezirow, E.W. Taylor (Eds.),
Transformative Learning in Practice: Insights from Community Workplace, and Higher
Education (pp. 18-32). San Francisco: Jossey-Bass.

Montano, D., Reeske, A., Franke, F., Hiiffmeier, J. (2017). Leadership, followers' mental
health and job performance in organizations: A comprehensive meta-analysis from
an occupational health perspective. Journal of Organizational Behavior, Vol. 38, No. 3,
pp. 327-350.

Mulki, J.P., Jaramillo, F., Locander, W.B. (2006). Emotional exhaustion and organizational
deviance: Can the right job and a leader's style make a difference? Journal of Business
Research, Vol. 59, No. 12, pp. 1222-1230.

Na-Nan K. (2020). Organizational Behavior Scale Development. Bangkok: Triple
Education.

Negri A. (2018). Myslenie krytyczne w przywodztwie a coaching. Coaching Review,
Vol. 1, No. 10, pp. 46-53.

Nesbit, P.L. (2012). The role of self-reflection, emotional management of feedback,
and self-regulation processes in self-directed leadership development. Human Resource
Development Review, Vol. 11, No. 2, pp. 203-226, https://doi.org/10.1177/
1534484312439196.

Novikov, D.A., Chkhartishvili, A.G. (2014). Mathematical Models of Informational and
Strategic Reflexion: a Survey. Advances in Systems Science and Application, Vol. 14,
No. 3, pp. 254-278.

Odom, S.F., Boyd, B.L., Williams, J. (2012). Impact of Personal Growth Projects on
Leadership Identity Development. Journal of Leadership Education, Vol. 11, No. 1,
pp. 49-63.

Olsen, H.M., Burk, B. (2014). Using Reflection to Assess Students' Ability to Learn and
Develop Leadership Skills. SCHOLE: A Journal of Leisure Studies and Recreation
Education, Vol. 29, No. 1, pp. 75-90.

Osborn, R.N., Hunt, J.G., Jauch, L.R. (2002). Toward a contextual theory of leadership.
The Leadership Quarterly, Vol. 13, No. 6, pp. 797-837.

Park, J.J., Millora, M.L. (2012). The relevance of reflection: An empirical examination of
the role of reflection in ethic of caring, leadership, and psychological well-being.
Journal of College Student Development, Vol. 53, No. 2, pp. 221-242.
Perkowska-Klejman, A. (2018). Refleksyjnos¢ w kontekscie uczenia sie. Poszukiwanie
pojecé, modeli i metod. Przeglgd literatury. Retrieved from: https://alosus.ceo.org.pl/sites/
alosus.ceo.org.pl/files/perkowska-klejman_a.pdf, 15.02.2024.



Self-reflection in leadership... 417

51.

52.

53.

54.

55.

56.

S7.

58.

59.

60.

61.

62.

63.

64.

65.

66.

Raelin, J. (2006). Does action learning promote collaborative leadership? Academy of
Management Learning and Education, Vol. 5, No. 2, pp. 152-168.

Roberts, C. (2008). Developing Future Leaders: The Role of Reflection in the Classroom.
Journal of Leadership Education, Vol. 7, No. 1, pp. 116-130.

Rufeng, L., Nan, Z., Jiangiang, Z. (2023). Impact of Employee Well-Being on
Organizational Performance in Workplace. International Journal of Management and
Human Science (IJMHS), Vol. 7, No. 2, pp. 87-95.

Samul, J., Wangmo (2021). Spiritual Dimensions in Leadership: A Comparative Analysis
of Polish and Bhutanese Managers. Psychology Research and Behavior Management,
Vol. 14, pp. 847-856, https://doi.org/10.2147/PRBM.S311456.

Schon, D. (1983). The Reflective Practitioner. New York: Basic Books.

Senge, P.M. (1990). The Fifth Discipline: The Art and Practice of the Learning
Organization. New York: Doubleday/Currency.

Stownik jezyka polskiego. Retrieved from: https://sjp.pwn.pl/sjp/refleksja;2573649.html,
20.02.2024.

Smith, P. (2001). Action learning and reflective practice in project environments that are
related to leadership development. Management Learning, Vol. 32, No. 1, pp. 31-48.
Sonnentag, S., Tian, A.W., Cao, J., Grushina, S.V. (2021). Positive work reflection during
the evening and next-day work engagement: Testing mediating mechanisms and cyclical
processes. Journal of Occupational and Organizational Psychology, Vol. 94, No. 4, pp. 836-
865.

Steele, A.R., Day, D.V. (2018). The Role Of Self - Attention In Leader Development.
Journal of Leadership Studies, Vol. 12, No. 2, pp. 17-32.

Sturm, R.E., Vera, D., Crossan, M. (2017). The entanglement of leader character and leader
competence and its impact on performance. The Leadership Quarterly, Vol. 28, No. 3,
pp. 349-366, https://doi.org/10.1016/j.leaqua.2016.11.007.

Teetzen, F., Biirkner, P.C., Gregersen, S., Vincent-Hoper, S. (2022). The Mediating Effects
of Work Characteristics on the Relationship between Transformational Leadership and
Employee Well-Being: A Meta-Analytic Investigation. Int. J. Environ. Res. Public Health,
Vol. 19, No. 5, pp. 31-33.

van Loon, R., van Dijk, G. (2015). Dialogical Leadership: Dialogue as Condition Zero.
Journal of Leadership Accountability & Ethics, Vol. 12, No. 3, pp. 62-75.

Velsor, E.V., McCauley C.D., Ruderman, M.N. (2010). The Center for Creative Leadership
Handbook of Leadership Development. San Francisco: Jossey-Bass.

Waldman, D.A., Javidan, M., Varella, P. (2004). Charismatic leadership at the strategic
level: A new application of upper echelons theory. The Leadership Quarterly, Vol. 15,
No. 3, pp. 355-380.

Wang, L., Jiang, W., Zhang, H., Lin, H. (2020). Leader information seeking, team
performance and team innovation: Examining the roles of team reflexivity and cooperative



418 J. Samul

outcome interdependence. Information Processing & Management, Vol. 57, No. 6,
https://doi.org/10.1016/j.ipm.2020.102343.

67. Wang, Z., Cui, T., Cai, S. (2022). How and when team reflexivity influences employee
innovative behavior. Journal of Managerial Psychology, Vol. 37, No. 1, pp. 61-75.

68. Womac, J. (2020). Engaged Leadership — Why Leaders Should Practice. Journal of Military
Conflict Transformation, Vol. 1, No. 2, pp. 11-14.


https://www.emerald.com/insight/search?q=Zhining%20Wang
https://www.emerald.com/insight/search?q=Tao%20Cui
https://www.emerald.com/insight/search?q=Shaohan%20Cai
https://www.emerald.com/insight/publication/issn/0268-3946

