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Abstract: This study examined the relationship between self-awareness and employee competence in
Private Secondary Schools in Rivers State. The study utilized a cross-sectional research survey design.
Primary source was sourced through self- administered questionnaire. The population of the study
consisted of 4620 full time teachers of all the 154 accredited Private Secondary Schools in Port Harcourt,
Rivers State. The sample size of 368 teachers was determined mathematically using Taro Yamane’s
formula. A well-structured questionnaire was used as instrument of data collection for the study.
Spearman’s rank order (rho) correlation coefficient was utilized in testing the stated hypotheses with the
aid of Statistical Package for Social Sciences (SPSS version 23.0) at a 95% percent confidence interval
and a 0.05 level of significance. Empirical findings from data analyzed predicated that self-awareness,
significantly relates to the measures of employee competence (knowledge, skill and attitude). The study
thus concludes that authentic leadership significantly influences employee competence in Private
Secondary Schools in Rivers State. The study recommends that programmes and avenues that will lead to
self-awareness of leaders in the Private Secondary Schools should be created as this will increase
employee competence.
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INTRODUCTION
In recent years, companies have been subjected to increasing levels of competition stress. To
achieve strategic competitive advantages, businesses must focus on their core competences,
which are heavily influenced by their employees' skills and knowledge (Ong'ango, 2019). The
competitive landscape in many industries today is marked by intense competition among existing
players and the emergence of many focused competitors targeting specific segments of the
market. In addition, the macro environment is characterized by rapid technological progress in
many fields resulting in current solutions to customer problems becoming obsolete (Adim & Poi,
2021). Organizations are increasingly cognizant of the fact that human capital is their most
precious asset; hence, attracting the best candidates is a main priority for the majority of human
resource managers (Girard & Falley, 2010). A business's success is directly connected to the
quality of its human capital. Finally, a highly capable human resource will often exhibit superior
performance. Employee competency can be enhanced by equipping employees with the required
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skills to meet corporate goals. According to Bednárovál and Jergová (2015), employee
competency is the most effective strategy for improving corporate performance in a changing
economic and educational context defined by global competitive markets. In accord, Ong'ango
(2019) stated that the most effective technique for obtaining high workplace efficiency is through
staff competencies.
The nature of human resources is strongly intertwined with its capabilities. Organizations around
the world depend heavily on the knowledge, expertise, capability, and other characteristics of
their employees to accomplish their objectives (George & Zhou, 2007). McClelland (1998)
earlier defined competence as a basic personal characteristic that is a determining factor for
acting successfully in a job or situation. According to Boyatzis (2018), competence is an
individual's capability or ability. Rossilah (2018) added that competency (which could be used
interchangeably with efficiency) is a set of characteristics of knowledge, skills, attitudes, intellect
and view of one's own interests to carry out their duties efficiently and effectively. It is important
for an organization to ensure that employees have the knowledge, skills, and attitude in
accordance with the organization's goals, objectives, and values.
Antwi (2015) recommended that competent employees possess the necessary skills, competency,
and ability to express their ideas in a high-performing organization. They will excel and perform
at their maximum potential if provided with a favorable environment. The performance of an
organization as a whole is contingent upon its employees' competencies. Employee competencies
can be enhanced through effective training programs, which will ultimately improve employee
performance. They can perform their current job more effectively and also prepare for future
jobs by acquiring the necessary knowledge, skills, and attitudes through training (Wright &
Geroy, 2011).
It has been observed that employee competence can be boosted by authentic leadership, which is
a leadership behavior that increases the positive climate in organizations (Walumbwa, Avolio,
Gardner, Wernsing & Peterson, 2008). It uses the positive climate in line with organizational
purposes, internalizes the moral point of view, acts effectively in the balanced distribution of
information, adopts transparency in the relationships with the subordinates in the work
environment and contributes to the development of positive self. As a result, the last decade has
seen a dramatic increase in scholarly interest in authentic leadership, which is defined as leaders
who are guided by strong moral convictions and act in accordance with deeply held values
(Avolio, Walumbwa & Weber, 2009; Gardner, Cogliser, Davis & Dickens, 2011). There is
mounting evidence that authentic leadership improves new venture performance (Hmieleski,
Cole, and Baron, 2012) and employee outcomes, including followers' job performance (Leroy et
al., 2012; Wong and Cummings, 2009), voice behavior (Hsiung, 2012), job satisfaction and
organizational commitment (Giallonardo, Wong, and Iwasiw, 2010; Jensen & Luthans, 2006),
and work engagement (Azanza, Mariano, Molero & Mangin, 2015).
Authentic leadership is defined as a style of leadership behavior that draws on and promotes both
positive psychological capacities and a positive ethical climate in order to foster increased selfawareness, internalized moral perspective, balanced information processing, and relational
transparency (Davis & Dickens, 2011). Since its potential to explain leaders' effects on human
interactions in organizational settings, authentic leadership has become a hot topic in leadership
studies (Hsieh & Wang, 2015). Authentic leaders, according to George and Sims (2007), are
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genuine individuals who are true to themselves and their beliefs. They do not attempt to coerce
or even rationally persuade associates, but rather serve as a model for associate development
through the leader's authentic values, beliefs, and behavior (Luthans & Avolio, 2003). According
to this definition, authentic leadership does not directly result in high-level management
capability; rather, authentic leaders' effectiveness is contingent on boundary conditions such as
leader competency.
Recent research indicates that the leader's behavioral integrity and predictability can transmit the
effect of authentic leadership on followers' performance (Leroy, Palanski & Simons, 2012).
Authentic leaders are individuals who have developed a high level of authenticity in that they are
aware of who they are, what they believe and value, and how they act on those values and beliefs
while interacting with others in a transparent manner (Avolio & Gardner, 2015). To remain
competitive in the face of globalization's consequences, businesses must view change as a
constant challenge. Apart from organizational, technological, and process changes, the changes
also affect the company's employees. By providing opportunities for individual growth and
development, a business can enhance the skills and abilities of its human resources. Employees
will be more qualified to perform their duties, which will significantly benefit the company. A
skilled workforce that possesses the necessary knowledge, aptitudes, and abilities will result in
magnificent organizational outcomes (Ong'ango, 2019).
Despite the indispensability of authentic leadership in stimulating employee competence, there is
still not much in the literature to show empirical evidence on how it influences the knowledge,
skills, and attitudes of employees. With regards to the observed gap in literature, the purpose of
this paper was to examine the relationship between authentic leadership and employee
competence in Private Secondary Schools in Port Harcourt, Rivers State.
This study was guided by the following research question:
1.

What is the relationship between self-awareness and knowledge in Private Secondary
Schools in Port Harcourt, Rivers State?

2.

What is the relationship between self-awareness and skill in Private Secondary Schools in
Port Harcourt, Rivers State?

3.

What is the relationship between self-awareness and attitude in Private Secondary
Schools in Port Harcourt, Rivers State?
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Fig.1 Conceptual framework for authentic leadership and employee competence
Source: Author’s Desk Research, 2021
LITERATURE REVIEW
Theoretical Foundation
Self-Determination Theory links personality, human motivation, and optimal functioning. It
posits that there are two main types of motivation: intrinsic and extrinsic, and that both are
powerful forces in shaping who we are and how we behave (Deci & Ryan, 2000). Selfdetermination theory (SDT), as reflected in both the scientific research and the applied practices
stemming from it, is centrally concerned with the social conditions that facilitate or hinder
human flourishing. The theory examines how biological, social, and cultural conditions either
enhance or undermine the inherent human capacities for psychological growth, engagement, and
wellness, both in general and in specific domains and endeavors. SDT research thus critically
investigates factors that promote vitality, motivation, social integration, and well-being, as well
as those that contribute to depletion, fragmentation, antisocial behavior, and unhappiness, both
intrinsic to individual development and within social contexts.
As a result, authentic leadership, according to SDT, may influence proactive behavior by
affecting employees' psychological outcomes (Rosen et al., 2014). When employees work under
the supervision of an authentic leader who demonstrates relational transparency, self-awareness,
and balanced processing, their basic needs (for example, autonomy) are more likely to be met
through the enhancement of their psychological or cognitive conditions (e.g., the enhancement of
their psychological empowerment).
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The Concept of Authentic Leadership
Authenticity has been defined as a sense of coherence between internal states (such as feelings
and emotions) and external manifestations (such as words and behaviors) (Harter, 2002). A
simplistic view of authenticity may contribute to the widespread belief that leaders who are
"authentic to themselves" are more successful (George & Sims, 2007). However, these
perspectives on authenticity may overlook the fact that authenticity is ascribed by others and that
authentic self-expression requires control (Goffee & Jones, 2005). For example, authentic
individuals may express harmful personal beliefs or undermine organizational values (Ladkin &
Spiller, 2013). The conclusion that self-referential authenticity results in more successful leaders
is in direct opposition to decades of research demonstrating that self-monitoring and perception
management result in increased relational success (Bedeian & Day, 2014).
Authentic leadership, according to Luthans and Avolio (2003) and Javaid, Abdullah, Zeb, and
Hussain (2018), is the combination of a leader's positive capacities. Sparrowe (2005) and Zeb,
Abdullah, and Hussain (2019) both emphasized another critical aspect of authentic leadership:
the process by which an individual's workers identify with the leader. Genuine leadership is an
effective strategy for achieving long-term objectives and motivating creative thinking, affective
commitment, and work performance (George & Zhou, 2007). According to Avolio and Gardner
(2015) and George (2013), authentic leadership is critical to an organization's success because it
fosters trust and a social work climate between supervisors and employees. Additionally,
authentic leadership is a collection of distinct characteristics that enhances employees'
competence and performance (Karatepe & Aga, 2013; Rod & Ashill, 2009).
Authentic leadership refers to a leader's relationship with others in the workplace and a mode of
influence in a particular style of leadership. A distinguishing feature of authentic leadership is
that it challenges conventional views of leadership as a top-down influence process in which
followers align with and carry out the leader's vision (Avolio & Gardner, 2015). Rather than that,
authentic leadership is predicated on notions of empowerment and, more precisely, suggests that
leaders can exert influence by allowing for the authenticity of other parties (e.g., followers, HR
business partners, higher management). Allowing for these alternative "truths" is critical because
it enables authentic leaders to collaborate on co-creating a shared vision of what is considered
real in the organization (and thus a sense of shared identity). Thus, this dynamic process of
influence challenges traditional notions of strategic alignment, in which followers and leaders are
compelled to conform to and implement the HR department's or top management's strategic
goals.
While externally imposed strategic objectives will always be present, the authentic leader, as
described above, will seek to internalize those objectives through a dynamic process (Deci &
Ryan, 2010). He or she may openly and transparently criticize a particular human resource
practice (e.g., forced bonus distribution), but also demonstrates an openness to external input
(self-awareness) and personal feedback (balanced processing) on his or her expressed views.
Through these processes, the leader develops a nuanced understanding that serves as the basis for
behavior (internalized moral perspective). The net result is neither blind acceptance nor rejection
of the HR practice, but rather a deliberate process of consideration and eventual internalization to
the extent that the leader is comfortable. Indeed, the process may result in the authentic leader
rejecting a policy because it conflicts with other demands. However, such a decision will not be
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made lightly (i.e., it will be the result of a thorough calibration process); rather, when an
undesirable practice is eventually communicated, it will not be done in an outright defensive or
(passive) aggressive manner.
Four subcomponents were identified as components of a higher-order structure relating to
authentic functioning in general and authentic leadership in particular. Individuals who operate
more authentically are more aware of themselves and their impact on others (self-awareness);
they share information openly and express their authentic selves to others (relational
transparency); they analyze relevant data objectively while minimizing bias caused by egodefensiveness prior to making decisions (balanced processing); and they are guided by internal
moral values (Ilies, Morgeson & Nahrgang 2005; Walumbwa, Avolio, Gardner, Wernsing, &
Peterson, 2008). Together, these components provide a dynamic view of authenticity as
individuals who are willing to openly express their "true selves" through their words (relational
transparency) and actions (internalized moral perspective), but who are also willing to adapt to
relational demands by remaining receptive to input (balanced processing) and seeking feedback
(self-awareness) (Kernis, 2013; Kernis & Goldman, 2016). As a result, a dynamic process occurs
in which an individual's authenticity is co-constructed through relationships and interactions with
his or her external environment. Consistent with the central tenets of self-determination theory
(Deci & Ryan, 2010), authentic individuals do not resist external demands, but rather seek to
incorporate them into an already existing self.
An authentic leader, in accordance with the first component of authentic leadership, selfawareness, recognizes his or her own potential and talents. Authenticity is a requirement that
necessitates the construction of one's own meaning (Algera & Lips-Wiersma, 2012). As a result,
an authentic leader is aware of his or her own high moral standards and beliefs. As a result, he
acts authentically. The public manager's real leadership behavior has the potential to positively
affect his or her public personnel. To begin, the public manager will make prudent decisions as a
result of his awareness of his own potential. As a result, the risk of making poor choices and
investing time and financial resources in unsuccessful ventures is lowered. Thus, public
personnel will be engaged in deserving legal activities, increasing their trust in their boss.
Second, the true public manager's behavior has a beneficial effect on the self-awareness of
employees. This effect results in a higher level of self-awareness among public employees,
which improves their motivation.
Self-awareness
Self-awareness is a necessary construct for an individual to comprehend his or her own selfconcept and identify with his or her 'true self' (Govern & Marsch, 2001). Self-awareness is
defined in relation to authentic leaders as "understanding how one derives and makes meaning of
the world, and how that process affects one's self-concept" (Walumbwa et al., 2008). Existing
concepts of self-awareness necessitate extensive philosophical discussion about personal sense
making (Walumbwa et al., 2008), which is only truly evident at the construct's apex.
Nonetheless, we argue that authentic leaders transcend personal self-awareness. These
individuals, like an authentic individual, are aware of others (i.e. social awareness) (Kernis &
Goldman, 2016). Self-awareness is defined in social research as the capacity to comprehend
one's own emotions and make an accurate self-assessment (Gardner & Stough, 2002).
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Self-awareness is a term that refers to demonstrating an understanding of how one derives and
makes meaning of the world, as well as how that process affects how one views oneself over
time (Sharif & Scandura, 2014). Additionally, it refers to demonstrating an awareness of one's
strengths and weaknesses, as well as the multifaceted nature of the self, which includes gaining
insight into one's self through exposure to others and being aware of one's impact on others
(Kernis, 2013). Self-awareness entails an awareness of one's own nature and desires, as well as
how one's character affects others. Self-awareness serves as a foundation for making wise
decisions and taking well-planned and beneficial actions in the workplace (Sharif & Scandura,
2014). Additionally, it has an effect on balanced information processing, which refers to the
objective collection and interpretation of data (Sharif & Scandura, 2014).
Self-awareness represents awareness of one’s own knowledge, values, beliefs, motives and
experiences (Ilies et al., 2005). Therefore, it is essential for a leader to know his own potential, to
control his own emotions, to act according to his values and to take decisions according to his
experience. Self-awareness refers to a leader’s behavior, who acts according to his needs and
wants, preferences, and motivations (Leroy et al., 2015). The authenticity of a leader, secured by
self-awareness, assures acknowledged decisions and genuine behavior. As a result, selfawareness contributes to the development of authentic leadership behavior.
Employee Competence
Essentially, organizations can maximize employee performance by cultivating a diverse set of
competencies. According to Spencer & Spencer (1993), a competency is a set of underlying
personal characteristics that indicate a person's ways of acting and thinking. Competence can be
defined as the capacity to meet an extraordinary need effectively while carrying out an assigned
task (Bell, 2007). It refers to the critical or necessary elements required to complete a particular
undertaking or mission. Thus, the structure of competence is derived from an individual's level
of interest in work and daily life (Weinert, 2011). Individuals, social groups, or foundations may
be considered competent if they possess or secure the conditions necessary to accomplish
specific formative goals, as well as when they meet significant external needs. Employee
competency refers to the characteristics, abilities, and characteristics that employees must
possess in order to perform their jobs more effectively (Soderquist, Papalexandris, Ioannou &
Prastacos, 2010; Campion, Fink, Ruggeberg, Carr, Phillips & Odman, 2011). A competent
workforce, it is believed, results in higher-quality products (Ahuja & Khamba, 2008), fosters
innovation (Siguaw, Simpson & Enz, 2016), and lowers turnover costs (Joo & Shim, 2010).
A person is said to be competent if he or she possesses the necessary skills for accomplishing
specific job-related objectives (Rychen & Salganic, 2003). Additionally, competence can refer to
the manners that are ingrained in a person and manifested through operation (which infers
expectations, objectives, and reason). Thus, these examples demonstrate that ability perception is
holistic in nature, integrating and identifying with requests from a specific role, characteristics
(including morals and values), and contexts as critical components of skillful task execution.
Nevertheless, competencies can be deduced from the execution of extremely complex and static
tasks. Furthermore, in order to determine a fundamental capability, one may estimate or track
output voluntarily (Oates, 2011).Competency characteristics are classified into five categories:
motives, traits, self-concept, knowledge, and skills. All of these characteristics were associated
with superior job performance (Spencer & Spencer, 1993).
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Knowledge
Since the dawn of time, humanity has been concerned with knowledge and how it is managed
(Jashapara, 2011). The ability of an organization to manage knowledge effectively is becoming
increasingly critical in today's knowledge economy (Dalkir, 2005). Numerous public
organizations are reorienting themselves to become truly knowledge-based organizations in the
modern era (Willem & Buelens, 2007). Adapting and implementing knowledge management
practices is considered beneficial in any type of organization, public or private, and has the
potential to significantly improve their operations (Wiig, 2002).
Knowledge is being acquainted with, being aware of, or comprehending someone or something,
such as facts (descriptive knowledge), skills (procedural knowledge), or objects (objective
knowledge) (acquaintance knowledge). The majority of authorities believe that knowledge can
be acquired in a variety of ways and from a variety of sources, including but not limited to
perception, reason, memory, witness, scientific research, education, and practice (Paek, 2016).
The term "knowledge" can be used to refer to either a theoretical or practical grasp of a subject.
It can be implicit (as is the case with practical ability or expertise) or explicit (as is the case with
theoretical knowledge of a subject); formal or informal; systematic or specific (Arora, 2011).
Effective knowledge management enables organizations to influence public policies by
capturing, disseminating, transferring, and implementing knowledge in a more systematic and
effective manner (Riege & Lindsay, 2006), and thus has the potential to improve the quality of
social work services and programs (Ukil, 2016).
A recently adopted definition of knowledge is that, knowledge is a justified true belief (Nonaka
& Takeuchi, 1995; Bolisani & Bratianu, 2018). This definition incorporates three basic
conditions, fact for which some authors call it the tripartite account of knowledge. These
conditions according Bolisani and Bratianu (2018) are the following:
a.

The truth condition. It requires that if one knows a proposition then that proposition must
be true. If the proposition is not true, then that person does not know what he claims to
know. The truth condition makes the difference between opinion and knowledge.

b.

The belief condition. That condition demands that if one knows a proposition then he
believes that proposition.

c.

The justification condition. That condition requires a practical way of justifying that the
belief one has is true.

Skill
A skill is a developed proficiency or dexterity in mental operations or physical processes that is
often acquired through specialized training; the execution of these skills results in successful
performance (Jensen & Luthans, 2006). Skills are specific learned abilities. They are what a
person can (or cannot) do. A skill is the learned ability to perform an action with determined
results, often within a given amount of time, energy, or both. Skill pertains to the delivery of
tasks by human workers, or simply task performance. Hisham & Siddig (2018) defined skill vas
"being concerned with all the factors which go to make up a competent, expert, rapid, and
accurate performance. Skill in this sense thus attaches, to a greater or lesser extent, to any
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performance and is not limited to manual operations but covers a wide range of mental activities
as well. “Thus, our starting definition of skill is the delivery of competent, expert, rapid, and
accurate behaviors to complete tasks.
According to Joo & Shim (2010), skills come in two forms: soft skills and hard skills. Soft skills
are universal and not associated with a particular job or industry. Soft skills are abilities such as
written communications, active listening, and collaboration. Hard skills refer to technical
abilities that are typically learned through formal education or additional learning. Coding, data
entry, product knowledge and operating a forklift are all hard skills. Along this line, Proctor &
Dutta (1995) defined skill as being concerned with all the factors which go to make up a
competent, expert, rapid, and accurate performance. Skill in this sense thus attaches, to a greater
or lesser extent, to any performance and is not limited to manual operations but covers a wide
range of mental activities as well.
Some of the critical characteristics of skills, according to Proctor and Dutta (1995), include:
1. A skill is not innate, but must be learned.
2. A skill-based behavior is goal-directed. A skill develops in response to some demand
imposed by the task environment.
3. A skill is acquired when the behavior is highly integrated and well organized. Through
experience, the components of this behavior become structured into coherent patterns.
4. Cognitive demands are reduced as skills are acquired.
Personality
An attitude is an evaluation of an object of thought. Attitude objects comprise anything a person
may hold in mind, ranging from the mundane to the abstract, including things, people, groups,
and ideas (Antwi & Owusu, 2015). An attitude, according to Boyatziz (2018), is a positive,
negative, or mixed evaluation of an object expressed at some level of intensity. It is an
expression of a favorable or unfavorable evaluation of a person, place, thing, or event. These are
fundamental determinants of our perceptions of and actions toward all aspects of our social
environment. Attitudes involve a complex organization of evaluative beliefs, feelings, and
tendencies toward certain actions.
Eagly and Chaiken (2003) defined an attitude as a psychological tendency that is expressed by
evaluating a particular entity with some degree of favor or disfavor. Inherent in this definition is
the idea that reporting an attitude involves the expression of an evaluative judgement about a
stimulus object. In other words, reporting an attitude involves making a decision concerning
liking vs. disliking, approving vs. disapproving or favouring vs. disfavouring a particular issue,
object or person. An attitude, when conceptualized as an evaluative judgement, can vary in two
important ways. First, attitudes can differ in valence, or direction. Some attitudes that a person
possesses are positive (like our attitudes towards the Welsh rugby team), others are negative (like
our attitudes towards liver), and yet others are neutral (like our attitudes towards eating fried
foods). Second, attitudes can differ in strength. For example, while one person might feel very
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strongly about a particular topic, a second person might feel much less strongly about the same
topic.
According to Patterson, Fergusion and Thomas (2018), attitude can be defined as a proclivity to
react positively or negatively to a person or circumstance. Thus, the two main elements of
attitude are this tendency or predisposition and the direction of this predisposition. It has been
defined as a mental state of readiness, organized through experience, which exerts a directive or
dynamic influence on the responses. These can also be explicit and implicit. Explicit attitudes are
those that we are consciously aware of and that clearly influence our behaviors and beliefs.
Implicit attitudes are unconscious but still affect our beliefs and behaviors.
Authentic Leadership and Employee Competence
Given that authentic leaders foster the positive emotional and cognitive development of their
followers (Avolio & Gardner, 2005), employees’ self-worth perceptions and self-esteem will be
enhanced as they acquire a more positive evaluation of self (Dutton, Dukerich & Harquail,
1994). In addition, perceptions of authentic leadership signal to followers that they are special
and worthy of employers’ special treatment and trust, which promotes their positive sense of
self; followers then seek to maintain this positive self-image by increased effort and goaldirected behavior (Chen, Ferris, Kwan, Yan, Zhou & Hong, 2013). Leroy, Anseel, Gardner and
Sels (2015) found that authentic leadership is positively related to followers’ affective
organizational commitment and work role performance. Wang, Sui, Luthans, Wang & Wu
(2014) also found that authentic leadership is positively related to followers’ task performance.
Wong and Cummings (2009) suggested that authentic leadership improves followers’ self-rated
job performance.
Authentic leadership behaviour is positively associated with employees' work engagement
(Penger & erne, 2014). Therefore, authentic leadership has a positive impact on employees’ work
engagement, which subsequently increases their level of organizational competence. Other
elements, such as positive psychological capital, moral perspective, self-awareness and selfregulation, which are fostered by leaders through their leadership activities, can have a positive
influence on the organizational environment (Zhang, Everett, Elkin & Cone, 2012). Hence,
authentic leadership behaviour contributes to the development of a productive working
environment which in turn promotes employee competence.
Authentic leadership behavior has a positive impact on group activities. Subsequently, the
follower maintains a more reliable relationship with collective work under genuine leadership
behaviour (Avolio & Gardner, 2015). As a result, their group performance increases. An
authentic leader has not just a positive influence on relationships among his followers but on
their moods as well (Hsiung, 2012). Therefore, it can be argued that authentic leaders and their
leadership activities have an important impact on their followers’ activities and performances.
Authentic leadership has an essential influence on predicting employees’ creativity (Rego,
Sousa, Marques & Pina, 2014). This influence can be established directly or through hope, which
is identified as an intermediary element in this process (Rego, Sousa, Marques & Pina, 2014).
The positive effects of authentic leadership generate employees’ creativity, thus competence.
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Zeb, Abdullah and Hussain (2019) conducted a study aimed to explore the linkage among
authentic leadership traits and job performance via the mediating role of High-Performance
Human Resource Practices (HPHRPs) in a developing country context. Social Exchange theory
and Trait theory were seldom applied to job performance among Pakistan Telecommunication
Company Limited (PTCL) employees. A cross-sectional design was employed and data was
collected from 368 employees via questionnaire. It was an exploratory study; therefore, partial
least square–structural equation modeling (PLS-SEM) was employed to answer the research
questions. The findings of this study revealed that relational transparency, directly and indirectly,
influenced job performance with the partial mediating role of selective staffing and extensive
training.
Human capital has always been in line with the concept of competence to build human capacities
that are helpful to an organization. Competence is directly connected with the concept of
individual performance. Knowledge, Skills, and Character are parts that directly contribute to the
performance of an individual. Hameed (2011) suggests that the performance of an employee is
determined primarily by their knowledge of their job, their personality, skills, and the effort they
put towards their jobs.
According to Mutsotso (2010), talent and skills will in general foresee task execution while
character and related components will in general produce logical performance. There are explicit
components of logical performance, for example, individual activity that is affirmed to be
foreseen by the capacity and occupation fulfillment factors. The qualification in performance
between workers will be shown by varieties in a person's capacities, character, and inspiration.
Jayan (2006) in an investigation of middle-level supervisors, concluded that the parameters that
were used to evaluate managers’ performance were competence, personality, and/or motivation.
Empowering employees will contribute to the success of the organization. Researchers have
found out the connection linking employee empowerment to employee performance. (Obwoya,
2010). Research has continuously shown that empowering subordinates achieves desired
organizational goals and objectives, hence improving overall organizational performance (Rita,
2011). Hence, it is considered as a way to increase the confidence of employees in decision
making in both upper and lower levels of the organization. This inevitably leads to the high
performance of the employees (Obwoya, 2010).
Chesire and Kombo (2015) concluded that organizational performance is influenced in a big way
by the quality forces in all categories of business. It is majorly looked at in three distinct areas,
which are financial performance, commodity market performance, and shareholder return.
Employees and teams that are comprised of members that are highly skilled, trained, and
motivated will nearly overcome external force difficulties. He asserts that the performance
system is built into all human resource activities that include recruitment and selection, training,
reward, and relations, among others, and it looks more into the future to improve on challenges
and opportunities. Hence, organizations should be geared towards developing employees’
competencies to ensure performance is maintained and enhanced.
Yingchuo and Guo (2016) studied the link between ability and job performance of university
counselors, moderation the roles of responsibility and cognizance. This study investigated the
connections between the ability, responsibility, cognizance, and the activity execution of
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university counselors. The findings show that university instructor competency has a positive
impact on errand execution, no noteworthy expectations on relationship performance, and the
obligation perception of the university counsel not just positively affects both task performance
and relationship performance, but in addition, it has a direct impact on competency and both the
two relationships.
A study by Friolina, Sudarsih, Endhiarto and Musmedi (2017) sought to know whether
competence, communication, and commitment affect the performance of civil servants. From the
results, competence was found to have a positive and significant effect on the performance of
civil servants in Bondowoso. The interpretation here then was that if civil servants' jobs matched
their competencies, there would be improved performance. Friolina et. al. (2017) carried out
research on the effect of communication competence on self-efficacy in Kaohsiung Elementary
School Directors. He observed that modern schools require educators to participate in continuous
growth professionally to keep up with various social changes, and this has put them under
immense pressure. Yu and Ko (2017) conducted a survey on communication competency as a
mediator in the self-leadership to job performance relationship. The study findings identified
communication competence and self-leadership as positively correlated with nursing
performance.
A study by Wirano and Perdana (2015) on the effects of competence, motivation, and employee
performance in DT POS Indonesia uncovered that skill and motivation have a significant and
beneficial outcome on performance at the same time by 54.70%, in part because ability has a
positive critical impact on job execution by 65.60%, and work motivation has a positive huge
impact on performance by 24.40%. They recommended that frequent training and development
can improve skills, whereas motivation can be improved through learning, thankfulness and
acknowledgement.
Maripaz and Amran (2016) investigated graduates’ competence in employability skills and job
performance. Their research was acclimated to draw out the connection between categories of
employable and performance elements as indicated by Borman and Motowildos' taxonomy. They
found out that graduate skills in employability aptitudes could give them a bit of leeway over
their particular nature of work. Subsequently, proper consideration with respect to creating
capability in employability abilities by businesses, workers, higher scholarly establishments,
work organizations, and policymakers may help address issues of task execution.
Through a survey of the service sector in Turkey, Halil, Mehmet, and Unal (2013) analyzed how
personal abilities influence performance through a survey. A research survey was done of 30
companies in the service sector. The discoveries uncovered a positive connection among
capabilities and individual task execution. Furthermore, abilities appear to have a significant
impact on how an individual performs his tasks.Toroitich, Mburu, and Waweru (2017) did a
study on the effects of individual qualifications in the putting in place of procurement systems in
some Kenyan counties. The study discovered that workers’ capability significantly affects the
usage of e-procurement in County Governments. Staff training on the utilization of eprocurement will enhance the execution of e-procurement in county governments.
Wei, Li and Zhang (2016) in their study developed a mediated moderation model to test the
interactive effect of authentic leadership and competency on followers’ job performance through
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work engagement. Based on a sample of 248 subordinate–supervisor pairs, hierarchical
regression analyses reveal that (1) authentic leadership positively relates to followers’ task
performance and organizational citizenship behavior (OCB); (2) leader competency moderates
the relationship between authentic leadership and OCB; (3) and followers’ work engagement
mediates the main effect of authentic leadership and the interactive effect of authentic leadership
and competency on followers’ task performance and OCB.
The following research gaps were identified after an extensive literature review in the field of
employee competence, specifically in the context of private secondary schools in Port Harcourt:
Most of the studies on authentic leadership and employee competence have been undertaken in
other economic sectors, with minimal attention given to the educational sector. Practitioners
agree that there is a growing problem related to authentic leadership and employee competence
in the education sector, and therefore, this area merits serious research attention. Furthermore,
most of the existing studies on authentic leadership and employee competence in business
organizations have been carried out in the Western context. The researcher did not come across
any Port Harcourt study, barring a few studies discussed in the above section, which
comprehensively investigates the issue of employee authentic leadership and employee
competence in table private secondary schools in Port Harcourt. It is against this backdrop that
the study focused on the relationship between authentic leadership and employee competence in
the private secondary schools in Port Harcourt, Rivers State.
METHODOLOGY
The study utilized a cross-sectional research survey design. Primary source was sourced through
self- administered questionnaire. The population of the study consisted of 4620 full time teachers
of all the 154 accredited Private Secondary Schools in Port Harcourt, Rivers State. The sample
size of 368 teachers was determined mathematically using Taro Yamane’s formula. A wellstructured questionnaire was used as instrument of data collection for the study. Spearman’s rank
order (rho) correlation coefficient was utilized in testing the stated hypotheses with the aid of
Statistical Package for Social Sciences (SPSS version 23.0) at a 95% percent confidence interval
and a 0.05 level of significance.
DATA ANALYSIS AND RESULTS
Table 1: Correlation Matrix for self-awareness and Measures of employee competence
Knowledg
Self_Aware
e
Skill
Spearman's
Self_Aware
Correlation
1.000
.455**
.602**
rho
Coefficient
Sig. (1-tailed)
.
.000
.000
N
292
292
292
Knowledge
Correlation
**
.455
1.000
.590**
Coefficient
Sig. (1-tailed)
.000
.
.000
N
292
292
292
Skill
Correlation
.602**
.590**
1.000
Coefficient
Sig. (1-tailed)
.000
.000
.
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.656**
.000
292
.565**
.000
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.807**
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N
292
Correlation
.656**
Coefficient
Sig. (1-tailed)
.000
N
292
**. Correlation is significant at the 0.05 level (2-tailed).
Attitude

292

292

292

**

**

1.000

.000
292

.
292

.565

.000
292

.807

Source: Research Data, 2021 (SPSS Output, Version 23.0)
Table 1 presented the Spearman's rank order correlation matrix for the relationship between selfawareness and the measures of employee competence in deposit money banks in Port Harcourt.
From the data given in the table, the correlation results for Ho1, Ho2, and Ho3 were given as below:
Ho1: There is no significant relationship between self-awareness and knowledge in Private
Secondary Schools in Port Harcourt, Rivers State.
The study reported a positive correlation coefficient value of rho = .455**, p = .000 < 0.05 (alpha
value) between self-awareness and knowledge in Private Secondary Schools in Port Harcourt,
Rivers State. This shows a moderate positive relationship between self-awareness and knowledge in
Private Secondary Schools in Port Harcourt, Rivers State.
Decision: The null hypothesis Ho1 was rejected since the p-value obtained is less than the alpha
value of 0.05. Therefore, we state that there is significant relationship self-awareness and
knowledge in Private Secondary Schools in Port Harcourt, Rivers State.
Ho2: There is no significant relationship between self-awareness and skill in Private Secondary
Schools in Port Harcourt, Rivers State.
The study reported a positive correlation coefficient value of rho = .602**, p = .000 < 0.05 (alpha
value) between self-awareness and skill in Private Secondary Schools in Port Harcourt, Rivers
State. This shows a strong positive relationship between self-awareness and skill in Private
Secondary Schools in Port Harcourt, Rivers State.
Decision: The null hypothesis Ho2 was rejected since the p-value obtained is less than the alpha
value of 0.05. Therefore, we state that there is significant relationship between self-awareness and
skill in Private Secondary Schools in Port Harcourt, Rivers State.
Ho3: There is no significant relationship between self-awareness and attitude in Private Secondary
Schools in Port Harcourt, Rivers State.
The study reported a positive correlation coefficient value of rho = .656**, p = .000 < 0.05 (alpha
value) between self-awareness and attitude in Private Secondary Schools in Port Harcourt, Rivers
State. This shows a strong positive relationship between self-awareness and attitude in Private
Secondary Schools in Port Harcourt, Rivers State.
Decision: The null hypothesis Ho3 was rejected since the p-value obtained is less than the alpha
value of 0.05. Therefore, we state that there is significant relationship between self-awareness and
attitude in Private Secondary Schools in Port Harcourt, Rivers State.
DISCUSSION OF FINDINGS
The study findings reveal that there is strong positive relationship between self-awareness and
employee competence of Private Secondary Schools in Port Harcourt, Rivers State. The P-value
(0.00) is less than the level of significance at (0.05). This finding agrees with the position of
Leroy et al. (2015) that self-awareness refers to leader’s behavior, who acts according to his
needs and wants, preferences and motivations. According to their claim, it can be argued that
self-awareness supposes that a leader comprehends his own needs and wants. He has a high selfwww.accexgate.com | papers@accexgate.com
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esteem level and he is capable to accomplish his main objectives. Consequently, authentic leader
understands his own purposes and acts according to his motivations. Self -awareness also relates
how often a leader acknowledges his influence on other people (Peterson et al., 2012). Therefore,
self-awareness ensures that a leader takes full responsibility for his own actions and he is aware
of his impact on people around him. Authenticity of a leader, secured by self-awareness, assures
acknowledged decisions and genuine behavior. As a result, self-awareness contributes to the
development of authentic leadership behaviour.
This finding agrees with previous findings of Hoffman (2013) who opined that Persons with high
conscientiousness are more likely to have better performance by improving their personal traits
to suit the tasks at hand and choose the right moments for handling them. It is vital to note that
job performance is great and improved in the early stages of a job tenure due to the need to
concentrate one’s focus and energy to achieve a certain level of satisfaction however, the
detrimental side is that the more time spent on achieving tasks or at the same place of work, the
less and less the effect of proactive personality thus care needs to be taken by employers to
ensure that this issue has a solution if they are to maintain staff productivity and curb turnover
rate (Hoffman, 2013).
More so, the outcome of this work further aligns with the findings of Victoroff and Boyatzis
(2012) who reinstated the fact that Students or people rated highly in self-management are more
likely to perform very well in their tasks due to their positive attitudes, self-motivation,
willingness to learn and ability to adapt and initiate in times of changes and therefore it’s
paramount to focus and improve on self-management before thinking of relationships. It’s very
important to know that possessing the achievement orientation and conscientiousness
competences have the limitation of over concentrating or persisting on tasks with the intention of
perfecting it which in turn consumes a lot of time for the mastery/perfection process while others
simply to it to the adequate level (Victoroff and Boyatzis, 2012).
CONCLUSION AND RECOMMENDATIONS
The study concludes that self-awareness significantly relates to employee competence in Private
Secondary Schools in Port Harcourt, Rivers State.
The study recommends that programs and avenues that will lead to self-awareness of leaders in
the Private Secondary Schools should be created as this will increase employee competence.
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