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Abstract 

Drawing on the social exchange theory, this study aims to analyze the influence of management skill on organizational 
performance. Specifically, this study sought to investigate mediating role of self-management between management skill, 
and organizational performance by utilizing structural equation modeling (SEM) technique. Four propositions which 
explained the relationships among the variables in the study were postulated. In the context of the study, the introduced 
model was tested by a questionnaire instrument with 18 items, excluding the demographic variables in Nigeria. A total of 
317 completed copies of questionnaires were evaluated for analysis. The findings of the study indicated positive 
correlations among the variables with high factor loadings. The results of this study also revealed that self-management 
mediated the relationship between management skill and organizational performance. 

Keywords: Management Skill, Self-Management, Organizational Performance, Structural Equation Modeling, and Nigeria 

 

INTRODUCTION  

Performance evaluation and determining its antecedents and consequences is an important gap in 
research to fill. Nevertheless, there have been various researches on the determinants of 
organizational performance and its relationship with management skill and self-management. 
However, there is no consensus on the main determinants of the performance in organizations.  

The quality of employees has an important influence on performance. This study applies Structural 
Equation Modeling (SEM) to determine the scope which management skill and self-management 
influence and the perceived organizational performance among employees of different sectors in 
Nigeria. Also, it was aimed in this study to investigate the relationships between management skill, 
self-management and organizational performance. Finally, it was aimed to discover mediating role of 
self-management between management skill and performance. 

The findings of this research will help the managers, supervisors and administrators of both public 
and private sectors such as communication, petroleum, construction, real estate, service, automotive, 
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finance, agriculture, technology, and postal services to receive more information or guidelines about 
how to train and treat the employees.  

This study is intended to promote a better theoretical understanding and recognition of the 
complexities associated with overall job performance. The present study sought to answer the 
following question: What is the mediating role of self-management between management skill and 
organizational performance?  

 

LITERATURE REVIEW 

In this section, management skill, organizational performance, mediating role of self-management 
and the relationships between these three concepts are examined separately. 

Management Skill 

The necessity for high-quality managers, “people who can manage themselves and others in a high 
stress environment, is increasing” (Popovici, 2012).  It is emphasized by Henry Fayol that educating 
managers is "chiefly a matter of putting young people in the way of understanding and using the 
lessons of experience" (McEvoy, Cragun, 2010).  

Leaders may bring us vision, inspiration and challenge, yet these things count for nothing without the 
efficient implementation brought about by good management. A manager must have an extensive 
set of skills - from planning and delegation to communication and motivation. Each firm is endowed 
with a level of management skill which can lead to higher productivity (Brynjolfsson, Hitt, 1995). 
Accomplishing organizational goals is vital for a manager, which is possible by: organizing, forecasting, 
coordinating, training and monitoring-evaluation (Popovici, 2012).  

Productive and effective management skills are not innate qualities; management skills can be 
cultivated, developed and learned. When employees choose to leave a position, it is often because of 
their manager or relationships with people in their working environment. Popovich (2012) suggests 
that managers should also have skills in conflict resolutions, compromising between the two trends, 
considered comments, survival strategies, and leadership. 

Self-Management  

Self-management can be defined as a self-influence process through which individuals achieve the 
self-direction and self-motivation (Mahembe, et al., 2013). Likewise, self-management designates 
guidance, managing and controlling self-behaviors and self-social development (Parastoo, Asghari, 
Poor, Zadeh, 2011). According to Manz (1980), effective self-management appears to offer potential 
benefits to individual employees and organizations.  

However, “different scales were designed to capture the scope of both self-management and self-
leadership. Self-leadership consists of behavioral and cognitive strategies that positively influence 
personal effectiveness for changing or eliminating ineffective and inefficient behaviors’’ (Mahembe et 
al., 2013).  

To achieve behavioral changes, the focused action by enabled self-goal setting is required (Mahembe, 
et al., 2013). In addition to excellent skills and competence, self-management can build a role and 
procedures for completion of tasks (Jiang & Chen, 2011). Thus, self-management, which has a 
substantial power on behavior, is examined in this study  
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Organizational Performance  

Organizational performance has been an important output and the subject matter of all 
organizational activities (Ahmed, et al., 2013). Wang (2009) defined performance as products, 
accomplishments, results, impacts or achievements. Nevertheless, performance was defined by 
Williams and Anderson (1991) as employees’ accomplishment level in their responsibilities and duties 
assigned in the work. According to Campbell’s (1990) definition, performance is attitudes or 
behaviors of employees related to the organization’s objectives and success. Bakiev (2007) defined 
performance as productivity which is the output achieved by organizations for a certain amount of 
investments or input. One of the fundamental opinions of organizational performance cited in all 
these descriptions was positive behaviors of employees. 

Organizational performance refers to the extent to which an organization performs well in pursuing 
its mission or produces outputs towards its mission (Kim, 2005). The literature proposes different 
approaches to understanding and evaluating organizational performance.  

Popovich (1998) stated that in high-performance organizations, assignments and outcomes are 
clearly defined and employees are empowered, motivated, and inspired to achieve. Flexibility, 
communicating with stakeholders, and restructuring work process are important characteristics of 
organizations that are able to adapt to new conditions and respond to customers, two features 
necessary for high performance (Sahin, 2010). While some scholars evaluate organizational 
performance generally (Berman, & West, 1998), others emphasize the importance of performance 
measurement and monitoring (Hatry, 1999; Hatry, & Wholey, 1999; Kopczynski, & Lombardo, 1999). 

The main problem of organizational performance is goal ambiguity and measurement deficiencies 
(March, & Sutton, 1997; Chun, & Rainey, 2005). Performance measurement can help businesses and 
organizations establish organizational efficiency. Nonetheless, due to the objective dissimilarities of 
organizations, firms and corporations, there is no consensus on the performance measurement 
indicators. However, academics utilize recovery rate, mortality rate, arrest rate, rewards system, cost-
benefit analysis and cost-effectiveness analysis to assess organizational performance (Grabosky, 1989; 
March & Sutton, 1997; Wang, 2009; Robbins & Judge, 2012). For instance, Grabosky (1989) stated 
that cost-benefit analysis determines if any activity has a creditable use of resources where the 
monetary costs are compared with its monetary outcomes. Accordingly, based on the statement 
above, the main deficiency of organizational performance is not only monetary factors, but also its 
openness to manipulations and dependence of performance measurement to organizational political 
environment (Ahmed et al., 2013). 

Theoretical Framework 

The Social Exchange Theory was used as the theoretical framework for this study. Main assumption of 
this theory is that individuals feel obliged to respond in the same way when others treat them well or 
reward them. This concept is also contained in the “norm of reciprocity.” When an organization treats 
employees well, the employees reciprocate in the same way (Tongur, 2011). Good treatment of an 
organization could be illustrated as; rewarding employees, being respectful of their thoughts and 
values, and being in compassionate manner (Brown & Leigh, 1996; Netemeyer, et al., 1997).  

Employees’ response in the same way means that individuals who are working in the organization 
value the good treatment from organization and they respond to this by developing good behaviors, 
starting to serve and perform better in the organization (Tongur, 2011). This circular system is called 
social exchange in the organizations. This circulation was proved by empirical studies. 

The crux of the matter is that the mediatory role of the three concepts management skill, self-
management, and organizational performance cannot be over-emphasized in Nigeria. 
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Study Hypothesis 

To understand the mediating role of self-management between management skill and self-
management, the following research hypotheses were formulated to be tested based on the 
theoretical framework of the study and the findings of the literature review; 

H1: Management skill positively correlates with organizational performance.  

H2: Self-management positively correlates with organizational performance.  

H3: Management skill positively correlates with self-management. 

H4: Self-management mediates the relationship between management skill and 
organizational performance. 

Theoretical Model  

This study has three latent variables, one exogenous variable, one endogenous variable, and one 
mediating variable. The conceptual model of this study is presented in  

Figure 1: Hypothesized Model 

 

 

METHODOLOGY 

Study Design and Sample: The research was conducted on various sectors (communication, 
petroleum, construction, automotive, banking, technology etc.) in Nigeria. Approximately 400 
questionnaires were delivered randomly according to the number of employees in the organizations. 
Some of the organizations allowed random distribution of the forms to their employees while others 
requested that the forms should be left at the information desk. Subsequently, the banks took 
responsibility of distributing the surveys to the employees randomly. A few days after delivery, all the 
participants were re-visited so that the forms could be collected. A total of 334 survey forms were 
collected and 17 survey forms were excluded from the analysis due to missing data. Thus, exactly 317 
(94%) complete forms were evaluated for further analysis.   

The survey instruments: The survey instrument consisted of questions derived from the literature. 6 
questions were postulated on management skill scale and followed by 4 questions on the self-
management scale and finally, 8 questions on organizational performance scale. Also, the survey 
instrument consisted of a demographic information section. 

  a) Demographic Information: Information about the demographic characteristics of the 
participants covering their, gender, sector, and occupational rank was collected. 
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  b) Management Skill Scale: The scale, developed by Burke and Collins (2001), has been used 
in numerous studies. It confirms validity and reliability of the scale. Management skill was measured 
using 6 questions. A five-point Likert scale was used for each of the 15 questions, scoring from 1 to 5 
where number (1) means strongly disagree, (2) disagree, (3) neutral, (4) agree, and (5) strongly agree. 
The five-point Likert scale was again used for all these questions. The Cronbach’s alpha score for 
management skill was 0.88. Skewness and Kurtosis scores were between -1 and +1, which indicated 
that the distribution was normal. The Cronbach Alpha coefficient of the scale was found 0,89. 

c) Self-Management Scale: The scale was developed by Castaneda, Kolenko, and Aldag (1999) 
and was measured using 4 questions. A five-point Likert scale was used for each of the 4 questions, 
scoring from 1 to 5 where  number (1) means strongly disagree, (2) disagree, (3) neutral, (4) agree, 
(5) strongly agree. The five-point Likert scale was again used for all these questions. The Cronbach’s 
alpha score was 0.77. Skewness and Kurtosis scores were between -1 and +1, which indicated that 
the observed distribution was normal. The Cronbach Alpha coefficient of the scale was found  0,77. 

d) Organizational Performance Scale: The scale was developed by Bakiev (2007) from Nyhan 
(2000) and Sahin (2010). A five-point Likert scale was used for each of the 6 questions, scoring from 1 
to 5 where number (1) means strongly disagree, (2) disagree, (3) neutral, (4) agree, (5) strongly 
agree. The five-point Likert scale was used for all these questions. The Cronbach’s alpha score was 
0.87. Skewness and Kurtosis scores were between -1 and +1, which indicated the existence of a 
normal distribution. The Cronbach Alpha coefficient of the scale was found 0,87. 

Analysis of the Data 

In the analysis of the data, Statistical Software for Social Science (SPSS) 18.0 was used. The Structural 
Equation Modeling (SEM), with AMOS 18.0 software, was used to analyze the data. SEM is a method 
that has the ability to analyze many variables at the same time (Wan, 2002) and take measurement 
errors into account (Byrne, 2001). Unlike other statistical analyses, using SEM in data analysis has the 
strength to extract measurement error from estimates of observed variables, which provides more 
accuracy in estimating the strength and degree of relationship (Byrne, 2001). Kula (2011) emphasizes 
the advantages of SEM arguing that the technique allows the researcher to estimate a measurement 
model simultaneously, specifying relations between measured variables and underlying latent 
variables. SEM consists of measurement models of exogenous variable and endogenous variable, and 
control variables to investigate the structural relationship between the variables. The literature 
suggests that various goodness-of-fit indices can be used for Structural Equation Modeling (Byrne, 
2010, Kline, 2011).  The following indices are the most commonly used goodness-of-fit statistics in 
the related literature: χ2-p-χ2/df, RMSEA-PCLOSE, TLI-CFI values and HOLTER Index value (Uryan, 
2010: 70-73; Kula, 2011: 65-74). The significance level for acceptance was set as p<0.05. 

FINDINGS 

Demographic variables  

This study has three demographic variables: gender, sector, and occupational rank. The distribution of 
the respondents related to the demographic variables is presented in Table 1. A total of 317 
employees participated in the survey.  
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Table 1: Demographic variables 

Variable 

 

 

 

 

ECCCCCCCCCCC, ;2| 
||\YC 

Frequency Percentage (%) 

Gender 

Female 87 27.4 

Male 230 72.6 

Sector 

Communication 43 13.6 

Petroleum 33 10.4 

Construction 45 14.2 

Real Estate 43 13.6 

Service 40 12.6 

Automotive 14 4.4 

Finance 54 17.0 

Agriculture 11 3.5 

Technology 19 6.0 

Postal 15 4.7 

Occupational Rank 

General Manager 16 5.0 

Director 55 17.4 

Middle Level Manager 133 42.0 

Expert 39 12.3 

Other 74 23.3 

 

 

 

N= 217  

 

As displayed in table 1, it is not surprising that the majority of the participants were male (230; 72.6 
%) while female respondents constitute 27.4 % (87). For the distribution of the respondents in terms 
of sector, 54 respondents were from communication sector (17%), the next largest group, 45, was 
from construction sector (14.2%), and it was followed by communication and real estate sectors with 
43 and 43 respondents. The distribution percentages of these two sectors were 13.6% and 13.6% 
respectively. Of the total 317 respondents, 40 (12.6%) of them were in service sector while 33 
(10.4%) respondents were in petroleum sector. In addition, 19 respondents were in technology 
sector, 15 of them were in postal service, 14 respondents were in automotive, and 11 of them were 
in agriculture sectors. The distribution percentages of these sectors were 6.0%, 4.7%, 4.5%, and 4.4% 
respectively. According to the distribution of the respondents in terms of occupational rank, 16 of the 
total 317 respondents (5%) were general managers. Directors constituted 17.4% of the respondents. 
A great majority of the respondents were middle level managers (133; 42.0%). Finally, 39 
respondents listed their rank as expert, which is 12.3 % of all the respondents while 74 of the 
respondents were others (23.3%). 

To analyze the relationship between the variables of the study, SEM model was developed as shown 
in Figure Hata! Başvuru kaynağı bulunamadı.2. In the revised SEM model, all of the indicators 
revealed significant relationship with the connected latent variables (p<0,001).  
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CMINN/DF:2.48, TLI:0.92 CFI:0.93, RMSA: .068, HOLTER:168 

 

Figure 2: The Relationship between Management Skill, Self-Management, and Organizational 
Performance with Structural Equations Modeling (SEM) 

 

A positive significant relationship was observed between management skill and performance 
(p<0,001). Likewise, the relationship between management skill and self-management was positive 
and significant (p<0,001). In this model, it can be observed that self-management mediates between 
transformational leadership and performance. 

The revised structural equation model reveals that all indicators have a significant association with 
latent variables (p<0.001). It was found that management skill positively correlated with 
organizational performance (p<0.001). Moreover, self-management positively correlated with 
organizational performance (p<0.001). In addition, management skill positively correlated with self-
management (p<0.001). Finally, self-management mediated the relationship between management 
skill and organizational performance (p<0.001). As a result, research hypotheses H1, H2, H3 and H4 
were supported. 

According to these results, management skill, self-management, and organizational performance 
have been found significantly associated (P<0.001).  

In this context, the relationship weight of management skill and organizational performance 
(standardized regression weight) was 0.36, the relationship weight of management skill and self-
management was 0.65, and, the relationship weight of self-management and organizational 
performance was found 0.41.  

Initially, the coefficient/weight of the relationship between management skill and performance was 
determined as 0.61. Subsequently, self-management was added to the model as a mediator. Then, 
the weight of the relationship was decreased to 0.36.  
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Consequently, management skill and self-management variables explained 48% of the change 
(variance) on organizational performance.  

DISCUSSION 

The purpose of this study was to examine the mediating role of self-management between 
management skill, and organizational performance with Structural Equation Modeling in Nigeria.  

This study reveals several attractive findings that merit further discussions.  

The findings are also in line with previous findings in organizational performance studies (Sahin, 
2010; Bakiev, 2007; Kula, 2011). The results of this study provide support for the concept that 
management skill and self-management has impacts upon organizational performance.  

The SEM results of this study indicated that the first hypothesis (H1) had a significant relationship 
with a positive regression coefficient of .29. This finding illustrates that it is very important to display 
strong management skills by eliminating the problems caused by lack of coordination, establishing 
robust, reliable, and effective decision-making mechanism, strong leadership, managing and 
resolving conflict in a positive way, and clear, effective, and achievable planning. These factors 
significantly affect employee performance that managers need to be aware of and should work to 
improve all the time. In Nigerian context, among the employees of almost all sectors, it is observed 
that people complained about the poor management skills and styles. When a better management 
skill was revealed, the performance level of the employees increased dramatically. 

The results of the SEM analysis confirmed the second hypothesis (H2) and the presence of a positive 
and statistically significant relationship with a regression coefficient of .44. This finding indicates that 
self-management indicators such as having the desire and the skill to learn, capability to use time 
successfully, having relevant personality traits with profession, and problem-solving skills have a 
significant positive impact on all the aspects of organizational performance. If management wants to 
increase performance perception, it should maintain to enhance the individual abilities and 
capabilities of employees. 

The results of the SEM analysis supported the third hypothesis (H3) and suggested that there is a 
positive and statistically significant correlation between management skill and self-management. A 
strong positive correlation was found between management skill and self-management variables. 
Based on these findings, management supports self-improvement, learning skill and relevant 
personality traits with the profession. 

Self-management was a mediating variable of this study. The CFA results of the measurement model 
of self-management confirmed that self-management had a positive significant correlation with 
organizational performance variable. Self-management variable mediates the relationship between 
management skill and organizational performance variables. It was also found that self-management 
explained 45% percent of variation on organizational performance variable, which supports 
hypothesis four (H4). This result implies that managing individual effectiveness within the wider 
complexities of a management role requires a holistic approach that will highlight the crucial links 
between individual effectiveness and the achievement of an organizational objective. 

The results of this study indicated that the dimensions of management skill and self-management 
have positive and significant relationships with the organizational performance. 

This study may substantially contribute to organizational performance both in terms of practice and 
theory, and it can be a source for important implications. In contrast, this study demonstrates that 
social capital may significantly contribute to organizational performance. Similarly, the findings of the 
study confirmed the hypothesized relationships of the trio (management skill, self-management and 
organizational performance). Another important finding of this study revealed that the effects of 
management skill on organizational performance are mediated by self-management. The indicators 
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of the performance latent variables reflected various aspects of organizational performance such as 
productivity, efficiency, quality of service, fairness, goal attainment, and customer satisfaction.  

CONCLUSION 

Based on the conclusions of this study, several implications can be articulated. Management might 
be able to improve organizational performance by improving skills of the management. Another 
important implication indicated that top management can influence performance by ensuring that a 
firm has a professional climate and a sound company policy that will ensure all employees’ self-
management skill through guidance.  

The study recommends several points for future researches. These recommendations are retrieved 
from the analyses of the results of this study. Management skill and self-management may not be 
fully explained with the dimensions used in this study. Consequently, deeply examining the 
dimensions of management skill, self-management and organizational performance from a 
comparative perspective will be an important contribution and a potential topic for future 
researches. Finally, it is also recommended that more researches on management skill, self-
management and organizational performance should be conducted in Nigeria. 

Moreover, management skill, self-management and organizational performance subjects have not 
been assessed empirically in Nigeria. From an academic point of view, this study provides 
comprehension to the relationship between the trio, which ought to contribute to the future 
development of this line of research, particularly in developing countries like Nigeria.  
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