wbile Jsou g (655 anw g

Sl s soble 55 SUSLIS 2 pde 35 g lle Jde O ga3]

LS sl el (ile o5l O g 1 p33lau] 6 g0k
e (el 5 e L SLS ‘.(-Lé_!l
03 O e s ol Je Q}‘J'I (¥
Lg[»/i/..« ‘J)m”J (35 drw 4T ,‘}\js =333 ol

A=Y (V) F

T gl g T Jl e S e TS S el sl o)l O g sl

Ol el ¢ oDt 13T olEils (Ol 5 520) Olginl dm g 2555 s 055 (6555 (6 y2ils )
LTS V- S W W B Q-+ P S PR P PR S WRCII PR S R A ¢
Sle oy osils (L2355 pske 5 S o 3 et Y

Ol el ¢ Dol 13T ol&ils (Ol 52) Olgal dmls ¢ o355 o pde 05,5 slolel ¥

m.deaal991@gmail.com :J s sty Joao! 5

VEY s ed Yool b
VEY et VY i i b
VEOY sls e YA 16 S50 &b

\VFoY >|>j>' YY Jdll @)U

Szl G elas VEoT O AT

O geots dlie Sl Gl sl 55 4 Glate dllas oyl
(CC BY-NC 4.0) 15 L gl oI5 2

FEIPTEIR SICTRPN

S

a0 5 Bl o5 SOl 53 DU & pde 35 (ot Jas 0 g1 anlllas cpl 51 s
3l e 3l a5 0sa3T 6l 5 Sl 0l plnil ioley s 4 oS (Soad = o 5§ Godo
Bl 5355 GO sl hs 5 5,5 Dl OLS,ES Jels bl amal s aslinad g bl Ysles
JSE5 L G g Wpes LT sliad A OBl s 53 Do 4 G (pl W sed s
wliwy 513e 2555 slaolesla 53 DS 2 pde 555 5 Jse Jelse (5,5 03100 (sl sl
e oy b laesls Ll 5 o s S eslinad s b O ot b amliae olal oS antle Gés
357 (83 2 (S s Glo it 4 35 0T 5l Sl il 235 plal (ol SWsles b
Ol 53 0SS (o ez 5 Al 53 25Kl 5 (oska s (3lws s (DS 355 (23l
Olaslw a1l G253l sl 3sn (63 0l Olgoar Ll g5 o o cpldien Sgn Blie 5528 5555
OUSLE 3 ol a5 Wil go opl 0 4> 5 LS o Odedy Gilal 4 liis 5 e s Shes 55
B3l oo Slgen B35 bl Gl 1) Cadbse 5 (oML e

S P P S WU C - P TS ¥ I PSPPI L BNV L4 (PR W L



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

Personal Development and Organizational Transformation

Testing the Structural Model of Employee Self-Management in Iragi Sports

Organizations

Samer Saadoon Shengarh Abedi?, Elnam Moshkelgosha?*, Habeeb Shakir Jeburaljreeb®, Mahboubeh
Khodaparast*

1. PhD Student of Sports Management, Isfahan (Khorasgan) Branch, Islamic Azad University, Isfahan,
Iran
2. Assistant Professor, Department of Physical Education, Mobarakeh Branch, Islamic Azad University,
Mobarakeh, Isfahan, Iran
3. Faculty Member, Faculty of Physical Education and Sport Sciences, Wasit University, Wasit, Iraq
4. Assistant Professor, Department of Sports Management, Isfahan (Khorasgan) Branch, Islamic Azad
University, Isfahan, Iran

*Corresponding Author’'s Email: m.deaal991@gmail.com

How to cite: Saadoon Shengarh
Abedi, S., Moshkelgosha, E., Shakir
Jeburaljreeb, H., & Khodaparast, M.
(2024). Testing the Structural Model
of Employee Self-Management in

Iraqi Sports Organizations.
Personal Development and
Organizational Transformation,
2(2), 19-36.

Abstract
The aim of this study was to test the structural model of employee self-management in Iraqi

sports organizations. The research method was descriptive-correlational and conducted using
a survey approach. Structural equation modeling (SEM) was employed to test the hypotheses.
The statistical population consisted of employees from the Ministry of Sports and various sports
federations in Iraq. The sample was selected through convenience sampling, and a total of 360
individuals formed the final research sample. To measure the factors influencing employee
self-management in Iragi sports organizations, a researcher-developed questionnaire—
designed based on expert interviews—was used. Data analysis was conducted using structural
equation modeling. The results indicated that the variables of self-concept, self-expression,
self-care, self-control, self-development, self-confidence, and self-motivation significantly
influenced the self-management process of employees in the country's sports organizations.
This model can serve as an effective strategy for enhancing organizational resilience,
improving team performance, and achieving long-term objectives. Attention to and
development of these components in employees can pave the way for sustainability and
success in sports organizations.

Keywords: self-concept, self-expression, self-care, self-control, self-development, self-
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Extended Abstract
Introduction
In recent decades, the transformation of organizational structures and the emergence of knowledge-
based economies have necessitated a redefinition of management and leadership roles. Traditional
hierarchical systems that emphasized top-down control are increasingly being replaced by models
that promote employee autonomy, creativity, and shared leadership. Within this context, the concept
of self-management has gained considerable attention as an essential competency for enhancing
both individual and organizational performance. Self-management encompasses a range of
behaviors and attitudes—including self-concept, self-expression, self-care, self-control, self-
development, self-confidence, and self-motivation—that enable employees to regulate their own
thoughts, emotions, and actions in alignment with personal and organizational goals (Anggraini,
2022).
Contemporary organizations, particularly in rapidly evolving sectors such as sports, are increasingly
recognizing the importance of empowering employees to take responsibility for their work processes.
This shift is fueled by the understanding that employees with strong self-management skills are more
adaptable, engaged, and productive. In Iraq’s sports sector, however, traditional management
practices still dominate many institutions. These practices often hinder innovation and reduce
operational efficiency. Consequently, there is a growing demand for a structural model that integrates
the principles of self-management into the organizational framework of sports institutions.
Previous research has demonstrated that self-management not only improves job satisfaction and
commitment but also enhances employees’ ability to respond effectively to challenges and contribute
to organizational resilience. As Irag's Ministry of Sports and its affiliated federations strive to
modernize their management systems, the implementation of a structured self-management model
could provide a strategic advantage. Accordingly, this study seeks to test the structural model of
employee self-management in Iragi sports organizations, with the aim of identifying the underlying
components that influence self-regulatory behavior and validating the model through empirical
analysis.
Methods and Materials
This research adopted a descriptive-correlational design with a quantitative survey approach. The
statistical population consisted of employees from Irag’s Ministry of Sports and national sports
federations. A convenience sampling method was used to recruit participants, and a total of 360
individuals were included in the final sample. These participants were selected based on their roles
in various managerial, technical, and operational units and their relevance to the study’s objectives.
Data were collected using a researcher-developed questionnaire constructed based on interviews
with subject-matter experts in sports management. The instrument comprised 43 items measuring
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the following components: self-concept, self-expression, self-care, self-control, self-development,
self-confidence, and self-motivation. To validate the instrument, content and construct validity were
assessed through confirmatory factor analysis using SmartPLS software. Factor loadings, average
variance extracted (AVE), composite reliability, and Cronbach’s alpha values were all examined to
ensure the reliability and internal consistency of the scales.

For data analysis, the Partial Least Squares Structural Equation Modeling (PLS-SEM) method was
employed. Preliminary analyses, including the Kolmogorov—Smirnov test, indicated non-normal
distribution of data, justifying the use of SmartPLS. The model’s fit was evaluated using indicators
such as R?, Q?, and Goodness of Fit (GOF). Path coefficients () and t-values were used to examine
the significance of relationships between constructs and to assess the structural validity of the
proposed self-management model.

Findings

The results of the structural equation modeling indicated that all hypothesized dimensions
significantly contributed to the construct of employee self-management. Specifically, the analysis
confirmed that self-concept, self-expression, self-care, self-control, self-development, self-
confidence, and self-motivation each had positive and statistically significant effects on self-
management.

In terms of measurement model evaluation, all factor loadings exceeded the minimum threshold of
0.70, indicating strong item reliability. The AVE values for each latent construct were above 0.50,
confirming convergent validity, while composite reliability and Cronbach’s alpha values for each
component exceeded 0.80, suggesting high internal consistency. Structural model results revealed
satisfactory explanatory power, with R2 values indicating that the model accounted for a substantial
portion of the variance in employee self-management.

Moreover, the Q? predictive relevance values for endogenous constructs were all positive, confirming
the model’s predictive accuracy. The path coefficients for the relationships between latent variables
ranged from 0.64 to 0.89, and all associated t-values were statistically significant at the 0.01 level,
substantiating the hypothesized model structure.

Overall, the model was shown to be both empirically robust and theoretically grounded, providing
clear evidence that the seven core constructs contribute significantly to employees' self-regulatory
behaviors within the context of Iraqi sports organizations.

Discussion and Conclusion

The present study aimed to examine and validate a structural model of employee self-management
within the unique context of Iraq’s sports organizations. The findings underscore the multifaceted
nature of self-management, highlighting the importance of psychological and behavioral components
such as self-concept, self-confidence, and self-motivation in promoting autonomous work behaviors.
The validated model offers practical implications for human resource development in the Iraqi sports
sector. By integrating self-management practices into organizational policies and training programs,
sports institutions can foster a more resilient, agile, and performance-oriented workforce. This is
particularly relevant given the ongoing shifts in organizational structures and the increasing demand
for decentralized decision-making in public institutions.

The study further reveals the potential of self-management to serve as a strategic lever for enhancing
teamwork, accountability, and long-term goal alignment. As organizations navigate the challenges
of modernization and globalization, empowering employees to self-regulate their tasks and goals
becomes essential for sustainable growth and innovation.
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In light of these findings, Iragi sports organizations are encouraged to adopt structured self-
management frameworks as part of their human capital strategy. Doing so not only enhances
employee satisfaction and performance but also contributes to the development of a dynamic
organizational culture capable of adapting to future challenges.
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