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Abstract: Considering that the role of leadership is still essential for a corporate organization to
grow and develop continuously, self-leadership based on a sense of ownership is emerging as the
ideal leadership required of organizational members. However, despite the great efforts of academia
in investigating the effectiveness of self-leadership in various industrial fields, prior literature on
self-leadership in the context of sports center organizations seems to be limited. The objective
of the present study was to examine the influence of sports center employees’ self-leadership on
leader-member exchange (LMX) and organizational commitment and the mediation role of LMX
in the relationship between self-leadership and organizational commitment. A total of 172 Korean
sports center employees participated in the present study. The results indicated that sports center
employees’ self-leadership significantly impacted LMX and organizational commitment, and LMX
positively affected organizational commitment. Additionally, sports center employees’ LMX had
an important partial mediation role in the relationship between self-leadership and organizational
commitment. Consequently, the current study’s findings provide sports center organizations with
practical implications for enhancing organizational effectiveness.

Keywords: self-leadership; leader-member exchange; organizational commitment; sports center employee

1. Introduction

Today’s industrial environment, represented by the emergence of an alternative knowl-
edge system based on big data and the spread of individualism centered on quality of
life, is facing more rapid changes than ever, and corporate competition is accelerating
daily [1,2]. For organizations to survive and maintain a competitive advantage in this hy-
percompetitive environment, it is necessary to break away from traditional organizational
management strategies and practice an alternative organizational management method
that enables all members to participate and immerse themselves in the innovation process
to strengthen the value chain [3]. As part of alternative organizational operations for
sustainable growth, organizations have embraced various forms of leadership which is
a crucial success factor for individual projects within the organizations [4]. However, the
reality is that realizing effective leadership is becoming more difficult due to rapid changes
in the business environment and the diversified characteristics of organizational members
nowadays. Considering that the role of leadership is still important for a corporate organi-
zation to grow and develop continuously, especially self-leadership based on a sense of
ownership is emerging as the ideal leadership required of organizational members [5].

Self-leadership is the concept of self-management breaking away from the leader-
centered leadership paradigm in which the leader’s role leads the members to a higher
position than the members’ organization. Self-leadership also emphasizes the cooperative
relationship between leaders and organizational members to maximize the potential of
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members and achieve the organizational goals of sustainable growth and development [6,7].
Self-leadership is an action process in which the attitudes and behaviors of organizational
members actively participate in the value creation process according to their motives
and judgments, rather than relying solely on standard roles within the organization or
instructions from superiors. In other words, self-leadership refers to improving work
efficiency and organizational performance by inducing job enthusiasm and organizational
commitment through self-motivation and self-control by all organization members, rather
than recognizing it as a leader-centered corporate organization [8].

Self-leaders who have the attitude that they are the owners of a corporate organiza-
tion are likely to develop psychological ownership of the organization in the process of
performing their work [9]. Self-leadership has been widely studied as an important factor
that positively affects organizational effectiveness, such as organizational commitment,
job satisfaction, and turnover intention [10–12]. In particular, organizational commitment,
which refers to the psychological bond employees have with their organizations, is con-
sidered a crucial end-product of self-leadership because employees are more likely to be
productive and dedicated to their work when they feel a strong sense of belonging to their
organizations [13]. Moreover, as self-leaders are evaluated as members who do their best
in a given task and show productivity without detailed management from their super-
visors, organizational members with strong self-leadership skills tend to build amicable
relationships with colleagues and supervisors [3]. In fact, several previous studies have
empirically identified self-leadership as an important factor that enhances the desirable
relationship among members and positively affects organizational commitment, enhancing
overall organizational effectiveness [1,3].

Leader-Member Exchange (LMX) is also recognized as one of the important factors
affecting organizational commitment in today’s competitive business environment. From
an LMX viewpoint, unlike the traditional leadership viewpoint, which focuses on the
one-sided influence of an organizational leader on members, the leader of a working group
establishes a close relationship with the members of the work unit [14]. In fact, LMX, which
evolved from the vertical dyad linkage theory, focuses on the interaction between leaders
and members [15]. LMX has been considered a crucial factor that increases organizational
effectiveness in various industrial fields and has been proven to positively affect employees’
empowerment, job satisfaction, and organizational commitment [3]. Previous studies have
reported that the higher the quality of LMX, the higher the organizational commitment and
job satisfaction and the lower the turnover intention [15,16]. More importantly, LMX is sug-
gested as a crucial mediator in the relationship between self-leadership and organizational
effectiveness, such as organizational commitment and job satisfaction [3].

Meanwhile, an increase in corporate productivity and public interest in health has
contributed to the rise in the population participating in physical activity and, in turn,
the quantitative expansion of sports facilities [17]. In particular, a sports center is a sports
facility that exhibits rapid quantitative expansion because the public can easily participate
in sports activities regardless of time and place in a complex living area and acquire many
exercise effects at a relatively low cost [18]. Another reason for the quantitative expansion
of sports centers is that. In contrast, in the past, the role of sports centers was only to
provide participants a place for physical training. Most sports centers nowadays provide
systematic physical activity programs to customers based on professional exercise counsel-
ing and transform themselves into spaces where social interaction with others is easy [19].
Nevertheless, the quantitative increase of sports centers is accelerating competition within
the sports center operating industry. For a sports center, the role of employees who commu-
nicate with customers face-to-face at service points is crucial to surviving in a competitive
market environment. In particular, a leader’s leadership of a sports center organization
influences the behavior of its members. As it determines the operational direction and
job performance, it dramatically affects organizational effectiveness [3,20]. Consequently,
a sports center that provides human services based on facility resources requires effective
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leadership and management innovation strategies to survive in a competitive business
environment and pursue sustainable growth.

Numerous studies have been conducted on self-leadership and organizational effec-
tiveness in various industrial fields. However, research on the mediating effect of LMX on
the relationship between self-leadership and organizational commitment of sports center
employees is relatively limited. Moreover, prior studies do not provide a sufficient explana-
tion for whether LMX partially or fully mediated the relationship between self-leadership
and organizational commitment of sports center employees. Suppose it can be empirically
identified as to what level of mediating effect LMX has in the relationship between sports
center employees’ self-leadership and organizational commitment. In that case, it can jus-
tify the enhancement of employees’ LMX to improve organizational commitment, thereby
providing sports center managers with practical implications for developing effective man-
agerial strategies. Therefore, the present study investigated the effects of self-leadership on
organizational commitment among sports center employees and the mediating effect of
LMX in the relationship between the relevant variables. Additionally, we developed the
following research questions:

Q1: Does self-leadership of sports center employees have a positive effect on LMX?
Q2: Does self-leadership of sports center employees have a positive effect on organizational
commitment?
Q3: Does LMX of sport center employees have a positive effect on organizational commit-
ment?
Q4: Does LMX of sports center employees have a partial or full mediating effect on the
relationship between self-leadership and organizational commitment?

2. Theoretical Background and Hypothesis Development
2.1. Self-Leadership and Organizational Effectiveness

For the past decades, sports organizations have emphasized organizational sustainabil-
ity, which refers to allowing an organization to remain financially and socially sustainable,
as key in managerial strategies [21]. Self-leadership is one of the internal marketing
measures to respond flexibly to the rapidly changing business environment and is being
emphasized as an essential factor for the sustainable growth of an organization. In par-
ticular, a self-leader develops psychological ownership in performing his or her task and
shows an enterprising attitude toward solving the given task, and shows immersion and
attachment to the organization [9]. In addition, self-leadership is an important prerequisite
for forming a constructive and positive relationship between leaders and members and
ultimately enhances organizational effectiveness [3,22]. Consequently, self-leaders increase
job-solving efficiency by leading a given task themselves and contribute to organizational
effectiveness by forming a high-quality relationship with leaders.

2.2. Self-Leadership and Leader-Member Exchange (LMX)

The importance of self-leadership is being emphasized as one of the internal mar-
keting strategies of corporate organizations to respond flexibly to the rapidly changing
business environment. Additionally, self-leadership is a process that enables organizational
members to become self-leaders. It has the concept of leadership in which organizational
members use behavioral and cognitive strategies to influence themselves [6]. Especially,
self-leadership refers to the autonomous and responsible behaviors and attitudes that ser-
vice organization employees must have to achieve customer satisfaction [11]. According to
Manz [8], self-leadership consists of an action-oriented strategy, which means suppressing
undesirable behaviors and enhancing successful performance through positive behaviors,
a natural reward strategy related to the enjoyment of a given task, and a constructive
through pattern strategy, which refers to the visualization of successful performance. More-
over, organizational members who effectively utilize self-leadership strategies have higher
performance than those who do not, strongly immerse themselves in their tasks, and
solve key problems correctly [23]. In addition, self-leadership plays a significant role in
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improving positive interaction between leaders and members through active participation
in task activities of organizational members [24]. Son [3] reported that self-leadership has
a significant effect on LMX and concluded that positive psychological energy generated
from adopting self-leadership by organizational members not only forms positive relation-
ships among the members but also contributes greatly to creating a positive organizational
atmosphere. Therefore, the current study proposes the following hypothesis based on the
findings of previous relevant studies:

Hypothesis 1 (H1): Sports center employees’ self-leadership will have a positive effect on
leader-member exchange (LMX).

2.3. Self-Leadership and Organizational Commitment

Organizational effectiveness refers to the degree to which the various resources the
corporate organization possesses are effectively utilized [25]. Organizational commitment,
job satisfaction, and turnover intention are the most frequently used indicators of orga-
nizational effectiveness [26]. In particular, organizational commitment is an employee’s
willingness to devote his or her positive energy to all tasks. It can be enhanced when an
employee feels empowered in job performance and forms amicable relationships with
supervisors and co-workers [27]. Previous studies report that a self-leader who takes the
initiative in their work develops a sense of psychological ownership in the task perfor-
mance process and shows more unity, attachment, and activeness toward their jobs [9,28].
In this regard, Ha [11] investigated the results of self-leadership enhancement, and it was
confirmed that self-leadership positively affected organizational commitment and justice.
You and Lee [22] argued that self-leadership is an important predictor of organizational
effectiveness, including organizational commitment and job satisfaction, and suggested that
firms should provide learning and training programs for self-leadership for the employees
to improve organizational effectiveness. Jin and Kim [29] also reported that self-leadership
had significant effects on organizational commitment and job satisfaction but had a stronger
effect on organizational commitment than job satisfaction. Based on the prior studies, the
following hypothesis can be suggested:

Hypothesis 2 (H2): Sports center employees’ self-leadership will have a positive effect on organiza-
tional commitment.

2.4. Leader-Member Exchange (LMX) and Organizational Commitment

In corporate organizations, leaders and members experience various types of inter-
actions. According to social exchange theory, the theoretical foundation of LMX, orga-
nizational members who receive high social support from a leader has correspondingly
improved job performance, which leads to a social exchange relationship that the leader is
satisfied with. In contrast, organizational members who receive little social support from
the leader show low work performance and ultimately have limited interaction with the
leader [3]. More importantly, LMX emphasizes the interrelationship between leaders and
members of an organization at the individual level. When the quality of the exchange
relationship between leaders and members is high, trust and satisfaction, organizational
attachment, and a sense of unity are effectively formed [22].

Given that, Jin and Kim [29] reported that airline employees’ LMX positively im-
pacts organizational effectiveness, such as organizational commitment and job satisfaction.
Lim [30] also reported that LMX significantly affected the organizational commitment and
job satisfaction of organizational members. Therefore, a hypothesis was established as
follows:

Hypothesis 3 (H3): Sports center employees’ leader-member exchange (LMX) will have a positive
effect on organizational commitment.
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2.5. Mediating Role of Leader-Member Exchange Relationship (LMX)

Based on LMX theory, leaders are the most influential in delivering specific roles to
organizational members [31]. While all members of an organization are treated as a unit,
a relationship between a leader and a specific member is an individual and unique
one-to-one relationship, and leadership effectiveness varies depending on the charac-
teristics of these relationships [3]. Organizational members with good relationships with
their supervisors tend to have higher job satisfaction, organizational commitment, and
work performance than those with poor relationships with supervisors [15]. In previous
studies related to LMX, trust and loyalty are important factors that can improve LMX. The
number of resources, information, and emotional support exchanged between a leader and
a member determines the quality and level of LMX, thereby determining the attitude and
behavior of the members toward their work and organizations [31–33]. Additionally, LMX
is a crucial mediator in the relationship between self-leadership and organizational effec-
tiveness, including organizational commitment and job satisfaction. Son [3] reported that
sports center employees’ self-leadership positively impacted organizational commitment,
job satisfaction, and turnover intention through LMX and concluded LMX was a crucial
mediator between self-leadership and organizational effectiveness. You and Lee [22] also
reported a partial mediating role of airline cabin crews’ LMX in the relationship between
self-leadership and team commitment. Consequently, it seems that self-leaders with a sense
of ownership for their organizations contribute to improving organizational commitment
by increasing internal positive energy through a desirable relationship with their leaders.
Thus, the following hypothesis was suggested, and the research model of this study was
presented in Figure 1:

Figure 1. Research Model.

Hypothesis 4 (H4): Sports center members’ leader-member exchange (LMX) will have a partial
mediating role in the relationship between self-leadership and organizational commitment.

3. Method
3.1. Praticipants

In this study, 175 questionnaires were distributed and collected from May to June
2022, targeting the employees of 10 sports centers in Seoul and Kyonggi province, South
Korea, using a convenient sampling method. Of 175 collected questionnaires, 172 (98.3%)
data were used for the final analysis, excluding the three surveys with more than three
questions unanswered. Among 172 participants, 121 (70.3%) were male, and 51 (29.7%)
were female. Most participants (49.4%) were in the 20–29 years old category and graduated
from university (4 years) (66.9%). For the length of employment, 44.8% of the participants
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showed less than one year, 28.5% worked less than two years, and 18.6% worked for less
than three years. Most participants (50.0%) reported earning a monthly income of less than
$2000 (see Table 1).

Table 1. Demographics of Participants.

Variables Categories Frequency (%) Variables Categories Frequency (%)

Gender Male 121 (70.3%) Monthly Income <$2000 86 (50.0%)
Female 51 (29.7%) $2000–$2999 63 (36.6%)

≥$3000 23 (13.4%)

Age 20–29 85 (49.4%) Length of
Employment <1 year 77 (44.8%)

30–39 69 (40.1%) <2 years 49 (28.5%)
≥40 18 (10.5%) <3 years 32 (18.6%)

≥3 years 14 (8.1%)
Education College graduate (2 year) 38 (22.1%)

College graduate (4 year) 115 (66.9%)
Advanced degree 19 (11.0%)

3.2. Instruments

The authors of the current study developed a 22-item survey including five demo-
graphic characteristics (i.e., gender, age, education, monthly income, and length of employ-
ment) adapting previously validated studies.

More specifically, we adapted six items to measure perceived sports center employees’
self-leadership (α = 0.88), consisting of behavior-focused strategy, natural reward strat-
egy, and constructive thought pattern strategy from You and Lee [22]. For LMX, three
items (α = 0.77) were adapted from Son [3]. Lastly, the organizational performance repre-
sented by organizational commitment was measured with three items (α = 0.85) adapted
from Son [3]. Sports center employees’ self-leadership, LMX, and organizational commit-
ment were measured on a 5-point Likert-type scale, ranging from 1 (strongly disagree) to
5 (strongly agree).

The content validity was secured through the verification work of experts (two sports
management professors and two sports center operators) who excluded duplicate questions
from previous studies and modified unclear wording of the question items. In addition,
confirmatory factor analysis (CFA) and reliability tests were performed on the collected data
(self-leadership, LMX, organizational commitment) to secure the validity and reliability of
the questionnaire.

3.3. Data Collection Procedures and Data Analysis

This study selected 175 employees from large sports centers with 20 or more employees
and sports facilities performing at least three different sports located in Seoul and Gyeonggi
Province, South Korea. A survey method was utilized using a convenient sampling method
to collect data in this study. The researchers visited the sports centers and obtained verbal
consent to participate in the study. Participants were asked to answer survey items using
self-administered methods.

For statistical analysis, we conducted descriptive analysis, reliability analysis, CFA,
and structural equation modeling (SEM) analyses using SPSS version 23.0 and AMOS
version 23.0 in the present study. In particular, we conducted CFA to examine the mea-
surement model in terms of its psychometric properties by testing model fit, convergent
validity, discriminant validity, and reliability. We used the maximum likelihood estimation
(ML) procedure. Multiple indices were utilized to assess the model fit, including chi-square,
CFI (>0.90), NFI (>0.90), TLI (>0.90), RMSEA (<0.08), and SRMR (<0.08) [34]. Additionally,
we tested convergent validity by assessing the average variance extracted (AVE) values. We
assessed the discriminant validity by comparing average variance extracted (AVE) to the
squared correlation. To test the research hypotheses, we conducted a structural equation
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modeling (SEM) analysis using an Analysis of Moment Structure (AMOS) 23.0 software pro-
gram. We estimated the structural model by considering the socio-demographic variables
as covariates.

4. Results
4.1. Descriptive Statistics

Descriptive statistical analyses showed skewness (ranging from −0.66 to −85) and
kurtosis (ranging from 0.50 to 1.14) values within the acceptable ranges [34]. Tolerance
(0.93) and variance inflation factor (1.06) values were examined to check multicollinearity,
revealing that multicollinearity was not a concern [35]. Table 2 shows descriptive statistics
and correlations.

Table 2. Descriptive Statistics and Correlations of Variables.

Factors M SD Skewness Kurtosis 1 2 3

1. Self-leadership 4.29 0.59 −0.85 1.14 1
2. Leader-member exchange 4.11 0.67 −0.66 0.50 0.25 ** 1

3. Organizational commitment 4.08 0.74 −0.69 0.60 0.21 ** 0.26 ** 1

Note. M = mean, SD = standard deviation, ** p < 0.01.

4.2. Measurement Model Test

A confirmatory factor analysis (CFA) showed an acceptable model fit (χ2 = 96.38,
df = 51, p = 0.01, χ2/df = 1.89, goodness of fit index [GFI] = 0.91, root mean square
error of approximation [RMSEA] = 0.07, and standardized root mean square residual
[SRMR] = 0.05) [35]. AVE values (ranging from 0.65 to 0.74) demonstrated good convergent
validity [36]. Additionally, all AVE values were higher than the squared correlation of all
pairs, ensuring discriminant validity [35]. The calculation of composite reliability (CR)
values (ranging from 0.84 to 0.93) indicated that all measures were internally reliable
(see Table 3).

Table 3. Factor Loadings (λ), Composite Reliability (CR), and Average Variance Extracted (AVE).

Variables Items λ CR AVE

Self-leadership

I always check how well I am doing my work. 0.64

0.93 0.70

I consciously set goals in my mind. 0.70
When I work with others, I try to expand my responsibilities. 0.85

When I work with others, I think about the new responsibilities I can take over. 0.82
When I have a problem, I act voluntarily to solve it. 0.71

When I have a problem, I always try to figure out how to solve it. 0.75

Leader-member
exchange

I enjoy working with my boss quite a bit. 0.84
0.89 0.74I can work for my boss even if it goes beyond the tasks assigned to me. 0.92

I have an amicable relationship with my boss. 0.70

Organizational
commitment

I feel a strong sense of belonging to the sports center where I work. 0.69

0.84 0.65I have an affection for the sports center where I work. 0.89
The sports center where I work has a personal meaning to me. 0.62

4.3. Structural Model Test

The results of structural equation modeling (SEM), which are shown in Table 4, re-
vealed an adequate model fit to the data (χ2 = 170.81, df = 101, p = 0.01, χ2/df = 1.69,
GFI = 0.90, RMSEA = 0.06, and SRMR = 0.05). Self-leadership was found to have significant
positive impacts on LMX (β = 0.24, p < 0.01) and organizational commitment (β = 0.19,
p < 0.05). LMX had a significant impact on organizational commitment (β = 0.21, p < 0.05).
Thus, Hypotheses 1, 2, and 3 were supported. Additionally, there were no confounding
effects in the relationships among self-leadership, LMX, and organizational commitment.
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Table 4. Path Coefficients between self-leadership, leader-member exchange (LMX), and organiza-
tional commitment.

Path β SE p

H1 Self-leadership→ Leader-member exchange 0.24 0.14 0.01
H2 Self-leadership→ Organizational commitment 0.19 0.11 0.05
H3 Leader-member exchange→ Organizational commitment 0.21 0.07 0.05

Confounding Effects of
Socio-Demographic Variables

Gender −0.03 0.10 0.62
Age −0.09 0.08 0.30

Education 0.01 0.08 0.94
Income −0.11 0.07 0.20

Employment Length 0.02 0.05 0.79

4.4. Mediating Effects of Leader-Member Exchange

We tested the mediating effects of LMX in the relationships between self-leadership
and organizational commitment by comparing two rival models (partial mediation and
full mediation). As seen in Table 5, the results showed no significant difference in model fit
measures except the chi-square value between the partial and the full mediation models.
The chi-square value for the full mediation model compared to the partial mediation model
increased by 5.67, which is statistically significant with df of 1 at the alpha level of 0.05.
However, the values of RMSEA, TLI, GFI, and CFI were not different between the two mod-
els. Additionally, the path coefficients for the two rival models were statistically significant,
and there was no difference in the path coefficient values. Thus, it cannot be concluded
that the full mediation model fits the data better than the partial mediation model, and
hypothesis 4, which suggests the partial mediation role of LMX in the relationship between
self-leadership and organizational commitment, was supported.

Table 5. Model fit measures and latent path coefficients for two models.

SL→ OC SL→ LMX LMX→ OC

χ2 df RMSEA TLI GFI CFI β β β

Partial mediation model 96.39 51 0.07 0.93 0.91 0.95 0.21 ** 0.24 * 0.21 *
Full mediation model 102.06 52 0.07 0.93 0.91 0.95 0.25 ** 0.27 **

Note: SL = self-leadership, LMX = leader-member exchange, OC = organizational commitment, * p < 0.05,
** p < 0.01.

5. Discussion

The present study investigated the effects of self-leadership on organizational commit-
ment among sports center employees and the mediating effect of LMX in the relationship
between the relevant variables in the Korean sports center operation industry context. The
findings of the current study support all the proposed hypotheses.

First, the results of this study showed that sports center employees’ self-leadership had
a positive impact on LMX and are supported well by prior relevant studies [3,10]. Especially,
Son [3] supported the current study’s findings by reporting that sports center employees’
self-leadership positively affected operational effectiveness, such as team commitment
and job satisfaction. Kim [36] further supported these findings by revealing that self-
leadership of employees working at a social enterprise positively affected LMX. In fact,
highly motivated self-leaders have a strong tendency to enjoy their work and, in turn,
to induce a positive atmosphere within the organization, so it is easy to form desirable
relationships with colleagues and supervisors [3,8]. Moreover, a self-leader with clear
objectives and a serious attitude toward a given task project is likely to create quality
relationships with supervisors because they recognize the self-leader as a member who can
accomplish the task in a self-directed manner [6,22]. Therefore, our findings demonstrate
that it is necessary to enhance the self-leadership of the members to form a positive
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organizational culture in a workplace and a friendly mutual relationship between leaders
and members.

This study expanded the understanding of self-leadership by verifying the mediating
effect of LMX on the relationship between self-leadership and organizational commitment
of sports center employees. The results provide a basis for follow-up studies on organi-
zational effectiveness, such as employees’ enthusiasm, organizational commitment, and
turnover intention in the context of sports service organizations. The findings of this
study also revealed that sports center employees’ self-leadership had a significant effect on
organizational commitment, supporting prior literature [1,10]. You and Lee [22] supported
the current study’s findings by reporting that airline cabin crew members’ self- leadership
had positive impacts on team effectiveness, such as team commitment and job satisfaction.
Jin and Kim [29] also supported our findings by reporting that the self-leadership of airline
cabin crew is positively related to organizational commitment and that the self-leadership
enhancement of organizational members is an effective measure to improve organizational
effectiveness. Due to the nature of sports center work, which provides counseling and
feedback on professional physical activity while face-to-face with customers, highly mo-
tivated self-leaders with clear goals for their given work are likely to form psychological
ownership of their assigned tasks, and, in turn, such an attitude develops an attachment
to the job and organizational commitment [3,9]. Thus, the findings provide sports center
organizations with a justification for introducing and realizing a self-leadership program
that enables members to perform tasks through self-directed and constructive thinking and
ultimately increase their attachment to sports center organizations.

Moreover, the current study found that sports center employees’ LMX positively
influenced organizational commitment. Min and Ha [7] reported that airport security em-
ployees’ LMX positively impacted organizational commitment and supported the findings
of this study. Lim [30] also supported our finding by reporting that airline crew mem-
bers’ LMX positively affects organizational commitment and job satisfaction. In the sports
center operation business, where human service is the core competency, it is crucial to
forming trust and bonds among members of the organization to provide consistent and
customer-satisfying services [3]. As a favorable exchange relationship is developed based
on trust between a leader and a member, the leader and the member strengthen social
exchange activities in which the leader gives encouragement or psychological support to
the members, and the members provide loyalty and commitment toward the leaders and
organizations [15]. Thus, it is plausible that if sports center employees are confident that
they are forming an amicable relationship that receives emotional support and trust from
leaders, they are more likely to show psychological attachment and commitment to their
organizations.

Lastly, the current study exhibited that LMX had a significant partial mediating role
in the relationship between self-leadership and organizational commitment among sport
center employees and supported the relevant prior literature [3,22,36]. You and Lee [22]
supported this finding by demonstrating that LMX quality, which was increased through
self-leadership of airline cabin crew, functioned as a mediator to improve organizational
effectiveness, such as job satisfaction and commitment. Lee and Yang [37] also exhibited
similar findings. They confirmed that the quality of LMX perceived by hotel employees
partially mediated the relationship between self-leadership and organizational commitment.
Since sports center organizations are highly dependent on human resources, it is necessary
to enhance each member’s job competency and build amicable relations with supervisors
and other employees to overcome the heterogeneity of service products and improve
organizational effectiveness and performance. Likewise, sports center employees with a
self-directed attitude toward a given task may create a psychological attachment to their
organizations and strengthen organizational commitment through an amicable relationship
with their supervisors.

The findings of the current study suggest practical implications for sports center
organizations. First, since the managerial decisions on recruitment are crucial for the
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organizational and economic sustainability of sports organizations [38], our findings en-
courage sports center managers to establish recruitment criteria to select applicants with
desirable personal characteristics and enhance the self-leadership of sports center members.
If there are several candidates with similar career conditions in the recruitment process, it
is required to select self-directed candidates with a strong desire for achievement. Sports
center employees are generally selected through multiple interviews and health checkups.
Sports center organizations must add job aptitude tests to the hiring process and select
candidates who can demonstrate self-leadership, such as a self-leading personality and
achievement desire to enhance organizational effectiveness and performance. Second,
sports center managers should understand that quality LMX between organizational lead-
ers and members forms over a long period. Sports center organizations must provide
organizational support such as systematic and long-term mentor-mentee programs to
effectively enhance LMX between leaders and members and strengthen employees’ or-
ganizational commitment. Additionally, sports centers comprise various members such
as instructors, management staff, and front desk staff, efforts should be made to form
a favorable organizational culture among members to enhance organization attachment by
providing regular inter-departmental socializing programs.

Although the current study suggests meaningful findings, several limitations should
be addressed. First, the current study collected data from South Korean sports center
employees, limiting the findings’ generalizability. Thus, it may be desirable that future
research consider different country settings to increase the external validity of the study’s
findings. Second, although this study conducted a quantitative study using a survey
method, there was a limit to understanding the relationships between self-leadership, LMX,
and organizational commitment of sports center members. Therefore, it would be necessary
to replicate the current study by considering qualitative study through observation and
in-depth interviews.
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