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Abslacl: The objective of the research is to develop a model to measure emergent leader-
ship among employees in Indonesia. In doing so, this study first developed a theoretical
model by identifying the emergent leadership constructs from the literature and identifying
the criteria measurement of these constructs from the literature and thirdly was to validate
the theoretical model to measure emergent leadership in Indonesia. The theoretical model
consists of 6 emergent leadership constructs measured by a total of 60 measuring criteria.
The empirical process of the validation employed data collected from 350 respondents who
were working with the team working in Jakarta, Banten, and West Java. The validation
aimed to validate the variables that were used to measure each of the constructs by deter-
mining statistically that the sample number is adequate; using the Keiser-Meier-Olkin and
Bartlett's test to ensure the applicability of the data for multi variate statistical analysis; to
validate the measuring criteria as relevant to emergent leadership and to determine the
reliability of each of the emergent leadership constructs to the model. The result showed
that emergent leadership can be measured by the following indicators: dominant, friendly,
egocentric, intelligence, creativity, open mind, experiences, caring, positive vibes, disci-
pline, good planner, conscientiousness, team player, communicative, and performance man-
agement for knowledge-skills-attitude. Furthermore, the results of this study found that the
variable of the construct performance management from the previous research was in the
third dominant value.
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In an organization, theroleof  getting a reliable or good quality team, finding those
teamwork is very important, who have competence, professionalism and com-
and it is a part of Human mitment is not easy. This is due to the teamwork
Resource Management members having different ethnics, cultural and edu-
(HRM). Teamwork is re- cational backgrounds, in addition to differing abili-
quired for the statf to coop-  ties, skills, and positions.

erate, understand each other, Besides that, the team members also have dif-
and support each other to ferent characteristics or behavior. Some members
achieve the goals of the or- have characteristics such as finding it easy to give
ganization or company. For  ideas, who are responsible and diligent, who are
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willing to help their colleagues, or who can express
a form of proactive attitude. They are certainly fa-
vored by the leaders in the organization. Conversely,
some employees are not up to taking the initiative.
They are only concerned with the responsibility of
their work without helping their colleagues. They
are unwilling to share information and they are care-
less when making decisions. This is called a reac-
tive attitude. If this reactive attitude is found in the
team members, then generally the result is that the
team will not work well or they will not be following
the set targets. This can cause company losses.
Therefore, the management team or top manage-
ment should seek to develop the quality of their hu-
man resources continuously so then this can lead to
achieving their mafnum performance.

Theoretically, groups have a strong incentive
to place the right person in charge and to strive to
do so. In practice, they often fail and one reason for
this is that they ascribe leadership quickly before it
can be earned by demonstrating competence
(Anderson and Brown, 2010). The success of team-
work is usually determined by the commitment of
its members and the team leaders who can make
their members cohesive and able to work together
to achieve their common goals. Choosing teamwork
leadership within an organization is not easy because
sometimes the leader who is chosen can’t lead the
team right. Sometimes the team members trust their
team partners more than their team leaders. The
process of leadership occurs because there are one
or more persons who have used their influence to
achieve the group or organization’s objectives. With-
out there being a formal authority, this is called emer-
gent leadership (Hoch and Dulebohn, 2017).

The term ‘emergent” has been known since 1874
and the pioneer of the term was a psychologist
named Lewes G. H., in Blitz, 1988. However, the
trend of emergent leadership research beganin 1983
with the personality traits Kenny and Zaccaro.
Schneider and Goktepe (1983), in Hoch and
[} lebohn (2017). stated that if individuals have a
significant influence over other members of the
group, even though they may not be authorized, then
the leader is called an emergent leader. Emergent
leaders, as informal leaders, rise through an unpre-

56 JOURNAL OF APPLIED MANAGEMENT

VOLUME 19 | NUMBER 1

dictable procedure of role-taking and a companion
perpetual process that decides who moves towards
becoming a leader or not. People with distinct per-
sonality traits, mlta] abilities, and other personal
characteristics are more likely to emerge as lead-
ers. Cogliser etal. (2012), @@ncluded that emer gent
leadership is described as an individual leadership
phenomenon whereby an individual arises as a team
leader informally. without being assigned formal lead-
ership responsibility (Hoch and Dulebohn, 2017).

Kickul and Neuman (2000), stated that many
group researchers have known that emergent lead-
ership influences teamwork. The influence of emer-
gent leadership can b§fhused by many factors, such
as personality traits (e.g. Kenny and Zaccaro, 1983;
Lord et al., 1986; McCaulley, 1990), intelligence
(Lord et al.,1986 and Kickul and Neuman, 2000),
verbal@#non-verbal communication (Taggar et al.,
1999; Hackman and Johnson, 2000; Yoo and Alavi,
2004) and b@ task-oriented (Bass, 1990; Taggar
et al., 1999). Hollander (1985) suggested that emer-
gent leadership has a positive effect on a group’s
performance. His rationale was that groups have
heightened expectations of emergent leaders. A “so-
cial exchange” process is thought to occur in which
emergent leaders are expected to produce favor-
able outcomes for the group in return for being ac-
kn@fledged as the leader (Souza and Klein, 1995).
In recent decades, emergent leadership has been
viewed as visionary leadership and its popularity has
grown among leadership scholars (e.g. Schneider
and Goktepe, 1983; Collins and Porras, 1994; Kotter,
1996).

Yoo and Alavi (2004) exag'ned emergent lead-
ership in seven virtual teams among 63 senior US
government agency executives using computer-
medaad communication (CMC). This was analyzed
and the results showed that the emergent leaders
were dominant (over 55%) and that they sent out
significantly more task-oriented messages.

Laszlo Bock, the Vice President of Google
People Operations in the New York Times newspa-
per on February 24" 2014, explained that the Grade
Point Average (GPA) is not following the proposal
for recruitment and that test values are not benefi-
cial. The most important thing is to find talents in a
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company that can have and opposes a big idea for
the offanization. Laszlo Bock also explained to Tho-
mas Friedman of the New York Times about the
human resources that Google sought; they were
people who had an em@gent leadership spirit.
Laszlo Bock stated that while all bosses are sup-
posed to lead and have leadership roles, there’s no
guarantee that they will have the best ideas and
motivate their employees to innovate. Bosses are
assigned leaders; emergent leaders are the ones who
(fispire and are respected and followed accordingly.
When they have a smart idea, they raise their hands.
They have responsible egos and they don’t have to
come up with the winning idea or the final plan in all
circumstances.

Research on emergent leadership can be a posi-
tive predictor in terms of improving team perfor-
mance and it has been studied by many experts
outside of Indonesia in various contexts including
business, industry, university, military, and class-
rooms. However, in Indonesia itself, the study re-
search about efffergent leadership has been limited.
This research deals with the measuring of emer-
gent leader@flip by developing a new conceptual
model with a strong literature base, where after the
criteria and constructs have been validated statisti-
cally.

LITERATURE REVIEW
Leaggrship

Leadership is the two-way process of influence
between a leader and the other members of a group.
The main purpose of leadership is to organize and
direct the group towards the attainment of mutual
goals on a particular task (Neubert and Taggar,
2004). Maxwell (1997) states that leadership is an
activity used to influence the behavior of people to
prompt them to work together towards a particular
goal that they want. Bass and Bass (2011) defined
leadership as the interaction of two or more people
in a group structured towards the situation of the
members’ p@epti{ms and expectations. Yukl (2013)
argued that leadership is the process of influencing
others to understand and agree about what needs
to be done and how to do it, including the process of
facilitating individual and collective efforts to ac-
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complish shared objectives. From the above opin-
ions, it can be said that the core features of leader-
ship include the process of influencing individuals
or groups to achieve their common goals.

Emergent Leadership

An emergent leader is an individual who is not
assigned to a leadership position and who has the
same status as other team members initially. They
gradually emerge as a leader through the support
and acceptance of the team over a while (Acton et
al.,2019). The leadership that emerges is informal
because it is not predetermined by outside manage-
ment nor is it formally formed by the team
(Gaudencio, 1998). An emergent leader appears
when a compilation of other people considers some-
one to be the most decisive among the group. The
leaders accept the roles given by others who sup-
port and influence the group members’ views and
they accept direction as the desired and appropri-
ate leader (Northouse, 2013).

Carte et al. (2006) identified the emergence of
leadership in small groups through verbal and non-
verbal information. Emerging leadership correlates
positively between nonverbal behavior and being
perceived as dominant, the person who talks the
most. According to Hoch and Dulebohn (2017), some
of the research of emergent leaders|gf has exam-
ined it in various contexts such as in team-based
environmentf@ssociated with performance (Gupta
etal., 2010), traditional organization settings (Judge
and Piccolo, 2004), self-managing teams (Manz and
Sims, 1987), and small group settings (Kickul and
Neuman, 2000; Neubert and Taggar, 200@ Per-
ception leadership in the group members can be
measured using a set of Likert-type scales or se-
mantic differential items on a questionnaire (Hol-
lander, 1980; Lord and Alliger, 1985; Yoo and Alwi,
2004).

Most researchers examined the emergent lead-
ership process in virtual teams because, in the vir-
tual team, the members of the team do the task with
no prior assigned or designated leaders in the be-
ginning. TheyfBust work together as a team. Vir-
tual teams are known as a Geographically Dispersed
Team (GDT), which is a group of individuals who
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work across time, space, and organizational bound-
aries with links strengthened by different kinds of
new communication technology like web confer-
ences, webcasting, email, and voice calls to accom-
plish a specific task or project (Robinson, 2006;
Hoch and Dulebohn, 2017). On the other hand, some
of the researchers found that in the non-virtual team,
the certain kinds of social capital and cultural capi-

tal that individuals have are discernable through face-
to-face interpersonal communication. In the virtual
group environment, there is a lack of social pres-
ence, which is a type of cultural capital that cannot
be perceived by other members. Many of the con-
structs which support the emergent leadership char-
ac@Fstics have been found in the previous research
as in Table 1.

Table 1. The Characteristics of Emergent Leadership Model in the Previous Research

Dimension Sub-Dimension  Indicator Key References
Personality Trait Extroversion sociable, talkative, assertive, Taggar etal. (1999), Kickul and
Perspective activeness, cheerfulness, Neuman (2000), Judge, Bono, Ilies,
optimisticgregarious, friendly, and Gerhardt (2002), Druskat dan
and outgoing Pescosolido (2006), Sanchez et.al.
(2010),
Openness to imaginative, cultured, curious, Taggar etal. (1999), Kickul and
experience original, broad-minded, intelli- Neuman (2000), Judge, Bono, Ilies
gent, creative, complex, refined, and Gerhardt (2002), Druskat dan
sophisticated Pescosolido (2006), (Hoch and
Dulebohn,(2017)
Personality Trait  Agreeableness trust, morality, altruism, coopera- ~ McCaulley (1990), Kickul and
Perspective tion, sympathy, modesty Neuman (2000), Yoo and Alavi (2004),
Judge, Bono, Ilies and Gerhardt
(2002), Hoch and Dulebohn (2017)
21
Conscientious- Reliable or dependable, careful or Elrrick and Mount 1991;
ness thorough, responsible or Digman,1990), Kickul and Neuman
dutifulness, organized and plan (2000)), Yoo and Alavi (2004).
full hardworking and persever-
ance, achievement-oriented, self-
efficacy, orderliness, self-
discipline, ambitious or enthusi-
astic
Cognitive Ability Interpersonal conflict resolution KSA's, Steven and Campion (1994), Kickul

KSA's

collaborative problem-solving
KSA's, and communication
KSA's

and Neuman (2000), Misiolek and
Heckman (2005), Gupta et al. (2010).

Self-Manage-
ment KSA's

performance management,
planning and coordinating

Steven and Cei()n (1994), Kickul
and Neuman (2000), Hackman, M.Z
and Johnson, C.E.(2000).
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ETHOD
Data Collection

The data collected in this study through a sur-
vey in the context of a structured and closed ques-
tionnaire focused on a sample of individuals repre-
senting the population. The population cnnated of
full-time employed individuals who worked with the
team In .Iarta, Banten, and West Java, Indonesia.

The questionnaire was developed from the lit-
erature study and they selected employees to indi-
cate the importance of the 6 emergent leadership
constructs by asking them to answer the 60 mea-
suring criteria con@lining emergent leadership. The
questionnaire used a 5-point Likert scale to indicate
the traif and perceptions related to emergent lead-
ership. A total of 350 questionnaires were adminis-
tered independently by the researcher both online
and offline to the respondents.

Data Analysis

This study used a quantitative exploratory
method and a deductive analysis using a framework
derived from the characteristic of behavioral emer-
gent leadership theorffAccording to Imandin (2014),
to analyze the data, the following statistical proce-
dures and decision criteria were used:

Exploratory Factor Analysis (EFA). Due to
its exploratory nature, factor loadings of 0.4 and
higher were considered to validate the itemsthat
measured each of the MI's business success in-
ﬂueﬁs (Field, 2007).

Kaiser-Meyer-Olkin’s (KMO) measure of
sam- pling adequacy was utilized to ensure that
the sample used was adequate. Field (2007) sug-
gested that a KMO value of 0.6 should be the
minimum acceptable value it exploratory factor
@lysis is considered. These values areregarded
to be mediocre while more favorable values are
between 0.7 and 0.8. Values between 0.8 and 0.9
are very favorable while ultimately, values above
0.9 are superb.

Bartlett’s test of sphericity was used to de-
termine if the data was suitable to employ in multi-
variate statistical analysis. This study followed the
advice by Field (2007) and it set a maximum va-
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lue of 0.005. Values below 0.005 signify that the
data is indeed suitable for the multivariate statis-
tical analysis, in this case, exploratory factor ana-
lysis.

The variance explained by the factor analy-
sis serves as an indicator to determine the import-
ance of each of thefonstructs to measure the
Emergent Leadership. Field (2007), indicated thata
variance of 60% or higher is regarded as being a
good fit for the data. This study aimed toachieve
a good fit to the data, thus it aimed to achieve
60% of variance per factor.

@he reliability of the emergent leadership
wasmeasured with Cronbach’s alpha coefficient.
The satisfactory reliability coefficients exceed 0.70
(Field (2007). However, a secondary lower relia-
bility coefficient was set at (.58 because. accord-
ing (@Cortina (1993) in Field (2007), he confir-
med in his research that when ratio and interval
scales are used (such as the Likert scaleused in this
questionnaire), it does warrant alower reliability
coefficient.

Statistical Validation

Each emergent leadership variable was vali-
Ehted by calculating the KMO value and by using
Bartlett’s tests of sphericity. The variance was ex-
plained by the specific construct in the factor analysis
and by the reliability of the specific construct. Be-
sides, the measuring criteria with factor loadings
below 0.40 were omitted from the analysis while
strong dual-loading criteria were also omitted be-
cause of their dualistic nature (Fields, 2013). This
method also determined if all of the measuring cri-
teria loaded as one factor, meaning that the criteria
can measure the specific construct as one construct.
In cases§here more than one factor was identi-
fied, the sub-factors were identified and labeled as
individual sub-factors of the specific construct
(Fields, 2013).

RESULTS AND DISCUSSION
Exploratory Factor Analysis

The questionnaire sheet was conducted to 350
respondents and the total returned is 315 respon-
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dents. After being measured through descriptive
analysis, the respondents who had a lower score
than 3.4 were eliminat§jfrom the study. Following
this, 300 respondents were included in the explor-

atory analysis test. The results related to the ex-
ploratory factor analysis have been explained in table
2 below.

Table 2. Exploratory Factor Analysis Result Test, Reliability and Variance Explained

Construct Sub-Construct KMO  Barlet CronbachAlpha Variance Expl.
Extroversion Dominant,

Friendly Egocentrics 0% 0000 0810 54 589%
Openness Intelligence to
to Experience Creativity Open-

minded Experienced 0.789 0000 0.719 57933%
Agreeableness Caring Positive Vibes 0782 0000 0702 47367%
Conscientiousness Conscientiousness

Good planner Discipline 0842 0000 0811 59.141%
Interpersonal KSA's  Team PlayerCommunicative 0912 0000 0900 62.123%
Performance
Management KSA's  Performance Management 0882 0000 0.859 54 898%

Extruveniun

The analysis of the construct dealing with ex-
traversion showed that none of the statements
should be omitted from the analysis. This is because
all of the factor loadings are above 0.5. Based on
the analysis result test above, the KMO value is
0.794 which is more favorable. Bartlett’s test is 0.000
and the value of variance is 54.58%. This is moder-
ate. Besides, the factor seemed to be very reliable
by looking at the alpha coefficient of 0.81. From the
7 indicator questions, the extroversion construct
was stated to be made up of 3 components with
sub-constructs. Each factor component can be
named: (1) dominant, (2) friendly. and (3) egocen-
tric. For component (1), dominant, this showed in
questions number 5 (I participated actively), 6 (I
like to speak up), 7 (1 like to take control), 8 (I like
to lead), 9 (I have a busy and fast life) and 10 (I am
energetic and I often feel positive emotions). In
general, from those questions, dominant can be in-
terpreted as a talkative person or someone who
participates actively. Component (2) friendly is
shown in question number 1 (I find it easy to social-
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ize), 3 (I like to amuse others). 11 (I like being ac-
companied), and 12 (I am friendly and enjoyable).
In component (3) egocentric, is shown in question
number 2 (I love large parties and I enjoy being part
of a crowd) and 4 (I like to be the center of atten-
tion).

Openness to Experience

Based on the test results of the analysis above,
all factor loads are above 0.5, so it shows a variant
of 57.933% and is classified as moderate. Further
analysis showed that fromthe 11 questions, the sub-
construct consists of 4 components. (1) Inrelligence
is the indicator contained in question number 18 (I
can acquire and apply my knowledge and skills), 19
(I find it easy to learn and understand), 20 (I love
creative work), and 21 (complex work does not make
me give up). (2) Creativity is found in questions 13
(I like showing my imagination and creativity), 14 (I
love cultured), and 15 (I like ask more questions.
(3) Open-minded was examined in questions 16 (I
like the original) and 17 (I am tolerant or liberal).
(4) Experienced was found in questions 22 (I treat
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people as being refined and with respect) and 23 (I
like to reveal a great deal of world). Intelligence
(1) refers to a person who can learn knowledge
and skills. This can be acquired and applied in a
new situation or complex situation. Creativity (2) is
expressed as a person who is imaginative and curi-
ous. They have a sense of culture. Open-minded
characters (3) are people who have tolerant or lib-
eral views. Experienced (4) characters are revealed
by a person who has experience in worldly matters
and who treats a person with respect.

Agreeableness

The construction analysis above shows that no
statement should be omitted from the analysis be-
cause all load factors are above 0.5. The KMO and
Bartlett test results is a favorable value. The con-
struct of agreeableness consists of two sub-factors;
(1) caring and (2) positive vibes. The caring fac-
tor (1) states that there is a sense of caring for the
team working and working together. Regarding fac-
tor no (2) positive vibrations, this refers to someone
who has positive energy towards others because of
trust and sympathy. The subfactor of caring is con-
tained in questions 26 (I could rely on the people),
27 (no need manipulation in socializing), 28 (like
helping others), and 29 (I like teamwork). However,
the indicator for the sub-factor positive vibes is con-
tained in questions 24 (I easily trust others), 25 (I
am usually considerate of another’s feelings), 30 (I
easily sympathize), and 31 (I am a modest person).

Conscientiousness

Based on the analysis result test above, the
KMO and Bartlett’s test result and Cronbach’s al-
pha coefficient of the construct conscientiousness
are up to 0.80. This showed a very favorable value.
However, the variance explained at 54.89% is me-
diocre. The analysis results showed that the con-
struct of behavioral engagement consisted of three
sub-factors: (1) consciousness, (2) good planning,
and (3) discipline. Consciousness characteristics
are found in 35 (I work responsibly), 36 (I do work
in an organized manner), 37 (I am a hard worker),
and 38 (I am achievement-oriented). These express
that the person who has a good sense of awareness

ACCREDITED by Ministry of Research and Technology Republic of Indonesia, No 200/M/KPT/2020

is working hard, is responsible, has goals and they
are self-efficient.

Interpersonal KSA’s

After conducting the analysis, the KMO value
was 091, and Bartlett’s test was 0.000. It thus
showed superb valuesgllhe variance explained value
is 62.12% and the factor also returned a high
Cronbach’s alpha coefficient of 0.90, signifying high
reliability. This denotes that the Interpersonal
KSA’s @nstruct is the highest out of the other vari-
ables. None of the questions were discarded be-
cause they all loaded onto the two sub-factors, those
are team player and communicative. The interper-
sonal KSA's factor expressed that teamwork in In-
donesia considers the contributions such as sharing
information, communicating effectively, listening
carefully, allowing everyone to talk and convey ideas,
and accepting criticism well.

Performance Management KSA’s

The analysis of performance management
KSA’s showed that no statements should be omit-
ted from the analysis because all of the factor load-
ings were above 0.5. The KMO and Bartlett’s test
result of the construct interpersonal is 0.882 and it
has an alpha coefficierffjof 0.000. This is very fa-
vorable for reliability. Only one factor was identi-
fied by the factor analysis. The factor was labeled
Performance management KSA's. Although the
variance explained at 54 898% is mediocre, the value
of the alpha coefficient is 0.859 which denotes the
satisfactory reliability of the coefficients as it ex-
ceeds 0.70. Performance management KSA's sub-
construct explains that the team member can facili-
tate good performance by cooperating to get the
team goal. Everyone contributes to the team, en-
courages all members, and has responsibility for their
respective duties. KSA performance management
is one of the variables of self-management that in-
volves knowledge, skills, and abilities (KSA) (Steven
and Campion, 1994 and Kickul and Neuman, 2000).

Confirmatory Factor Analysis Result

After the exploratory factor analysis, this was
continued by confirmatory factor analysis to con-
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firm that each dimension was formed properly as in

Table 3.

Table 3. Confirmatory Factor Analysis Result

KMO, Bartlett’s test, Reliability and Variance Explained

Construct

Indicator

KMO

Barlet

CronbachAlpha Variance Expl.

Dominant

- take control
- lead, busy,

- energetic

0.706

0.000

0785

56.820%

Friendly

- easy Lo socialize
- like amuse people
- friendly

0.617

0.000

0608

56.463%

Egocentric

- love large parties

- be a center of attention

0.500

0.000

0672

75.336%

Intelligence

- able to acquire and

apply knowledge and
skill, easily to understand

with new situations

0.645

0.000

0.65

59.143%

Creativity

- like imagination, creativity,

cultured
- like asking

061

0.000

052

5154%

Open-minded

- like original or authentic

- tolerant and liberal

0.500

0.000

63.626%

Experienced

- treat people polite

- experienced in worldly matters

0.500

0.000

0359

61.254%

Caring

- noneed for manipulation in

059

socializing, honest and sincere

- willing to help
- like cooperation

0.000

057

56.19%

Positive Vibes

- trust, considerate
- sympathy

0.633

0.000

0925

54.190%

Conscientiousness

- work responsibly
- work in an organized
- work hard

- oriented achievement

0.806

0.000

0.806

55.826%

Good planner

- reliable person
- carefully
- detail

059

0.000

0.73

6546%

Discipline

- able to do self-discipline,
- desire to achieve something

0.500

0.000

0372

61434
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Team member:

- considered the contributions
of all team, giving advice

- communicate effectively,

Team Player

0884  0.000 0.888 60.319%

- shared information
- listen carefully

Communicative - the team avoided unnecessary, 0754 0.000 0771 59.976%
confrontations

- constructive team

- no personally threaten,

- tried to find a solution

- talked and conveyed ideas,

- accepted criticism

Perfor mance
Management

Team suggested:

- elppmlc and attainable goals
- make sure everyone contributed
- encouraged members and gave

0882  0.000 0859 54.858%

members feedback on their
performance

Dominant

As in Table 3, the first @inension of emergent
leadership is dominant with a KMO value of 0.70,
Bartlett's test result of 0.000, Cronbach’s alpha co-
efficient of 0.785, and variance of 56.,82%, Based
on these results, dominant can be used as a con-
struct to measure emergent leadership with the fol-
lowing indicators: the desire to take control, leading.,
busy habits and has an energetic spirit. This vari-
able is appropriate as a construct to use to measure
emergent leadership based on the research by Kickul
and Neuman (2000). Also, Sanchez et al. (201099
concluded that an emergent leader is perceived as
a dominant person who talks the most and has more
interruptions

Friendly

Friendly is the second cfffitruct used to mea-
sure emergent leadership with a KM@Jvalue of 0.617
and Bartlett’s test result of 0.000. Both the KMO
and Bartlett's tests revealed favorable results. The
construct measurement of friendly had a variance
of 56.463% and this is mediocre, but Cronbach’s
alpha coefficient was 0.608. which shows favor-
able reliability. Friendliness is very important in emer-
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gent leadership because as an emergent leader, they
must have a good influence on their team member.
If a leader is not friendly, then of course no one will
approach him. Friendliness is a trait that can be a
variable of emergent leadership (McCrae and Costa,

1992).

Egocentrics

Egocentrics is the third indicator which has the
following indicators: love large parties and being the
center of attention. The KMO and Bartlett’s test
values were 0.500 and 0.000 respectively and these
results are mediocrefgjut the variance was 75.336%,
which is higher and is regarded to be a good fit with
the data. Besides, the value of Cronbach’s alpha
was 0.672, which is favorable. Based on these re-
sults, egocentric is a construct that can be used to
measure emergent leadership.

Intelligence

The fourth dimensfff§) of emergent leadership
is intelligence with a KMO value of 0.645,
Bartlett's test result of 0.000, a Cronbach’s alpha
coefficient of 0.785 and the variance explained was
59.143%. Based on these results, the KMO and the
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alpha coefficient are favorable and the variance is
mediocre. Therefore intelligence is a construct that
can be used to measure emergent leadership with
the following indicators: the desire to take control,
leading, busy habits, and has an energetic spirit. Lord
etal. (1986) and Kickul and Neuman (2000) stated
that one of the traits of emergent leadership is intel-
ligence. Intelligence is related to cognitive ability
and it is very important for a leader because if the
leader doesn’t have knowledge and skills, then the
team members will underestimate them.

Creativity

The fifth variable was crearivity with a KMO
value of 0.61, Bartlett’s test result of 0.000,
Cronbach’s value of 0.52, and the variance was
51.54. These results show favorable liability. Kickul
and Neuman (2000) stated that creativity is one of
cognitive ability and it is needed, especially for work-
ing. Usually, a creative person likes giving a new
idea based on their imagination. Therefore, crearivity
is a construct to measure emergent leadership us-
ing the following indicators: imagination, creativity,
cultured, and asking.

Open-Minded

The sixth variable is open-minded. The KMO
value is 0.500 with Bartlett's test value of 0.000
and a Cronbach’s alpha coefficient of 0.412, which
is mediocre but the variance of 63.626 % is very
favorable. Based on the results, open-mindedness
is a construct that can be used to measure emer-
gent leadership with the following indicators; a per-
son who has a tolerant or liberal view and who is
original or authentic. The open-minded variable is
very important for emergent leadership because a
leader must have another opinion or view to devel-
oping something

Experienced

The seventh variable has the indicators of the
person has to experience in {Fprldly matters and they
treat people politely. The KMO value was 0.500
with Bartlett’s test result showing as 0.000 with a
variance of 61.254 % . These results favor liability
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but the result of the alpha coefficient was 0.359,
which is low.

Caring

From the analysis, the eighth variable is car-
ing. Because the KMO result of 0.59, Cronbach’s
of 0.57, and the variance of 56.19% it is favorable
as a construct to measure emergent leadership
through the following indicators: no need to manipu-
late when socializing, being honest and sincere, will-
ing to help others and liking cooperation.

Positive Vibes

The ninth variable is positive vibes with a KMO
value of 0.633 with Bartlett’s test result of 0.000.
The variance was 54.190% which is mediocre but
Cronbach’s coefficient of (0.925 showed high sig-
nificant reliability. The indicators are trust, consid-
erate, and sympathy. Positive vibes are the positive
emotional atmosphere of a person that can posi-
tively influence the people around them with their
body language and social interactions.

Conscientiousness

From the analy@gy the tenth variable is consci-
entiousness with a KMO value of 0.80, and
Bartlett’s test result of 0.000. It showed as being of
very favorable value. The variance explained that
55.826% is mediocre but the result of the
Cronbach’s coefficient is 0.806 and this is satisfac-
tory concerning the reliability of the coefficients.
Based on the previous research (Kickul and
Neuman, 2000; Yoo and Alavi, 2004), they con-
firmed that conscientiousness is one of the variables
of emergent leadership. The conscientiousness
variable is a construct used to measure emergent
leadership with the following indicators: working
responsibly, organized, working hard, and oriented
toward achievement.

Good Planner

From the analysis, the eleventh variable of a
good planner is a construct used to measure emer-
gent leadership with the following indicators: reli-
able person, careful and detail-oriented. This is due
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to the KMO value of 0.597 and Bartlett’s test result
of 0.000. The variance is 65.465% , which is favor-
able. Cronbach’s coefficient of 0.74 can be used as
a measurement of the emergent leadership indica-
tors.

Discipline

The researcher (Kickul and Neuman, 2000; Yoo
and Alavi, 2004) expressed that the discipline vari-
able is one of the characteristics of the conscien-
tiousness variable. The discipline indicators are
shown by being able to self-disciplingffind having
the desire to achieve something. The KMO value
was 0.500 with Bartlett's test result of 0.000. The
variance was explained at 61.434% and so it has
favorable reliability. However, the Cronbach coef-
ficient of 0.372 is not reliable. This coetficient value
needs to be measured by the next researcher.

Team Player

Based on the analysis, ffle team player is the
fourteenth variable and the favorable KMO value
of 0.884 indicates an adequate sarffjle. Bartlett’s
test was also suitable at 0.000. The factor explains
the variance of 60.319%, which is regarded to be a
good fit for the data (Field, 2007). This factor is
deemed to be very reliable with an alpha coetfi-
cient of 0.888. The team player variable is the sec-
ond position variable, which influences teamwork.
A team player is someone who not only orders the
team members to do something but they also want
to know the process, how the job is done and they
have to get involved, at least to give support and to
offer help if the members of the team find it diffi-
cult. This is a construct that can be used to mea-
sure emergent leadership with the following indica-
tors: considering the contributions of all of the team,
giving advice, communicating effectively, sharing
information, and listening carefully.

Co nicative

Based on the results of the analysis, tla fif-
teenth variable is communicative and it has a KMO
value of 0.754 and Bartlett’s test value of 0.000.
The variance explained at 59.976% is favorable
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reliability and that the @Fnbach coefficient of 0.771
is also very reliable. Based on the results of the
analysis, measuring the communicative variables
was expressed with the following indicator: the team
must avoid unnecessary confrontations, they must
be a constructive team, no-one should be person-
ally threatened, they should try to find a solution by
talking and conveying ideas and they should accept
criticism. Mumford et al. (2007) concluded that com-
munication skills are fundamental for a leader.
Kickul and Neuman (2000) revealed that commu-
nication is one of the variables that can be used as a
determinant of emergent leadership.

Performance Management KSA’s

The result of confirmatory performance man-
agement KSA’s (knowledge, skills, and abilities)
variable was the same as the result of the explor-
atory performance management (KSAs). There
s no need to do the confirmatory test because
only one factor was identified by the factor analy-
sis. Performance management KSA’s was one of
the variables used to measure the present emer-
gent leadership and it showed that teamwork has
appropriate and attainable goals. Everyone contrib-
uted, encouraged the members. and gave the mem-
bers feedback on their performance. Performance
management is the sixth variable and it can be a
construct to measure emergent leadership. Kickul
and Neuman (2000) also stated that the performance
management variable is one of the determinant vari-
able@Ef emergent leadership and it has very spe-
cific knowledge, skills, and abilities (KS As) that are
essential to the productive functioning of a work
team.

CONC LUSIa\IS

The main objective of this study was to develop
a theoretical model and to validate this model. The
model can be used statistically to measure emer-
gent leader@flip among full-time employees in Indo-
nesia. The model also resulted in a validated ques-
tionnaire to measure emergent leadership. The ques-
tionnaire was tested and found to be valid to use.
From the results of the exploratory and confirma-
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tory factor analysis, it was found that b the Bartlet
test and the Kaiser-Meyer-Olkin value returned high
values, thus signifying that the sample was adequate
and that the data was suitable to perform factor
analysis on. Furthermore, the constri§}}s returned
moderate cumulative variances. The reliability of
the data employed in this measuring instrument was
highexceeding 00.8) for some of the constructs.
The questionnaire used is a valid research tool and
suitable to measure employee emergent leadership
in Indonesia.

IMPLICATIONS AND LIMITATIONS

This section refers to the weaknesses of this
study. Some of the limitations contained in this study
include that the correspondents of this research are
heterogeneous, that they consist of various compa-
nies, that it involves different types of business, age,
experience, job position, and job department. Be-
sides, there is a possibility that the respondents did
not fill in what they were truly like both on the day
and when working in a team.

In Human Resource Management, having em-
ployvees who have leadership potential is very im-
portant to develop the organization. How exactly
do we know which of our employees is likely to be
a good leader or the right person? Moreover, every
leadership character is different. Having emergent
leadership in the employee’s personality is very good
because many researchers have already studied that
this leadership style can have a good influence on
internal teamwork to help to develop the perfor-
mance and goals of the team. This is due to the
emergent leadership spirit having many good char-
acteristics.

RECOMMENDATIONS

Because the results of the reliability of this study
do not exceed 60%, it is better to do further re-
search to get the maximum value. Besides, there
are still many indicators that measure the variables
forming emergent leadership. Further research can
be carried out on specific research objects whether
in one other company or industry or other organiza-
tions, whether it is examined following the field of

JOURNAL OF APPLIED MANAGEMENT

work, or whether it is viewed by gender to obtain
more objective results.
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