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Abstract 

This quantitative study sought to explore Pennsylvania farmers’ perceptions of their quality of life 
during their busiest farm season and its relationship with farmers’ self-leadership and ability to lead 
others’ competencies. The convenience, unrestricted, self-selecting, and chain-referral sampling 
approaches were used to collect online data. The final data set included responses from 59 farmers. 
The overall mean score for self-leadership competencies was 3.93 (SD = .48), ability to lead others’ 
competencies was 3.96 (SD = .50), and farmers’ quality of life was 3.49 (SD = .69). A significant 
positive association found between farmers’ quality of life and self-leadership competencies (r = .64 
p = .001), and ability to lead others’ competencies (r = .24 p = .013). Approximately 43 % of the 
variance in overall farmers’ quality of life was explained by farmers’ self-leadership and ability to lead 
others’ competencies. Extension practitioners should develop a leadership program for farmers that 
will address the following areas: farmers’ work-life balance during busy season and difficult 
conversations with farm employees. 
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Introduction and Problem Statement 
 

Nitsch (1987) described farmers' lifestyles as autonomy, closeness to nature, tradition, and 
continuity. However, despite the idyllic lifestyle associated with farming, the landscape of 
farming is changing, with the number of farms in Pennsylvania consistently declining since 2007 
(United States Department of Agriculture National Agricultural Statistics Service Information 
[USDA NASS], 2017). The consolidation of agriculture in the United States over the past 40 years 
has resulted in fewer, larger farms and has fundamentally changed the responsibilities of 
farmers (MacDonald, 2020). Farmers today must have the ability to manage large groups of 
employees, navigate complex production and distribution markets, and deal with constant 
pressure to innovate and adapt to new technology (Ulvenblad & Björklund, 2018). According to 
leadership literature, leadership is the ability to share a vision with others and identify goals to 
which others also aspire, thus increasing productivity, efficiency, and impact (Hughes, 2007).  
 
The increased responsibility and pressure in the agricultural sector have had significant 
consequences for farmers' quality of life. Farmers' work environmental characteristics are 
associated with a relationship between farmers' quality of life and quality of work (Clark, 2010). 
Kong et al. (2019) mentioned that farmers' optimization of their organizational management 
and improvement of their interpersonal relationships that influence their quality of life might 
also be important factors toward their motivation to work. Hughes (2007) emphasized that 
leadership functions at different levels and in different capacities within an organization. In the 
literature, leadership term is conflated with management and administration. However, in the 
practical world, the three often function together.  
 
According to the literature, leadership is associated with strategic decision-making, whereas 
management assures the organizational capacity to reach goals and the human and physical 
resources are sufficient. Administration ensures effective day-to-day operations are efficient. 
Moreover, administration includes the responsibility for the working environment, financial 
records, personnel issues, and activities necessary to keep an organization running efficiently 
(Fullan, 2001; Nanus, 1992). Hughes (2007) indicated that organizational leaders should be able 
to distance themselves from the daily managerial and administrative routine and devote their 
time to their leadership role. 
 
There were limited studies found that discuss the relationships between farmers' quality of life 
and farmers' self-leadership and ability to lead others' competencies. Hence, this exploratory 
study investigates Pennsylvania farmers' perceptions of their quality of life and analyzes its 
relationships with farmers' self-leadership and ability to lead others' competencies.  
 

Theoretical and Conceptual Framework 
 

The study on which this research is based utilized the American quality of life framework, which 
focuses on subjective quality of life or well-being of individuals (Campbell et al. 1976) and the 
leader and leadership development theoretical framework (Day, 2000). Quality of life is a broad 
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term referring to a person's view of their current life standing. This is influenced by several 
factors, including physical health, self-esteem, expectations, and values (World Health 
Organization, 1997). There are generally two global frameworks used in quality-of-life research: 
American and Scandinavian. The American quality of life approach largely focuses on the 
subjective quality of life or well-being of individuals (Campbell et al., 1976). Scandinavian 
studies focus on the objective living conditions of individuals or societal quality of life (Noll, 
2002). In this study, we utilized the American framework that described subjective well-being 
as individuals' perceptions of their life and work (Coughenour & Swanson, 1988). Providing 
reliable and valid quality of life indicators is a solid approach for policymakers who plan fact-
based courses of action (Young, 2008). The subjective well-being approach is based on human 
needs, expectations, phenomenological viewpoints, preference satisfaction, hedonism, and life 
satisfaction (Karimi & Brazier, 2016). Examples of definitions of quality of life are:  "a conscious 
cognitive judgment of satisfaction with one's life" (Rejeski & Mihalko, 2001, p. 23) and "an 
individual's perception of their position in life in the context of the culture and value systems in 
which they live and in relation to their goals, expectations, standards, and concerns" (Whoqol 
Group, 1995, p. 1405).  
 
Bogue and Phelan (2005) stated that farms are complex. Molnar (1985) emphasized quality of 
life as a global construct based on an individual's expectations and life experience (Windon et 
al., 2016). Satisfaction with farm work influences satisfaction with farm life (Coughenour & 
Swanson, 1988). The interpretation of farm family quality of life can be a challenge for 
researchers as farm families measure the quality of life on many levels. Because of farmers' 
ever-changing life, work conditions, and current life experience, quality of life studies are 
typically exploratory (Windon et al., 2016).  
 
In this study, we utilized Day's (2000) leader and leadership development theoretical 
framework, which distinguishes leader development and leadership development based on 
intrapersonal and interpersonal competencies. Harder and Narine (2019) defined competencies 
as a set of "knowledge, skills, and abilities commonly associated with professions" (p. 224). 
McClelland (1973) emphasized the importance of using competencies in professional 
development because it determines employee success (Harder & Narine, 2019). Day (2000) 
described leader development as developing intrapersonal or self-leadership skills that are 
characterized through competencies such as self-awareness (self-confidence, emotional 
awareness, accurate self-image), self-regulation (personal responsibility, trustworthiness, self-
control), and self-motivation (initiative, commitment, optimism). Day (2000) characterized 
leadership development as the development of interpersonal skills through key competencies 
related to social awareness, including empathy and service orientation, and social skills, 
including bond building and conflict management. Individuals with strong intrapersonal (self-
leadership) skills are more innovative and creative (Betta et al., 2010; DiLiello & Houghton, 
2006). The need for both intrapersonal (self-leadership) and interpersonal (the ability to lead 
others) competency is evident in organizational and professional settings (Day, 2000). Harder & 
Narine (2019) indicated that there is a need to include interpersonal leadership competencies 
in professional development programs. Often, the enhancement of leader interpersonal 
competencies is incorporated in a leadership development program. For example, in the 



Windon & Robotham   Advancements in Agricultural Development 
 

https://doi.org/10.37433/aad.v2i2.105  53 
 

leadership development program emanating from transformational leadership theory, 
emphasis is placed on developing interpersonal competencies such as effective listening and 
building trusting relationships (Avolio, 1999; Avolio et al., 2005). Leaders must receive sufficient 
training to improve intrapersonal (self-leadership) and interpersonal leadership (ability to lead 
others) competencies. In 2006, Hollenback et al. indicated that the leadership competency 
model could be used to develop leadership training for intrapersonal and interpersonal 
competencies development that can help to foster effective leader behavior.  
 
In describing the characteristics of effective leaders, Van Velsor et al. (2010) highlights the need 
for an individual to lead themselves and lead others, emphasizing the connection between self-
leadership competencies and ability to lead others' competencies. The concept of self-
leadership originated as a substitute for formal leadership (Manz & Sims, 1980). Neck and Manz 
(2010) defined it as "the process of influencing oneself" (p. 4). DiLiello and Houghton (2006) 
described self-leadership as  "a self-influence process that helps individuals develop the self-
direction and self-motivation necessary to perform effectively in the workplace" (p. 326) 
through the utilization of the following types of strategies: 
 
1. Behavioral-focused strategies are designed to help individuals improve self-awareness, self-

goal setting, self-reward, self-observation, self-punishment, and self-cueing.  

2. Natural reward strategies are designed to enhance an individual's competence that helps 
energize performance-enhancing task behavior (Neck & Houghton, 2006) and enhance 
intrinsic motivation (Deci & Ryan, 1985).  

3. Constructive thought pattern strategies are designed to help in creative and positive 
thinking about oneself and the task that might lead to better performance. 

Self-leadership in the workplace can be developed by training employees in self-management, 
allowing supervisors to focus on other issues and minimize detailed oversight and control. 
Studies related to the role of interpersonal competencies were conducted in the early to mid-
1900s and showed that communication and social skills were important predictors of leadership 
and effectiveness (Bass, 1990; Stogdill, 1974). The theoretical foundation for interpersonal 
competency development is grounded in the well-known distinction between task-oriented 
leader behaviors and relationship-oriented behaviors (Likert, 1961; Stogdill & Coons, 1957). In 
1953, Fleishman emphasized the importance of enhancing relationship-oriented aspects of 
leader behavior, and this approach was adopted and led to programs aimed at developing 
interpersonal leadership skills. Mumford et al. (2007) defined four categories of leadership 
competencies among employees: cognitive, interpersonal, business, and strategic skills. 
Mumford et al. (2007) wrote that interpersonal skills were the most important at all 
organizational levels.  
 
More recent leadership theories also recognize the importance of interpersonal competency 
development in effective leadership, particularly the Leader-Member Exchange (LMX)(Graen & 
Uhl-Bien, 1995; Uhl-Bien, 2003) and the Transformational Leadership Theory (Bass, 1985; Bass 
& Riggio, 2006). LMX plays an important role in defining leadership as being more than leader 



Windon & Robotham   Advancements in Agricultural Development 
 

https://doi.org/10.37433/aad.v2i2.105  54 
 

behavior. LMX focuses on the relationship between the leader and follower dyad (Graen & Uhl-
Bien, 1995). This dyadic interaction explains a higher (trustful and respectful) or lower quality of 
relationship with the followers (Gerstner & Day, 1997). LMX theory is limited regarding the 
exploration of the social context in self-leadership and views it as the relationship between 
leader and follower. Ineffective leaders do not achieve desired outcomes (Kellerman, 2004; 
Kelloway et al., 2005). Bass (1990) presented four characteristics of transformational leaders: 
idealized influence, inspirational motivation, intellectual stimulation, and individualized 
consideration. Bass's transformational leadership model explains that the leader's style 
positively affects employee motivation, morale, and performance through the following 
leadership strategies: (1) connecting the follower's sense of identity to the collective identity of 
the organization; (2) being a role model and inspiring the followers; (3) challenging followers to 
take greater ownership for their work performance, and understanding followers' strengths and 
weaknesses to align employees with tasks that enhance their performance. Transformational 
leaders have been shown to positively affect individual and organizational outcomes, employee 
satisfaction with leadership, and concern about employees' well-being (Kelloway et al., 2006).  
 
Evans et al. (2015) explained that leadership is a dynamic process, and effective leadership is 
defined partly by the views of followers (Evans et al., 2015). Therefore, the assessment of 
interpersonal competencies is one of the most significant factors in managing successful 
organizations (Gaur, 2019). The authors emphasized that from an organizational and 
anthropological point of view, "people have a basic instinct to socialize and interact, and they 
have a need to share their social self with others, in various surroundings such as work, family, 
or society in general . . . Healthy and non-healthy surroundings in the workplace based on 
interpersonal relationships, can affect the perception of the workplace itself" (p. 2021). Hayes 
(2002) defined interpersonal competency as an individual ability to understand and manage the 
dynamic of social interaction. The hierarchical model of interpersonal competency offers the 
following micro-skills that incorporate the ability of an individual to accept, follow, be an 
empathetic listener, reflect, communicate, help, give feedback, and negotiate.  
 
Fullan (2001) wrote that the quality of leadership is sometimes judged by the leadership 
produced in others. A true leader should be able to step back from his leadership role and 
delegate, help a group to achieve its' goals, and assist others in satisfying their needs while also 
mediating, initiating organizational actions, and maintaining group functionality (Gibson et al., 
2002). The leader represents and personifies the values, motives, and aspirations of the group. 
Hughes (2007) argued that there are several important factors that make for effective 
leadership across contexts. Among those factors are the following: good communication, 
ethical behavior, and strategic thinking. The authors noted that the leaders' communication 
skills are essential because the leader must be able to receive and transmit information clearly, 
concisely, and effectively and provide constructive feedback.   
 
Prior to 1990, farm leadership and labor management research in the agriculture sector was 
limited (Howard and McEwan, 1989). Previous research shows that farm managers play an 
important role in influencing agricultural safety-related attitudes and actions in the workplace. 
For example, Mugera and Bitsch (2005) studied labor management practices of dairy farmers 
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and determined that human resource development is the source of sustained competitive 
advantage for dairy farms. 
 
There is limited research on the integration and interaction of farmers' intrapersonal (self-
leadership) competencies and interpersonal (ability to lead others) competencies and farmers' 
quality of life. However, the relationships between specific personality traits (ex. optimism, self-
esteem, and self-efficacy) and self-leadership are well studied (Chemers et al., 2000; Khoshhal 
& Guraya, 2016; Matzler et al., 2015). Similarly, the relationships between specific personality 
traits, including those referenced above, and health-related quality of life are examined and 
described in a systematic review conducted by Huang et al. (2017). As a correlate of overall 
quality of life (Karimi & Brazier, 2016), health-related quality of life and its relationship with 
personality traits provides insight into the relationship between leadership and overall quality 
of life. Several studies (Friedman et al., 2006; Ong et al., 2006; Sears et al., 2004) found a 
positive correlation between an individual's perceived level of optimism and quality of life. 
Individuals who perceived themselves to have greater self-efficacy and higher self-esteem 
reported higher perceived quality of life (Arnold et al., 2006; Bartoces et al., 2009; Han et al., 
2003; Middleton et al., 2007). A study conducted by Yun et al. (2014) integrated personality 
traits into self-leadership competencies. The relationship between the ability to lead others' 
competencies and quality of life is examined in a workplace context in the form of quality of 
work-life among employees. Studies have shown that specific interpersonal leadership 
competencies/behaviors (ex. inspiration, considerate, strong values) are associated with higher 
perceived quality of work-life among employees and subordinates within an organization 
(Corrigan et al., 2000; Suratno et al., 2018).  
 
Lee et al. (2011) mentioned that contacts with family, participation in social groups, have been 
found to improve people's level of social support, fulfillment of their own relationships, making 
sense of life, self-esteem, commitment to communities, and psychological and physical well-
being or quality of life. Shye (2010) wrote: 

The individual is regarded in these subsystems as an integral part of a community, and 
his or her functioning there depends on interpersonal and value interactions and 
commitments. For example, effective functioning in the social-integrative mode implies 
interpersonal symmetry; and effective functioning in the social-conservative mode 
presumes a system of shared norms. Thus, SQOL acknowledges, somewhat in the spirit 
of Sokolowski's (1996) microsocial model, that one's self-interest—one's quality of life 
by virtue of one's being enmeshed in a social and cultural network, is intrinsically bound 
with that of others. (p. 199) 

 
Kleih and Kubler (2014) reported a positive effect of communication competency on an 
individual's quality of life. They posit that the feeling of autonomy together with the fulfillment 
of the need for competence might have further positive effects on an individual’s quality of life, 
although the latter relation awaits confirmation. 
 
Based on the outlined theoretical and conceptual framework, we developed our conceptual 
model, which focused on examining the relationship between farmers' self-leadership 
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competencies, ability to lead others' competencies, and farmers' perceived quality of life. In this 
study, farmers' self-leadership is defined as an individual's intrapersonal leadership 
competencies development, and farmers' ability to lead others is defined as an individual's 
interpersonal competencies development, farmers' perceived quality of life is defined as the 
farmer's conscious cognitive judgment of satisfaction with farm work, family life, and overall 
health. 

 
Purpose 

 
The purpose of this study was to explore the relationship between farmers' quality of life, 
farmers' self-leadership, and the ability to lead others' competencies. Two research objectives 
guided this study: 1. Describe farmers' self-leadership and ability to lead others' competencies 
and farmers' quality of life. 2.  Explain the relationship between farmers' quality of life and 
farmers' self-leadership and ability to lead others' competencies. 

 
Methods 

 
This research used a survey method in a descriptive correlational study. The study was 
approved by the university's Behavioral and Social Sciences Review Board. The target for this 
study was self-identified farmers in Pennsylvania. We utilized the open web page questionnaire 
method to collect data from Pennsylvania farmers and explore their perceptions of their quality 
of life and their self-leadership and ability to lead others' competencies. We utilized the 
unrestricted, self-selected surveys approach (Fricker, 2008), which is a form of convenience 
sampling. As such, the results cannot be generalized to a larger population (State farmers, N). 
"Unrestricted self-selected surveys are surveys that are open to the public for anyone to 
participate in. They may simply be posted on a website so that anyone browsing through 
voluntarily may choose to take the survey, or they may be promoted via website banners . . . 
Regardless of how they are promoted (or not), the key characteristics of these types of surveys 
are that there are no restrictions on who can participate, and it is up to the individual to choose 
to participate (opt-in)." (Fricker, 2008 p. 205). Also, we used the chain-referral sampling 
approach. According to Penrod et al. (2003), "chain-referral sampling is defined quite similarly 
to snowball sampling, it relies on a series of participant referrals to others who have 
experienced the phenomenon of interest" p.102). We asked other agriculture-related 
organizations in the state to provide referrals to recruit farmers required for this study. Our 
survey link was available on multiple agriculture-related organizations' websites. Respondents 
were recruited through the Pennsylvania Extension website, a one-page press release was 
posted in a state-level online daily farming newspaper, and webpages of counties Farm Bureau, 
and Facebook pages. We collected data from September 13 to November 17, 2019. After 
removing responses with missing data, the final data set included responses from 59 farmers (n 
= 59).  
 
We developed the Farmer's Self-Leadership Competencies scale and Farmer's Ability to Lead 
Others' Competencies scale using existing literature related to intrapersonal and interpersonal 
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leadership competencies (Benge et al., 2011; Bruce & Anderson, 2012; Conklin et al., 2002; 
Cooper & Graham, 2001; Day, 2000; Day & Dragoni, 2015; Goleman, 2004; Haynes, 2000; 
Stedman & Rudd, 2006). Farmers' Self-Leadership Competencies and Farmers' Ability to Lead 
Others' Competencies scales of the instrument were measured using a five-point Likert scale 
ranging from 1 (strongly disagree), 2 (disagree), 3 (neither agree nor disagree), 4 (agree), and 5 
(strongly agree). Examples of items of the Farmers' Self-Leadership Competencies scale are: "I 
easily prioritize tasks during my busy season in the farm," I would say I am self-confident, "I 
have a clear set of values that I apply in my farm business." Examples of items of the Farmers' 
Ability to Lead Others' Competencies scale are: "I have effective oral communication skills," "I 
easily work with my farm employees to solve problems," "I delegate tasks effectively to my 
farm employees." We used Windon et al. (2016) the Farmers' Quality of Life scale to measure 
farmers' perceptions about their quality of life. The scale was measured using a five-point Likert 
scale ranging from 1 (very dissatisfied), 2 (somewhat dissatisfied), 3 (neither satisfied nor 
dissatisfied), 4 (somewhat satisfied), and 5 (very satisfied). Examples of items of the Farmers' 
Quality of Life scale are: "How satisfied are you with your overall health "?" "How satisfied are 
you with managing both farm work and family life." A panel of seven Extension educators, 
Extension administrators, academic faculty members with expertise in survey methodology, 
farmers, and a graduate student in Extension education reviewed the instrument for face and 
content validity. The panel of experts determined that the instrument is sufficiently valid. A 
pilot test was conducted to determine the reliability of the created instrument. The pilot study 
was conducted in August 2019 during a three-day event, where 40 farmers participated in a 
paper-pencil survey, with 40 participants filling out the pilot survey. The Cronbach's alpha for 
the farmers' self-leadership competencies scale was .74, farmers' ability to lead others' 
competencies scale was .85, and farmers' quality of life scale was .87, which indicated 
acceptable internal consistency (Cronbach, 1951). 
 
Early and late responses were compared to evaluate non-response errors (Miller & Smith, 
1983). The first twenty-five respondents were assigned as an early phase respondent group, 
and the last twenty-five respondents were identified as a late phase respondent group. The 
early and late phases of responders were determined based on the day and time their 
questionnaire was submitted. T-test results indicated that there was no non-response bias 
(Lindner et al., 2001; Miller & Smith, 1983), and it revealed that data collected from farmers 
were representative of the entire study population (see Table 1.)  
 
Caution is advised in interpreting the study findings since the participants of the study are not a 
random sample. The findings of this study will only apply to those who participated, and as 
such, cannot be generalized to the entire population of Pennsylvania farmers.  
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Table 1 
 
Independent Samples t-test for Equality of Means on Scale Scores of Construct between Early 
and Late Respondents 
Scale Respondents  

Early (n = 25) Late (n = 25)  
 M SD M SD t p 
Farmers’ self-leadership 

competencies 
3.89 .43 3.95 .54 .46 .65 

Farmers’ ability to lead others’ 
competencies  

3.97 .41 4.02 .50 .42 .68 

Farmers’ quality of life 3.39 .62 3.54 .74 .74 .46 
Note. p < .05  
 
We used SPSS® version 25 to conduct data analysis for our study. Independent variables and 
the dependent variables were treated as interval data.  A descriptive statistic was utilized to 
describe the first research objective. A multiple linear regression analysis was conducted to 
answer the second research objective - determine the relationship between overall farmers’ 
quality of life (dependent variable) and independent variables, such as farmers’ self-leadership 
and ability to lead others’ competencies. We used Davis (1971) conventions to describe the 
magnitude of the relationships between independent and dependent variables. 
 

Findings 
 

The first research objective was to describe farmers’ perceptions of their self-leadership 
competencies, ability to lead others’ competencies, and farmers’ quality of life. The overall 
mean score for farmers’ self-leadership competencies was 3.93 (SD = .48, n = 59). Results are 
shown in Table 2. Lower scores indicate greater needs of self-leadership competencies content 
areas, and higher scores indicate greater proficiency in the area. Farmers indicated greater 
needs in the following self-leadership competencies: balancing personal and professional life 
during the busy season on the farm, handle stress, quickly make decisions, and easily prioritize 
tasks during my busy season on the farm. Farmers were proficient in applying set values in the 
workplace, working independently on the farm, they felt self-confident and could achieve farm 
business goals. 
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Table 2 
 
Farmers’ Self-leadership Competencies 

Items n M SD 
I balance my personal and professional life during the busy season 

on the farm 
58 3.19 1.02 

I handle farm stress effectively 57 3.39 .88 
I quickly make decisions  57 3.72 .98 
I easily prioritize tasks during my busy season on the farm 57 3.82 .83 
I achieve my farm business goals. 57 4.02 .64 
I would say I am self-confident.  58 4.17 .88 
I have a clear set of values that I apply in my farm business 58 4.60 .59 
I easily work independently on the farm. 57 4.60 .62 
Overall farmers’ self-leadership competencies 59 3.93 .482 

 
The overall mean score for the farmers’ ability to lead others’ competency was 3.96 (SD = .50, n 
= 59). Results are shown in Table 3. Lower scores indicate greater needs in terms of ability to 
lead others’ competencies content areas, and higher scores indicate greater proficiency in the 
area. Farmers indicated greater needs related to effective engagement in difficult conversations 
with farm employees and effective delegation of tasks to farm employees, managing people at 
the farm, delegate tasks effectively to farm employees, and effective oral communication skills. 
Farmers were comfortable networking with others within the farmers’ community and solving 
complex problems on the farm.  
 
Table 3 
 
Farmers’ Ability to Lead Others’ Competencies 

Items n M SD 
I effectively engage in difficult conversations with my farm 

employees  
57 3.70 .80 

I am good at managing people at my farm. 57 3.75 .89 
I delegate tasks effectively to my farm employees 55 3.78 .90 
I am effective at motivating my farm employees. 46 3.83 .71 
I have effective oral communication skills 57 3.96 .94 
I am a mentor to my farm employees. 46 4.00 .79 
I am an effective listener 57 4.05 .79 
I have effective written communication skills. 57 4.07 .90 
I easily work with my farm employees to solve problems. 49 4.08 .73 
I solve complex problems on the farm. 58 4.16 .64 
I am comfortable networking with others from my farmers’ 

community 
58 4.17 .75 

Overall farmers’ ability to lead others’ competencies 58 3.96 .50 
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The overall mean score for the ’farmers' quality of life was 3.49 (SD = .69, n = 59). Results are 
shown in Table 4. During the busiest season of the year, farmers reported that they were 
satisfied with their farm work and overall health. However, farmers were less satisfied with 
their hours of sleep, vacation time, and managing farm work and family life, social activities, 
emotional support from others, and work hours during their busy season.  
 
Table 4 
 
Farmers’ Quality of Life  

Items n M SD 
How satisfied are you with your hours of sleep? 56 3.16 1.01 
How satisfied are you with your received time for vacation or years off?  55 3.18 1.22 
How satisfied are you with managing both farm work and family life?  54 3.19 1.07 
How satisfied are you with your social activities? 58 3.22 1.01 
How satisfied are you with your emotional support from others? 57 3.39 1.08 
How satisfied are you with your work hours? 54 3.61 .78 
How satisfied are you with your overall health? 58 3.79 .91 
How satisfied are you with your farm work? 54 3.81 .70 
Overall quality of life 58 3.49 .69 

Note. Questions were asked in relation to the busiest farm season for the year studied. 
 
The second research objective was to explain the relationship between farmers’ perceptions of 
their quality of life and self-leadership competencies and ability to lead others’ competencies. 
Application of the Pearson correlation coefficient showed a significant positive association 
between self-leadership competencies and ability to lead others’ competencies (r = .55, p = 
.001), farmers’ self-leadership competencies and quality of life (r = .63, p = .001), and ability to 
lead others’ competencies and quality of life (r = .24, p = .013).  
 
A multiple linear regression analysis was conducted to determine the relationship between 
overall farmers’ quality of life (dependent variable) and independent variables such as farmers’ 
self-leadership competencies and ability to lead others’ competencies. The results indicated 
that a significant proportion of the total variance in overall farmers’ quality of life was predicted 
by farmers’ self-leadership competencies and ability to lead others’ competencies F (2, 54) = 
20.60, p < .001. Multiple R2 indicated that approximately 43% of the variation in overall farmers’ 
quality of life could be explained by farmers’ self-leadership competencies and ability to lead 
others’ competencies (see Table 5).  
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Table 5 
 
Multiple Regression Analysis Between Farmers’ Quality of Life, Farmer’s self-Leadership and 
Ability to Lead Others’ Competencies Domains 
Model Fit  

     Change Statistics  
 R R2 Adj. R S.E. R2 F df1 df2 p 
1 .66 .43 .41 .53 .43 20.60 2 54 .000 

Note. p < .05 
 
Analysis of variance in overall farmers’ quality of life is presented in Table 6. 
 
Table 6 
 
Analysis of Variance in Support for Farmers’ Quality of Life 
Model Sum of Squared df Mean Square F p 
Regression 11.65 2 5.82 20.60 .000 

Residual 15.27 54 .28   
Total 26.91 56    

 Note. p < .05 
 
Within the final model, both factors were significant predictors of farmers quality of life 
namely, farmers’ self-leadership competencies (β = .70; p-value ˂ .001) and ability to lead 
others’ competencies (β = .34; p-value = .047). Multiple relations' coefficients are presented in 
Table 7. 
 
Table 7 
 
Multiple Relations Coefficients 
 Model B SER β p-value 
Constant  -.62 .65  .347 
Farmers’ self-leadership 

competencies   
.70 .18 .49 .000 

Ability to lead others’ competencies .34 .17 .25 .047 
Note. p < .05 
 

Conclusions, Discussion, and Recommendations 
 

This study makes a unique contribution to the research in the field of individual’s quality of life 
in relationship with intrapersonal and interpersonal leadership competencies. The results of 
this study indicated that farmers generally have a high perception of their self-leadership and 
ability to lead others’ competencies. Among those farmers’ competencies was working 
independently, solving complex problems, achieving their planned goals, and effectively 
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managing employees. Previous studies showed that certain self-leadership competencies 
moderate the effects of work stressors, and those with high self-leadership competencies were 
more effective in managing their stress (Thompson & Gomez, 2014). While farmer self-
leadership and ability to lead others’ competencies were high, the study results indicated 
specific areas of greater need related to personal work-life balance. This need for improved 
work-life balance is consistent with previous studies that reported an individual’s ability to 
balance work and personal family life is a significant factor related to their perceived quality of 
life (Greenhaus et al., 2003). Another reported area of need among farmers was the ability to 
have difficult conversations with farm employees. The result of this study supports previous 
research that emphasizes the leaders’ challenge in having difficult or awkward conversations 
with their employees (Angelo, 2019; Bradley & Campbell, 2016; Overton & Lowry, 2013).  
 
We found a significant relationship between the perceived quality of life and farmers’ self-
leadership competencies and the ability to lead others’ competencies.  The study results 
suggest that greater leadership skills (self-leadership and ability to lead others’ competencies) 
correspond to greater perceived quality of life. The results of this study are consistent with 
previous studies (Herrera et al., 2018; Kong et al., 2019) that reported the farmers’ 
organizational management, interpersonal competencies, self-leadership competencies relate 
to farmers’ quality of life. The findings of this study also identify potential areas of need in 
farmers’ self-leadership and ability to lead others’ competencies development that relates to 
perceived quality of life.  
 
The study results suggest targeted leadership programming is necessary to address identified 
areas of need among farmers. Currently, the Pennsylvania Extension service provides a general 
leadership education, where interpersonal interactions and conflict resolution are minor 
components of the curriculum, with the work-life balance not explicitly addressed. This, 
however, is not sufficient to address the observed farmer leadership needs in the study; thus, 
consideration should be given to developing specific farmer leadership development programs 
in the following two areas. First, human resource and Extension practitioners should develop an 
education program for farmers that will address work-life balance and work stress. It is known 
that work-life imbalance, especially excessive time dedicated to work, negatively impacts the 
quality of life (Greenhaus et al., 2003). Work stress is considered a major factor that negatively 
impacts work-life balance. As mentioned earlier, farming is a high-stress occupation, with many 
stressors, including a high workload, large time commitment, high levels of uncertainty, and 
business and financial challenges (Parry et al., 2005). Extension programming should seek to 
address the common causes of farmer stress and provide specific strategies to improve 
farmers’ ability to manage workload and time with family. Also, Extension programming for 
farmers should focus on the issue of having difficult conversations with farm employees. As 
mentioned earlier, this is a challenge for many leaders in organizational settings. Programming 
should provide strategies for approaching the situation, having the conversation, and moving 
forward afterward. A potential program could use the strategies outlined in Bradley and 
Campbell (2016), who provide a framework for managing the process of having difficult 
conversations in a work environment. It is important that this theoretical component is paired 
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with a practical component that would allow participants to apply learned strategies and 
develop their communication skills in a controlled setting.  
 
It is important to note that based on the nature of the study, it is difficult to assess the 
applicability of the results outside of farmers in Pennsylvania or the specific programmatic 
needs of different state Extension services. However, the study results provide important 
insight to Extension and human resources practitioners by providing guidance toward 
identifying specific farmer needs and developing relevant Extension programs for farmers in 
their state. The results of this study build a greater understanding of the relationship between 
quality of life and self-leadership and the ability to lead others’ competencies by expanding the 
scope of research to a non-traditional, unique context. Finally, this study provides a basis from 
which future research can be done to examine further the relationship in the context of other 
agricultural, organizational, and community leaders.  
 
Future studies may want to include a qualitative component to examine the perceived quality 
of life among farmers. Further research should explore the relationship between farmers’ self-
leadership and the ability to lead others’ competencies and quality of life based on farmers’ 
demographics. It would also be beneficial to conduct a longitudinal study to understand better 
the long-term effects of perceived leadership competency on farmers’ quality of life.  
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