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Abstract 
PurposeThis conceptual paper develops a framework that links multidimensional self-concept 
with job performance among junior executives. It focuses on three selected dimensions of 
self-concept, namely self-satisfaction, self-physical and self-social, and explains how these 
dimensions may shape workplace behaviour and employee performance. 
Design/methodology/approach  The paper adopts a conceptual and exploratory approach. It 
draws on content analysis of relevant literature on self-concept, core self-evaluation, job 
performance and organisational behaviour. The reviewed literature is synthesised to develop 
a proposed conceptual framework and a set of propositions for future empirical investigation. 
Conceptual contribution  The paper argues that self-concept should not be treated as a single 
general construct. Instead, self-satisfaction, self-physical and self-social may influence job 
performance through different psychological and behavioural mechanisms, including 
confidence, motivation, professional self-presentation, communication and interpersonal 
adjustment. Originality/valueThis paper contributes to organisational behaviour literature by 
proposing a multidimensional framework of self-concept and job performance with specific 
attention to junior executives. It also offers a foundation for future empirical research in 
Malaysian and other organisational contexts. 
Keywords: Multidimensional Self-Concept, Job Performance, Self-Satisfaction, Self-Physical, 
Self-Social, Junior Executives, Conceptual Framework, Organisational Behaviour 
 
Introduction 
Employee job performance remains a central concern in organisational behaviour and human 
resource management because it comprises job-relevant behaviours that contribute to 
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organisational goals and is commonly differentiated into task and contextual components 
(Borman & Motowidlo, 1993; Campbell et al., 1993; Jokanović et al., 2023). Organisations 
therefore use leadership, training, reward, appraisal and broader performance-management 
systems to support these behaviours (DeNisi & Murphy, 2017; Surakhmat et al., 2023).  
 
These mechanisms are important, but evidence that stable individual differences predict job 
performance indicates that organisational systems alone do not fully explain variation in 
employee effort and work behaviour (Barrick & Mount, 1991). 
 
One psychological factor that may help explain these differences is self-concept. Self-concept 
refers to the knowledge, beliefs and evaluations individuals hold about themselves and to the 
organised ways in which they interpret their abilities, roles and experiences (Baumeister, 
1997; Shavelson et al., 1976). In an organisational setting, these self-perceptions may 
influence how employees approach tasks, interact with others, respond to feedback and 
interpret performance expectations. 
 
The literature does not support treating self-concept as wholly unitary. Shavelson et al. (1976) 
proposed an organised, multidimensional and hierarchical structure, which Marsh and 
Shavelson (1985) subsequently refined. Consistent with this view, construct-validity research 
on the Tennessee Self-Concept Scale (TSCS) found distinct support for physical and social self-
concept domains (Marsh & Richards, 1988). An employee may therefore be satisfied with 
oneself while feeling less confident in social situations, or may be socially confident while 
holding less positive perceptions of physical well-being and self-presentation. This paper 
focuses on three selected facets - self-satisfaction, self-physical and self-social - because job 
performance includes not only technical task completion but also confidence, 
communication, adaptability and interpersonal behaviour. 
 
Junior executives provide a useful context for this discussion. Research on professional 
adaptation shows that people moving into more senior professional roles experiment with 
provisional professional identities and evaluate them against internal standards and external 
feedback (Ibarra, 1999). In this paper, junior executives are treated as employees in early 
professional roles who are developing task competence, professional confidence, 
communication ability and adaptability while responding to supervision, teamwork and 
performance pressure. Their evolving self-perceptions may therefore be especially relevant 
to how they interpret feedback, enact professional roles and respond to workplace 
expectations. 
 
Against this background, the paper develops a conceptual framework linking 
multidimensional self-concept and job performance among junior executives in Malaysia. 
Rather than presenting statistical findings, it synthesises multidimensional self-concept 
theory, TSCS-based measurement research, core self-evaluations research and job-
performance theory to derive differentiated conceptual relationships for future empirical 
testing. 
 
Research Gap 
Multidimensional models of self-concept are well established, yet relevant organisational 
research commonly represents employees' self-beliefs through broad, higher-order or 
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structurally different constructs. Core self-evaluations, for example, combine self-esteem, 
generalised self-efficacy, locus of control and emotional stability (Judge & Bono, 2001; Bono 
& Judge, 2003), and later workplace studies have used this global construct to explain work 
engagement and performance-related outcomes (Tisu et al., 2020; Zhang & Yan, 2024). 
Pomerance et al. (2021) examined self-concept content and structure through core self-
evaluations and self-concept clarity, while Varshney and Varshney (2024) measured 
achievement, confidence and competence within professional self-concept but modelled self-
concept as an overall predictor of several performance dimensions. These approaches are 
valuable, but they do not estimate the separate contributions of TSCS self-satisfaction, 
physical self-concept and social self-concept. This limitation contrasts with longstanding 
evidence that self-concept is multifaceted and domain-specific (Shavelson et al., 1976; Marsh 
& Shavelson, 1985; Marsh & Richards, 1988). 
 
Direct workplace evidence shows that professional self-concept is associated with task, 
contextual and counterproductive performance, although the studied relationships were 
cross-sectional and the self-concept facets were not tested as separate predictors (Varshney 
& Varshney, 2024). Malaysian evidence is more limited and concerns an adjacent outcome: 
among vocational college students, TSCS-based self-concept was positively associated with 
work readiness through career calling and resilience (Lau et al., 2020), not with job 
performance among employed junior executives. Within the literature synthesised here, no 
integrative framework therefore links TSCS self-satisfaction, physical self-concept and social 
self-concept separately to job performance among junior executives in Malaysia. Addressing 
this specific gap can clarify whether personal satisfaction, physical or wellness-related 
confidence, and perceived social competence support distinct aspects of task and contextual 
performance. 
 
Research Objectives 
To examine the conceptual relevance of multidimensional self-concept in explaining job 
performance among junior executives. 
To discuss the potential relationships between self-satisfaction, self-physical, self-social and 
job performance. 
To develop a conceptual framework linking multidimensional self-concept and job 
performance among junior executives. 
To propose conceptual propositions for future empirical research on self-concept and job 
performance. 
 
Research Methodology 
This paper adopts a conceptual, theory-synthesis and model-development approach. 
Consistent with guidance for conceptual research, the paper uses existing theories and 
findings to clarify constructs, connect previously separate literature streams and derive a 
testable framework rather than report new statistical evidence (Jaakkola, 2020). The 
synthesis focuses on multidimensional self-concept, core self-evaluations, job performance 
and personal resources in order to specify the proposed relationships and their conceptual 
boundaries. 
 
The paper uses content analysis of relevant academic literature on self-concept, 
multidimensional self-concept, core self-evaluation, job performance and organisational 
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behaviour. The literature was reviewed to identify major dimensions of self-concept and to 
consider how these dimensions may conceptually relate to employee performance. The 
review also considered junior executives as an early-career employee group whose 
professional identity and workplace confidence are still developing. 
 
Based on the reviewed literature, the paper positions self-satisfaction, self-physical and self-
social as independent conceptual dimensions, while job performance is positioned as the 
dependent outcome. The conceptual propositions developed in this paper are intended to 
guide future empirical testing rather than to report completed statistical results. 
 
Theoretical Foundation 
The framework is grounded in multidimensional self-concept theory and the Job Demands-
Resources (JD-R) perspective. Multidimensional self-concept theory explains that self-
perceptions are organised across distinguishable domains and can shape how individuals 
interpret their capabilities, roles and social experiences (Shavelson et al., 1976; Marsh & 
Shavelson, 1985). In the workplace, employees may consequently behave in ways that are 
consistent with how they see themselves, although such self-perceptions remain only one 
influence among many. 
 
JD-R theory proposes that personal resources, alongside job resources, can help employees 
manage demands, remain engaged and sustain effective functioning (Bakker & Demerouti, 
2017; Jussli et al., 2022). In this paper, multidimensional self-concept is provisionally viewed 
as a set of personal psychological resources that may help junior executives respond to 
expectations, communicate, maintain confidence and adapt to organisational demands. This 
application extends JD-R reasoning to the selected self-concept facets and therefore requires 
direct empirical testing rather than being treated as an established causal result. 
 
Literature Review 
Self-Concept as a Multidimensional Construct 
Self-concept is commonly understood as an individual's knowledge, perception and 
evaluation of oneself (Baumeister, 1997). Shavelson et al. (1976) defined it as an organised 
and multifaceted construct, while Marsh and Shavelson (1985) further developed its 
hierarchical structure. These models provide the theoretical basis for distinguishing specific 
self-concept domains from an overall or global self-view. 
 
In organisational settings, self-concept is important because it may shape how employees 
define themselves in relation to their work (Jussli et al., 2022). Employees with positive self-
perceptions may be more willing to accept responsibilities, communicate with others, 
participate in team activities and persist when facing workplace challenges. Self-concept may 
also influence motivation because individuals often behave in ways that are consistent with 
how they understand themselves. 
 
This paper adopts a multidimensional view by selecting self-satisfaction, self-physical and self-
social from the broader TSCS tradition (Fitts, 1965; Fitts & Warren, 1996). The original TSCS 
architecture distinguishes internal frames of reference, including self-satisfaction, from 
external content domains, including physical self and social self. The three variables are 
therefore complementary selected facets rather than identical types of subscale. Empirical 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 6 , No. 9, 2026, E-ISSN: 2222-6990 © 2026 

563 

construct-validity research found consistent support for the TSCS physical and social scales 
but less consistent support for some other scales (Marsh & Richards, 1988); consequently, 
the proposed three-factor workplace model should be validated before substantive 
relationships are tested. 
 
Self-Satisfaction and Job Performance 
Self-satisfaction refers to an individual's evaluation of personal worth, fulfilment and 
acceptance of oneself within the internally referenced TSCS framework (Fitts, 1965; Fitts & 
Warren, 1996). Evidence from adjacent constructs must be interpreted cautiously because 
global self-esteem and core self-evaluations are not equivalent to TSCS self-satisfaction.  
 
Nevertheless, longitudinal research links self-esteem to job satisfaction and other life 
outcomes (Orth et al., 2012), while meta-analytic and review evidence associates core self-
evaluations with job satisfaction and job performance (Judge & Bono, 2001; Bono & Judge, 
2003). These findings provide indirect, rather than construct-identical, support for expecting 
self-satisfaction to be relevant at work. 
 
In relation to job performance, self-satisfaction may influence how employees approach their 
responsibilities. Junior executives who are satisfied with themselves may be more willing to 
learn, accept feedback and complete tasks with confidence. Self-satisfaction may also support 
persistence because employees who evaluate themselves positively are more likely to believe 
that they can improve and contribute meaningfully to the organisation. 
 
Nevertheless, self-satisfaction alone does not guarantee high job performance. Performance 
also depends on skills, role clarity, supervision, resources and organisational systems. It is 
therefore more appropriate to view self-satisfaction as a supporting psychological factor that 
may strengthen work behaviour, rather than as the sole determinant of performance. 
 
Self-Physical and Job Performance 
Self-physical, used in this paper as a label for physical self-concept, refers to how individuals 
perceive their physical capability, appearance, health, energy and self-presentation. Physical 
self is a distinct content domain in the TSCS tradition (Fitts, 1965; Fitts & Warren, 1996), and 
construct-validity research has supported the distinctiveness of the TSCS physical scale 
(Marsh & Richards, 1988). Direct organisational evidence connecting this facet to job 
performance is comparatively limited; the proposed relationship is therefore a mechanism-
based extension concerning confidence and participation, not an established claim that 
appearance causes performance. 
 
For junior executives, self-physical may be linked to confidence, grooming, perceived energy 
and readiness to engage in work-related activities. In organisations that require 
communication, presentation, teamwork or client interaction, physical self-perception may 
indirectly influence how employees carry themselves and how actively they participate in 
workplace tasks. 
 
It is important to clarify that self-physical should not be interpreted as physical attractiveness 
or appearance-based evaluation. The argument in this paper is not that appearance directly 
causes better performance. Rather, self-physical refers to employees’ perception of physical 
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well-being, professional self-presentation, confidence and readiness to participate in 
workplace activities. Through these psychological and behavioural pathways, self-physical 
may contribute to job performance (Surakhmat et al., 2023). 
 
Self-Social and Job Performance 
Self-social, used in this paper as a label for social self-concept, refers to an individual's 
perception of social competence, interpersonal acceptance and ability to interact effectively 
with others. Social self is a distinct TSCS content domain (Fitts, 1965; Fitts & Warren, 1996), 
and empirical construct-validity work found consistent support for the TSCS social scale 
(Marsh & Richards, 1988). In organisational settings, this facet is conceptually relevant 
because employees communicate, cooperate, seek clarification, share information and 
maintain professional relationships. 
 
Junior executives often need to adapt to organisational culture, interact with supervisors and 
colleagues, and participate in team-based tasks. Employees with stronger social self-concept 
may be more comfortable asking for guidance, contributing during discussions and managing 
workplace relationships. These behaviours can support contextual performance and improve 
overall work effectiveness. 
 
At the same time, self-social may not automatically lead to stronger job performance if 
employees lack technical competence, clear direction or organisational support. The 
relationship between self-social and job performance is therefore expected to be positive, 
but it remains dependent on the wider organisational context. 
 
Job Performance Among Junior Executives 
Job performance refers to job-relevant behaviours that contribute to organisational goals 
rather than to outcomes alone (Campbell et al., 1993). Performance has been modelled as 
multidimensional across heterogeneous jobs (Murphy, 1989; Campbell et al., 1990).  
 
A particularly useful distinction separates task performance, involving core job duties, from 
contextual performance, involving cooperation, initiative and support for the broader 
organisational environment (Borman & Motowidlo, 1993). 
 
For junior executives, job performance may include completing assigned tasks, meeting 
deadlines, showing initiative, communicating professionally, adapting to change and working 
effectively with others. Individual-differences research demonstrates that personality-related 
characteristics can predict job performance (Barrick & Mount, 1991; Knight et al., 2022), and 
recent workplace evidence links professional self-concept with task, contextual and 
counterproductive performance dimensions (Varshney & Varshney, 2024). Appraisal and 
performance-management research nevertheless emphasises the continuing importance of 
organisational systems and feedback (DeNisi & Murphy, 2017). The proposed framework 
therefore treats self-concept as one possible individual contributor operating alongside skill, 
role clarity, supervision, training and organisational support. 
 
From a JD-R perspective, personal resources can help employees manage work demands and 
remain engaged (Bakker & Demerouti, 2017). Multidimensional self-concept may function as 
a set of personal resources because it shapes perceived capability and social positioning at 
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work. However, this classification is a theoretical proposition: job performance is 
multidimensional, and the contribution of self-concept must be assessed alongside job 
resources, demands, skills and other individual differences. 
 
Development of the Conceptual Framework 
Based on multidimensional self-concept theory, TSCS measurement research, core self-
evaluations evidence and JD-R theory, this paper proposes that selected self-concept facets 
may contribute to job performance among junior executives (Marsh & Shavelson, 1985; 
Marsh & Richards, 1988; Judge & Bono, 2001; Bakker & Demerouti, 2017). The framework 
positions self-satisfaction, self-physical and self-social as conceptually distinct but related 
predictors whose discriminant validity should first be established in the intended workplace 
population. 
 
Self-satisfaction is proposed to influence performance through confidence, motivation and 
persistence, consistent with adjacent evidence on positive core self-evaluations (Judge & 
Bono, 2001; Bono & Judge, 2003). Self-physical is proposed to operate through perceived 
wellness, professional self-presentation and readiness to engage, while self-social is proposed 
to operate through communication, teamwork and interpersonal adjustment. Evidence 
supporting the distinct physical and social TSCS domains (Marsh & Richards, 1988) justifies 
examining these pathways separately, although the performance relationships themselves 
remain to be tested. 
 
Table 1 
Proposed conceptual framework of the study 

Independent variables 
Possible behavioural 
mechanisms 

Dependent variable 

Self-satisfaction 
Confidence, motivation, self-
worth and persistence 

Job performance 

Self-physical 
Professional self-presentation, 
perceived energy and 
workplace confidence 

Job performance 

Self-social 
Communication, teamwork, 
interpersonal adjustment and 
social confidence 

Job performance 
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Figure 1. Proposed conceptual framework 
 
Figure 1 illustrates the proposed relationship between the three selected dimensions of self-
concept and job performance. The framework does not assume that the dimensions operate 
in the same way. Instead, each dimension is expected to contribute through a different 
behavioural mechanism: self-satisfaction through confidence and motivation, self-physical 
through self-presentation and workplace confidence, and self-social through communication 
and interpersonal adjustment. 
 
Conceptual Propositions 
The following propositions are derived from the multidimensional structure of self-concept 
and the JD-R argument that personal resources can support work functioning (Shavelson et 
al., 1976; Marsh & Shavelson, 1985; Bakker & Demerouti, 2017). Direct workplace evidence 
supports broad core self-evaluations and professional self-concept more clearly than the 
three selected TSCS facets (Judge & Bono, 2001; Bono & Judge, 2003; Pomerance et al., 2021; 
Varshney & Varshney, 2024). The statements are therefore presented as propositions for 
empirical testing rather than as confirmed hypotheses. 
 
P1: Self-satisfaction is positively associated with job performance among junior executives. 
P2: Self-physical is positively associated with job performance among junior executives. 
P3: Self-social is positively associated with job performance among junior executives. 
P4: Multidimensional self-concept contributes to job performance among junior executives 
through different psychological and behavioural mechanisms. 
 
Discussion 
The proposed framework highlights the value of examining self-concept as multidimensional. 
Foundational models and measurement studies show that a global score can coexist with 
distinguishable domain-specific self-perceptions (Shavelson et al., 1976; Marsh & Shavelson, 
1985; Marsh & Richards, 1988). A general measure may therefore conceal different profiles, 
such as strong interpersonal confidence alongside weaker self-satisfaction. Treating the 
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selected facets separately permits more precise tests of whether they relate to different 
aspects of task and contextual performance. 
 
The framework also suggests that self-concept may be especially relevant during professional 
adaptation. Ibarra's (1999) study showed that professionals transitioning toward more senior 
roles construct and evaluate provisional professional identities through observation, 
experimentation and feedback. By extension, junior executives' performance may be shaped 
not only by technical skills but also by evolving perceptions of personal worth, self-
presentation and social role; this extension should be tested directly in the Malaysian context. 
At the same time, the framework does not assume that self-concept alone determines job 
performance. Performance reflects multiple dimensions and individual differences (Murphy, 
1989; Campbell et al., 1990; Barrick & Mount, 1991), while effective performance 
management also depends on goals, feedback and organisational systems (DeNisi & Murphy, 
2017). Multidimensional self-concept is therefore positioned as a possible personal resource 
within a wider JD-R configuration of demands and resources (Bakker & Demerouti, 2017), not 
as a complete explanation of performance outcomes. 
 
Implications for Future Research 
This conceptual framework provides a basis for future empirical investigation. Quantitative 
research should first confirm the measurement structure and discriminant validity of self-
satisfaction, physical self-concept and social self-concept in the intended junior-executive 
population, because TSCS evidence has been stronger for the physical and social scales than 
for some other components (Marsh & Richards, 1988). Researchers may then use 
appropriately licensed TSCS-based measures (Fitts & Warren, 1996) together with established 
task and contextual performance measures to test the propositions. Qualitative research may 
complement this by examining how junior executives describe the pathways through which 
their self-perceptions affect workplace behaviour. 
 
Future research may also examine mediating and moderating mechanisms. Work 
engagement is a theoretically plausible mediator under JD-R theory (Bakker & Demerouti, 
2017), and empirical research has linked personality resources, including core self-
evaluations, to performance partly through work engagement (Tisu et al., 2020). Person-job 
fit, emotional exhaustion, organisational support, leadership or role clarity may also condition 
the relationships. For example, Zhang and Yan (2024) found that core self-evaluations and 
person-job fit predicted service-recovery performance among hotel frontline employees, 
partly through lower emotional exhaustion; this is adjacent evidence rather than a direct test 
of the present framework. 
 
In addition, future studies should consider broader organisational contexts. Although the 
framework is developed with junior executives in mind, it may be tested across different 
industries, job levels and cultural settings to determine whether the proposed relationships 
remain consistent. 
 
Practical Implications 
From a practical perspective, the framework suggests that organisations should combine 
technical development with psychologically supportive practices for junior executives. 
Coaching, mentoring, structured feedback, communication development and role clarity may 
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help employees interpret expectations and build professional confidence (Knight et al., 2022). 
These practices should complement, rather than replace, evidence-based performance-
management systems (DeNisi & Murphy, 2017), and organisations should not use the 
proposed self-concept facets for selection or high-stakes decisions until the framework has 
been validated. 
 
The inclusion of self-physical does not mean that organisations should judge employees based 
on appearance. Instead, the focus should be on professional self-presentation, workplace 
wellness, confidence and healthy work behaviour. Similarly, self-social can be supported 
through teamwork activities, communication training and a supportive organisational culture. 
Overall, the framework encourages organisations to view job performance holistically. 
Performance improvement should combine employee development with clear goals, fair 
evaluation, useful feedback, leadership and adequate job resources (DeNisi & Murphy, 2017; 
Bakker & Demerouti, 2017). The proposed self-concept relationships remain research 
propositions, so practical interventions should focus on supportive development rather than 
labelling employees on the basis of unvalidated self-concept scores. 
 
Conclusion and Recommendations 
This paper developed a conceptual framework linking multidimensional self-concept and job 
performance among junior executives. The framework proposes that self-satisfaction, self-
physical and self-social may each contribute to job performance through different 
psychological and behavioural mechanisms. By treating self-concept as multidimensional, the 
paper offers a more refined understanding of how employee self-perceptions may shape 
workplace behaviour. 
 
The paper recommends that future empirical research test the proposed framework using 
appropriate research methods. Researchers may examine whether the three dimensions of 
self-concept have different levels of influence on job performance and whether the 
relationship is mediated by factors such as work engagement, confidence or motivation. 
Organisations are also encouraged to support junior executives through development 
initiatives that strengthen confidence, communication, self-presentation and role 
adjustment. 
 
In conclusion, multidimensional self-concept provides a useful conceptual lens for 
understanding job performance among junior executives. Although it should not be treated 
as the only determinant of performance, it remains an important psychological factor that 
deserves further academic and practical attention. 
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