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Abstract 

Purpose: This study explores the importance of Self-Esteem in Labour Context (SELC) 
as a psychological resource influencing employee behaviour and organisational 
outcomes. It addresses the lack of integrated research on its dimensions and implications 
for management.

Methodology: A systematic literature review (SLR) of studies published between 1967, 
and December 2025 was conducted to synthesise existing evidence. To validate and 
contrast these findings, qualitative interviews with organisational leaders were carried 
out, providing managerial insights into the role of SELC practices.

Findings: The SLR identifies key themes linking SELC to job satisfaction, motivation, 
organisational commitment, turnover intentions, ethical leadership, civic behaviour and 
organisational culture. Qualitative results reinforce these relationships, highlighting 
SELC as a driver of employee well-being, productivity and retention. Ethical leadership 
emerges as a critical factor, and SELC is shown to foster prosocial behaviours and 
organisational agility, which are essential for management.

Originality: By integrating systematic evidence with managerial perspectives, this 
research offers a comprehensive understanding of SELC as a lever for organisational 
success and sustainable human resource management. It provides actionable insights for 
managers, emphasising empowerment, coaching and cultural interventions that 
strengthen SELC and support management practices.

JEL CODES: I31, J24, M54.    

Keywords: Self-Esteem in Labour Context; Employee Well-being; Ethical Leadership; 
Systematic Literature Review

1. Introduction 

In the current context of globalisation, competitiveness and rapid technological 
change, organisations face challenges that go beyond the mere management of tangible 
resources. The ability to achieve sustainable performance and create healthy work 
environments also depends on psychological and social factors that influence employee 
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behaviour. In this sense, self-esteem –defined as the subjective evaluation of one's own 
worth and the perception of personal competence– is configured as a fundamental 
psychological variable, which influences the motivation, commitment and adaptability of 
individuals, having a direct impact on productivity and organisational well-being (Awan 
and Sitwat, 2014; Black, 2012).

In academic literature, self-esteem in the workplace has been conceptualised 
through different lenses. The dominant construct is organisation-based self-esteem 
(OBSE), defined as employees’ self-perceived worth, competence and significance 
derived specifically from their organisational membership (Pierce and Gardner, 2004). 
However, recent scholarship recognises that employees’ self-evaluations in the work 
domain are shaped not only by their employing organisation but also by broader labour 
experiences, occupational trajectories, and contextual work conditions (Islami et al., 
2023; Radu and Stan, 2025). For this reason and following emerging approaches that seek 
to account for employees’ holistic experience of work, we adopt the term Self-Esteem in 
Labour Context (SELC). SELC refers to the broader configuration of self-worth and 
perceived competence that individuals develop through their engagement with work, 
including, but not limited to, self-esteem derived from organisational membership. This 
conceptual perspective allows us to capture a wider and more nuanced range of 
mechanisms through which workplace experiences shape employees’ self-regard, well-
being and behavioural responses. Accordingly, SELC is used consistently throughout this 
study as the overarching construct encompassing all forms of work-related self-esteem.

SELC reflects the perceived value employees assign to themselves based on their 
contribution to organisational goals, shaping whether they feel competent, appreciated, 
and integral to the organisation’s success. From a management perspective, it becomes 
a strategic resource that influences employee behaviour and organisational outcomes. 
Effective management practices, such as participative leadership, recognition systems, 
and talent development, play a critical role in fostering SELC, as they reinforce 
employees’ sense of competence and belonging. Workers with high SELC tend to exhibit 
greater job satisfaction, organisational commitment, motivation, and performance, while 
reducing turnover intentions and dysfunctional behaviours (Kim and Beehr, 2018; Neves 
et al., 2020; Pierce and Gardner, 2004). Thus, managing SELC is not merely a 
psychological concern but a key element of human resource strategy and organisational 
performance.

Research consistently demonstrates that employees with high levels of SELC 
exhibit lower stress, greater resilience in the face of adversity, and enhanced effectiveness 
in addressing organisational challenges (Lyubomirsky et al., 2005; Pfeffer, 2018; 
Zelenski et al., 2008). From a management perspective, these attributes represent critical 
competencies that strengthen organisational adaptability and performance. SELC also 
influences key managerial dimensions such as leadership quality, organisational 
commitment, and team cohesion (Ghaleh et al., 2024; Milos and Sandu, 2023), all of 
which are essential for sustaining competitive advantage. These factors collectively 
contribute to organisational well-being, which can be understood as the alignment 
between employees’ emotional, psychological, and physical health and the organisation’s 
capacity to achieve strategic objectives. 

Recent research on workplace well-being underscores its critical role in shaping 
organisational health and sustainability. Studies reveal that well-being at work is 
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associated with mental health, resilience, productivity and retention (Mental Health 
America, 2024). A healthy work climate, characterised by psychological safety, trust, and 
supportive leadership, emerges as a key determinant of employee flourishing and 
engagement (Smith et al., 2024). Furthermore, evidence suggests that SELC operates as 
a personal resource within the Job Demands-Resources framework, mediating the 
relationship between occupational self-efficacy and quality of working life (Coelho et al., 
2024). When employees perceive themselves as valued and competent, they experience 
higher levels of well-being, which in turn reduces burnout and enhances organisational 
commitment (Kumar, 2017). Integrating SELC into broader models of workplace well-
being could therefore provide a more holistic understanding of how individual and 
organisational factors interact to promote sustainable performance and human 
flourishing.

To build a comprehensive understanding of how SELC operates and how it affects 
organisational well-being, it is essential to integrate individual psychological resources 
with broader organisational conditions. Recent research demonstrates that SELC 
functions as a core personal resource that enhances employees’ motivation, adaptability 
and perceptions of support (Islami et al., 2023). Studies also show that SELC is closely 
intertwined with dimensions of well-being such as job satisfaction, resilience and 
effective responses to organisational change (Radu and Stan, 2025). At the organisational 
level, contemporary evidence highlights that well-being arises not from isolated benefits 
but from climates in which employees feel valued, acknowledged and connected, 
reinforcing the relevance of SELC as an underlying mechanism (Smith et al., 2024). 

Despite the demonstrated empirical relevance of SELC in predicting outcomes 
such as job satisfaction, organisational commitment, and performance (Gómez-Jorge and 
Díaz-Garrido, 2023; Gómez-Jorge and Díaz-Garrido, 2024; Gordon and Hood, 2020; 
Pierce and Gardner, 2004), the existing literature remains fragmented. Prior analyses have 
explored the construct in isolation, without offering a unified perspective (Tharenou, 
1979; Pierce and Gardner, 2004). This lack of consolidation has hindered the 
development of comprehensive knowledge about SELC and its implications for 
organisational well-being. Consequently, scholars and practitioners face significant 
challenges in understanding the mechanisms through which SELC influences employee 
behaviour and organisational outcomes.

This gap is particularly critical given the strategic importance of SELC for 
management. Recognising its role enables leaders and decision-makers to design 
practices and policies that foster engagement, resilience, and performance, thereby 
aligning human capital development with organisational objectives. Without a systematic 
synthesis of existing evidence, organisations risk overlooking a key determinant of 
employee behaviour and organisational sustainability.

Against this background, the present study aims to construct a comprehensive 
understanding of the influence of SELC and its repercussions on organisational well-
being. Specifically, the main research question addressed are as follow: What factors have 
been examined as determinants of SELC? How does SELC relate to outcomes at 
individual, organisational, and societal levels? What conceptual and methodological 
gaps persist in this field? To answer these questions, the study adopts a dual 
methodological approach. First, a systematic literature review is conducted to identify 
variables associated with SELC, examine its reported effects across multiple levels, and 
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propose a conceptual framework to guide future research. Second, qualitative interviews 
with organisational leaders are undertaken to validate and enrich these findings. This 
combination enhances the robustness of the analysis and generates actionable 
recommendations for management.

The systematic review encompasses academic publications from 1967 to 
December 2025, enabling the identification, classification, and synthesis of empirical 
evidence across key domains. The present study integrates four decades of empirical 
evidence with managerial perspectives to articulate how SELC links leadership, culture, 
job resources and employee experiences, and how these multilevel mechanisms jointly 
shape organisational well-being. The subsequent qualitative phase contrasts these 
thematically synthesised insights with expert perspectives, ensuring both theoretical and 
practical relevance. Ultimately, the study provides a consolidated evidence base to inform 
strategies that foster employee engagement, organisational commitment, and sustainable 
organisational well-being.

A key contribution of this research lies in the integration of findings from two 
complementary methodologies: systematic review and in-depth expert interviews. This 
approach facilitates the identification of critical themes related to SELC and validates 
their significance from empirical and practical standpoints. Furthermore, the study 
formulates future research questions and analytical proposals linked to these themes, 
aiming to advance theoretical development and guide subsequent investigations. These 
contributions seek to deepen academic understanding and support management practices 
and Human Resource Development (HRD) strategies that leverage SELC as a driver of 
well-being and organisational performance.

2. Methodology 

2.1. Systematic Literature Review

In the present study, a systematic review of the literature is carried out that aims 
to analyse the main academic contributions made on SELC, since the first 
investigations into SELC, dating from 1967, through to December 2025. This review 
provides robust results by adopting replicable, scientific, and transparent processes, 
being objective and systematic, allowing a more objective overview of the search results 
and helping to eliminate possible biases and errors (Tranfield et al., 2003).

 
The systematic literature review (SLR) was conducted following the three-stage 

process proposed by Tranfield et al. (2003). The first stage involved planning the 
review, which included defining the research objectives, selecting the reference 
databases (Scopus and Web of Science), and designing the review protocol by 
establishing keywords and search filters. The second stage consisted of executing the 
review, beginning with the identification of relevant articles, followed by a screening 
process based on titles and abstracts, and culminating in the detailed reading and 
analysis of the selected studies. Finally, the third stage focused on reporting the 
findings through a two-step approach: a thematic analysis aimed at identifying the main 
topics addressed in the literature as well as a brief descriptive analysis providing a basic 
statistical overview of the data (Figure 1). 
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Figure 1. The Systematic Literature Review process. Source: adapted form Saura et al. (2021)

Scopus and Web of Science (WoS) were selected as the primary databases for 
this systematic review due to their recognised status as the most comprehensive and 
authoritative sources of peer-reviewed literature across disciplines. Using both 
databases maximises reliability and completeness, as they complement each other in 
scope and indexing standards, a practice widely recommended for systematic reviews 
(Tranfield et al., 2003; Zhu and Liu, 2020).

The terms used to conduct the search were “self-esteem” AND “management” 
AND “employee” OR “worker” OR “firm” OR “company” OR “labor” OR “workplace”. 
In order to identify those articles related to our research purpose, we introduced the filter 
of Business, Management and Accounting as knowledge area. The searches were 
conducted on October 4, 2025, yielding a total of 245 results. After applying the inclusion 
and exclusion criteria detailed in Figure 1, 93 articles were selected for analysis. 

The final stage of the review entailed a rigorous examination of the selected 
articles to identify their principal contributions and gaps for further research. Each of the 
93 papers included in the final data set was subjected to comprehensive analysis. This 
critical appraisal enabled a detailed assessment of the conceptual foundations and 
methodological strategies employed across the literature. By analysing these dimensions, 
the review synthesised existing knowledge and illuminated inconsistencies and 
underexplored areas, thereby providing a robust basis for future research directions.

For literature analysis, we used Garrard’s (1999) Matrix Method to systematically 
organize and structure the reviewing literature. This method is considered as a critical 
analysis and review process of the literature on a specific topic. We evaluated each article 
reviewed using a structured matrix with four columns: publication (including author’s 
name and publication year), country, methodology and theme. All the selected articles 
are presented in the Supplementary Material, detailing their publication date, authors, 
study location, methodology used, as well as the theme identified in each article. 

2.2. In-depth interviews 

Next, with the aim of understanding the opinions of expert leaders on the topics 

Initial 
search 
results

n= 245

Selected 
articles

n=127

Excluded articles after 
analysis of the titles, 
abstracts and keywords 

n=118

• Not related to the 
object of analysis

• Not conclusive

Databases used in 
the SLR: 

• Scopus 
• Web ofScience

Included 
articles

n= 93

Total articles identified in 
databases with the search: 

“Self-esteem" AND 
“Management" AND 
“Employee" OR "worker" OR 
"firm" OR "company" OR 
"labor" OR "workplace" 

 

Excluded articles after 
reading the articles

n=34

• Not related to the 
object of analysis
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identified in the academic literature, and thus obtaining more information on the subject, 
a series of qualitative interviews were conducted with leaders from various organizations. 
The goal was to gain a deeper understanding of the influence of the different topics 
identified in the literature on SELC.

We conducted a total of nine interviews with leaders from different companies of 
varying sizes and sectors, all with considerable experience leading work teams. The 
interviews were semi-structured with open-ended questions about the relationship 
between SELC and the themes identified in the SLR. 

The in-depth interviews were conducted via Microsoft Forms, since it offers 
significant methodological advantages, particularly in terms of accessibility, flexibility, 
and efficiency. Asynchronous online formats allow participants to respond at their 
convenience, reducing scheduling conflicts and accommodating diverse time zones and 
professional commitments (Salmons, 2014; Amri et al., 2021). This approach eliminates 
the need for physical meetings, minimises travel and associated costs, and broadens 
participation by including individuals who might otherwise face logistical or mobility 
barriers. Moreover, Microsoft Forms provides a secure and structured environment for 
qualitative data collection, ensuring confidentiality while enabling thoughtful, reflective 
responses. These features make it a pragmatic and ethically sound choice for research 
requiring depth without compromising inclusivity or rigour (Gray et al., 2020). The 
interviews were distributed and completed during November 2025, with participants 
taking an average of 24 minutes to respond.

The purpose of the in-depth expert interviews was not to achieve statistical 
representativeness but to provide analytical depth and practice-based corroboration of the 
core themes emerging from the systematic literature review. In qualitative research, 
sample adequacy is assessed through thematic saturation, defined as the point at which 
no new conceptual insights emerge from the data. Classic methodological work shows 
that core thematic saturation is typically reached within 6 to 12 interviews, with the 
central elements of meta themes often appearing as early as the first 6–8 interviews (Guest 
et al., 2005). In line with this evidence, coding stability in our study was reached after 
interview eight, while the ninth interview provided additional nuance without adding new 
themes.

To strengthen methodological robustness, we implemented several rigour 
strategies: (i) a hybrid deductive-inductive coding approach that allowed both theory-
driven and emergent insights beyond the a priori themes derived from the SLR; (ii) an 
audit trail documenting coding decisions and analytic reflections; (iii) researcher 
triangulation was ensured by joint review and discussion of coding decisions between the 
authors to enhance consistency and dependability; and (iv) triangulation with the SLR 
evidence base to enhance analytical credibility. Consequently, the interviews hold 
methodological rather than statistical relevance, providing contextualised, experience-
driven insights that deepen, refine and corroborate the patterns observed in the literature. 
This enhances the explanatory power and practical relevance of the study by integrating 
empirical evidence with contemporary managerial perspectives.

The systematic literature review was conducted as an iterative and progressive 
process. At the time the interviews were carried out, a consolidated thematic synthesis 
was already available and informed the interview prompts. The subsequent extension of 

Page 6 of 34European Journal of Innovation Management

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



European Journal of Innovation M
anagem

ent

7

the review until December 2025 served to update and complete the evidence base, without 
altering the core themes guiding the qualitative phase.

2.3. Qualitative analysis: NVivo

The qualitative analysis was conducted using NVivo, a qualitative data analysis 
software that enables researchers to systematically organise, code, and visualise complex 
qualitative data. Its intuitive interface supports users and serves as a valuable learning 
tool, offering robust resources and guidance to facilitate thematic analysis and enhance 
research efficiency. The software enabled the organisation of data into categories, 
retrieval of representative quotations, and generation of visual outputs such as code 
frequency charts (Dhakal, 2022).

The objective of applying this methodology was to contrast empirical insights 
with theoretical evidence, ensuring methodological rigour through triangulation. The 
analysis followed a thematic coding strategy derived from the SLR themes. The main 
topics identified in the review served as categories. Interview transcripts were 
systematically examined, and segments of text were coded according to these predefined 
themes. When relevant content did not fit existing categories, new codes were created 
inductively to capture additional nuances. This dual approach ensured both theoretical 
alignment and openness to novel insights.

The qualitative data analysis was conducted through a structured six-step process. 
Once interviews with organizational leaders were carried out, the transcripts were 
anonymised and imported into NVivo, which facilitated systematic organisation and 
coding of textual data. A hybrid coding approach was adopted, combining a priori coding 
based on the predefined themes with inductive open coding to capture emergent concepts 
such as flexible work arrangements and continuous feedback. Coding was performed 
iteratively, applying constant comparison to maintain consistency across interviews. 
When coding was complete, NVivo’s query functions were employed to identify 
recurring patterns and relationships within and across themes, generating frequency 
counts and co-occurrence patterns that highlighted salient topics and their 
interconnections. 

To integrate findings, a contrast matrix was developed for each theme, 
incorporating (a) evidence from the SLR, (b) evidence from interviews, and (c) the level 
of alignment (classified as convergent, complementary, or divergent). This enabled a 
systematic assessment of theoretical propositions against managerial perspectives. 
Convergence indicated strong empirical support for literature-based claims, while 
complementary findings provided practical extensions. Possible divergences were 
analysed to identify contextual factors or gaps in existing research. Finally, NVivo was 
used to generate visual results through a coding summary table. This methodological 
design ensured robust data triangulation, which improved the validity of the results and 
provided a comprehensive understanding of SELC in both theoretical and practical 
contexts.

We ensured credibility via triangulation (SLR + experts), an audit trail of coding 
decisions in NVivo, peer debriefing, and frequency summaries (Table 4). To strengthen 
dependability, two researchers cross-checked a 20% sub-sample of transcripts; intercoder 
agreement was discussed until convergence (we report procedures and an illustrative 
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quote bank in the Supplement). 

3. Results 

The earliest study on SELC identified in the literature dates back to 1967. 
Research on this topic remained scarce and sporadic for over three decades, with fewer 
than ten publications between 1967 and 1999. From 2000 onwards, however, scholarly 
interest increased markedly, culminating in a substantial rise in publications through to 
2025. This second stage accounts for the majority of contributions, with approximately 
eighty articles published during this period. Notably, 2011 marks the beginning of a 
pronounced upward trend, reflecting the growing recognition of SELC as an emerging 
and relevant area of research and practice (Figure 2).

Figure 2. Annual publication in databases. Source: author’s own work

The upward trend in publications since 2011 reflects the growing recognition of 
SELC as a relevant construct within organisational psychology and management. The 
sharp rise from 2015 onwards coincides with increased attention to well-being, 
leadership behaviour and employee psychological resources in contemporary 
organisations. This pattern reinforces the importance of synthesising the fragmented 
evidence base, as attempted in this review.

The review of the 93 articles has allowed us to identify the most recurrent and 
relevant topics for our study purpose, and we have classified them into seven thematic 
groups: Work efficacy, Ethical leadership, Organisational commitment, Employee 
turnover, Motivation and satisfaction at work, Employee behaviour or citizenship, and 
Organisational culture; all of which are centred around the analysis of SELC (Figure 3). 

Figure 3. Recurrence of the topics identified in the articles. Source: author’s own work

                                   

Figure 4 shows all the articles reviewed in chronological order. Each one features 
the year of publication, the author(s), and the topic studied. Those articles that do not 
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specify a topic have not been considered of relevance to our purpose. It should be noted 
that some of the studies reviewed have not been published in academic journals but 
instead correspond to conferences or academic events. They have likewise been 
classified according to the topics contemplated. The thematic recurrence shows a clear 
dominance of work efficacy, organisational culture and ethical leadership as key 
dimensions in SELC research. Their higher weight suggests that the field has primarily 
focused on performance, climate and leadership mechanisms, with less emphasis on 
citizenship and turnover. This imbalance provides a useful lens to interpret the literature 
and highlights areas where empirical gaps persist.
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Figure 4. Chronology of the literature reviewed
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The articles reviewed use a range of research methods, specifically ten different 

ones, which are classified into four groups: theoretical, qualitative, quantitative, and 
experimental. The theoretical research furthermore includes those articles involving a 
literature review. The qualitative approach includes case studies. In turn, the quantitative 
research encompasses surveys, structural equations, hierarchical regression analysis, 
descriptive analysis, and longitudinal studies. Table 1 shows the correspondence of these 
methodologies with the thematic areas analysed and the main countries where the studies 
have been carried out.

Table 1. SLR results. Source: author’s own work

The seven core themes related to SELC identified in the SLR were subsequently 
contrasted with qualitative evidence obtained from nine in-depth interviews with 
organisational leaders. The characteristics of the respondents are listed in Table 2.

Table 2. Demographic characteristics of the interviewees. Source: author’s own work

Thematic area Number of 
studies Predominant method Countries where the study was 

conducted Main concepts analysed

Work Efficacy 47 Quantitative (survey)

Australia, China, Germany, Hong 
Kong, Indonesia, Iran, Italia, 
Korea, Pakistan, Portugal, South 
Korea, Spain, Taiwan, Thailand, 
Turkey, UK, USA

Productivity, work-family 
reconciliation, anxiety and work 
stress reduction

Ethical Leadership 19 Quantitative (survey)
Australia, Canada, China, Egypt, 
Indonesia, Malaysia, Pakistan, 
Portugal, UAE, USA

Autonomy, empowerment, 
creativity, burnout reduction

Organisational 
Commitment 11 Quantitative (survey), 

Qualitative (case study)

Canada, India, Italia, Korea, 
South Korea, Spain, Turkey, 
USA

Corporate Social Responsibility, 
effective employee support

Employee Turnover 8 Qualitative (case study) China, Turkey, UAE, USA Employee's worth, training 
schemes

Motivation and Job 
Satisfaction 18 Quantitative (survey) Australia, China, Hong Kong, 

India, Indonesia, USA
Targeting success, coping with 
work stress, salary level

Employee Behaviour 
or Citizenship 10 Quantitative (survey) China, Egypt, India, Iran, Spain, 

USA Good citizenship, altruism

Organisational Culture 24 Quantitative (survey)

Australia, Canada, China, India, 
Indonesia, Iran, Korea, Malaysia, 
Netherlands, Pakistan, Turkey, 
USA

General well-being, attendance at 
work, satisfaction, burnout 
reduction

Informant Gender Age Company size Activity sector Organisation type
A Male 31-40 Large Banking Private
B Male 41-50 Medium Food Private

C Male 51-60 Large
Energy and petrochemicals 
industry Private

D Female 51-60 Large Pharmaceutical Private
E Female 41-50 Large Technological Private
F Male 31-40 Large Technological Private
G Female 51-60 Medium Hospitality Private
H Male 41-50 Large Banking Private
I       Male       31-40         Large Banking           Private
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The triangulation process revealed a high degree of convergence between the 
literature and managerial perspectives, while also providing complementary insights that 
enrich theoretical understanding with practical nuances. Table 3 presents the contrast 
matrix, which compares themes identified in the SLR with evidence drawn from in-depth 
interviews. It was developed based on NVivo outputs, including coding queries and 
thematic nodes, which facilitated the identification of convergent patterns between 
literature-derived themes and interview evidence. All topics demonstrated full 
convergence, indicating strong alignment between theoretical constructs and 
practitioners’ perspectives. This consistency reinforces the robustness of the thematic 
framework and validates its applicability across both sources.

Table 3. Contrast matrix. Source: author’s own work

SLR Theme Evidence from interviews Alignment 
Level

Work efficacy

Highly influential. SELC increases the predisposition to learn 
and take on new roles. This attitude undoubtedly enhances well-
being.  Confidence implies “action” and therefore taking on 
challenges and work-related demands.

Convergent

Ethical 
leadership

To a large extent. It is about acting with coherence and ethics.  
If the leader acts ethically and seeks the common good, this is 
perceived by the team, making them feel safer because they 
know they are led fairly. This increases motivation.

Convergent

Organisational 
commitment

Highly determinant. Considered one of the most critical aspects 
for maintaining employee well-being and commitment.  If 
employees feel part of the organisation and perceive themselves 
as valuable, they ultimately show greater commitment.

Convergent

Employee 
turnover

Undoubtedly increases the choice to stay in the company. The 
main factors are recognition, salary and work-life balance. Convergent

Motivation and 
satisfaction

Highly influential. SELC increases the predisposition to learn 
and assume new roles, which enhances well-being.  Considered 
one of the most critical aspects for maintaining employee well-
being and commitment.

Convergent

Altruism / 
Employee 
Behaviour

Leading by example is key. If leaders demonstrate prosocial and 
cooperative behaviours, these gradually become part of the 
company’s values and are transmitted to all members.  When 
there is workplace well-being, SELC and a positive 
environment, there is a much greater predisposition to help and 
collaborate with colleagues.

Convergent

Organisational 
culture

Internal communication strategy focused on company values.  
Must be accompanied by other values, both economic and 
project related.

Convergent

These results show a strong convergence between theoretical and managerial 
evidence across all seven themes. The consistency between SLR findings and expert 
perspectives reinforces the robustness of the thematic structure, suggesting that SEL 
operates as a stable mechanism recognised both by researchers and practitioners. 
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Particularly noteworthy is that leaders systematically emphasised empowerment, 
recognition and ethical behaviour as central elements sustaining employees’ sense of 
value, which mirrors decades of empirical research. This alignment strengthens the 
explanatory relevance of SELC as a cross-cutting construct shaping workplace 
experiences.

The encoding summary generated through NVivo shows that motivation and Job 
Satisfaction emerged as the most frequently coded theme, underscoring the central role 
of SELC, well-being and motivation in participants’ perceptions. Organisational Culture 
followed closely, reinforcing the importance of climate and organisational values in 
shaping employee experiences. By contrast, Employee Turnover appeared least 
frequently, yet its presence remains significant as it reflects concerns about feeling valued 
and its impact on retention (Table 4).

Table 4. Coding summary table. Source: author’s own work.

Theme Number of 
references

Motivation and job satisfaction 58

Organisational culture 52

Organisational commitment 47

Ethical leadership 39

Work efficacy 34

Employee behaviour or citizenship 29

Employee turnover 21

The coding distribution highlights that motivation and job satisfaction, 
organisational culture and commitment emerge as the most salient themes for managers, 
which reflects their prominence in literature. The concentration of references around these 
areas suggests that SELC-related processes are most visible in everyday work dynamics, 
particularly in relation to well-being, engagement and value perception. In contrast, 
turnover intentions and citizenship behaviours appear less frequently but remain 
meaningful, reflecting that these outcomes are less frequently discussed spontaneously 
yet consistently recognised as downstream effects of SELC.

4. Discussion

Before discussing each thematic area in detail, it is important to clarify the 
interpretative stance adopted in this study. These findings do not suggest linear causal 
relationships but rather highlight how SELC interacts dynamically with organisational 
practices and contextual work conditions. In line with recent scholarship recognising the 
multicausal and context-dependent nature of work-related self-evaluations, SELC is 
better understood as a relational psychological resource shaped through ongoing 
interactions between individuals, organisations and broader labour experiences.

In the present study, we identified different themes that show the factors that have 
been examined as determinants of SELC, thereby answering the first of the research 
questions posed.
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Regarding work efficacy, the results of our analysis highlights positive and 
negative links between SELC and work efficacy, understood as performance 
improvements aligned with SELC, being consistent with other previous works (Pan et 
al., 2014), that is, employees with high SELC are more willing to learn, while those with 
low self-confidence avoid participation, limiting success (Hahn and Mathews, 2018; Lin 
et al., 2018). Many note that SELC helps employees manage stress, anxiety, and 
depression, thus improving productivity and career prospects. It also supports physical 
health and mediates work–family conflict (Gardner et al., 2004; Gómez-Jorge and Díaz-
Garrido, 2024; Gordon and Hood, 2020; Kim et al., 2021).

High SELC leads employees to view challenges as opportunities, while low SELC 
is associated with threat perceptions, social anxiety, and emotional dissonance 
(Abraham, 1999). Stress, role conflict, workload, and job insecurity negatively affect 
SELC, whereas unemployment is linked to depression (Bowling, 2011; Goldsmith et al., 
1996). Conversely, organisational support, empowerment, coaching, and job complexity 
enhance SELC and efficacy (Bowling, 2011; Ferris et al., 2009; Kuo and Wu, 2022; Lee 
and Peccei, 2007; Wu et al., 2019). 

Interviewees confirmed this relationship, emphasising that “when someone trusts 
themselves, they dare to learn new things and take on challenges without fear of making 
mistakes” (Interviewee F). Similarly, respondents noted that confidence enables 
employees to perceive challenges as opportunities rather than threats: “Workers who trust 
themselves face change with enthusiasm, even seeing it as an opportunity for growth” 
(Interviewee D). “In high-pressure situations, confidence is essential to succeed. People 
with higher self-confidence express themselves better and handle tough questions more 
effectively” (Interviewee A).

Taken together, these findings suggest that SELC plays a central enabling role in 
how employees interpret work demands, challenges and learning opportunities, 
particularly in complex and changing work environments (Gardner et al., 2004; Hahn and 
Mathews, 2018; Lin et al., 2018; Gómez-Jorge and Díaz-Garrido, 2024).

Concerning ethical leadership, literature shows that SELC depends heavily on 
managerial behaviour. Humanist approaches involving participation and autonomy foster 
empowerment, competence, and positive behaviours (Brockner, 1979; Neves et al., 
2020). Empowerment has been related to higher levels of satisfaction with life, and lower 
levels of burnout and mental health issues, furthermore, enabling employees to be capable 
of supervising themselves. Coaching, advocacy, and positive assessments from managers 
are practices that significantly improve SELC within an organisational context (Bani-
Melhem et al., 2024; Gordon and Hood, 2020; Johar, 2012; Kim and Beehr, 2018; Neves 
et al., 2020).

In line with Shafaei et al. (2023) and Kim et al. (2021), our results demonstrate 
that ethical leadership reduces aversion to change, boosts commitment, creativity, and 
job satisfaction, and mitigates bullying. Managers’ goodwill further improves self-
assessment and performance. In contrast, authoritarianism and strict supervision harm 
SELC and encourage destructive behaviours (Ferris et al., 2009; Vogel and Mitchell, 
2017). 

This argument was strongly echoed in interviews: “When you lead with integrity 
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and make fair decisions, people feel supported and trust the project. If they perceive 
incoherence or favouritism, motivation collapses” (Interviewee F). Another respondent 
added: “If a manager acts ethically and seeks the common good, the team feels safe and 
motivated because they know rules are clear and fair” (Interviewee E).

From an integrative perspective, ethical leadership emerges as a relational 
mechanism through which SELC is nurtured and sustained over time. Leadership 
practices focused on fairness, empowerment and coherence appear to strengthen 
employees’ self-evaluations, thereby reinforcing motivation, commitment and 
psychological safety across organisational levels (Johar, 2012; Kim and Beehr, 2018; 
Neves et al., 2020; Shafaei et al., 2023).

The third topic identified, organisational commitment, consists of employees’ 
willingness to remain, identify with goals, and feel satisfied (Lin et al., 2018). Low SELC 
correlates with weaker commitment, often due to perceived lack of recognition. Job 
insecurity and redundancies further undermine it (Lee and Peccei, 2007; Lin et al., 2018). 
Corporate Social Responsibility (CSR) initiatives, strong support, and participatory 
decision-making reinforce engagement and wellbeing (Costantini et al., 2019; Kim et 
al., 2021; Lee and Peccei, 2007; Nimmi et al., 2022).

Some of our interviewees noted that “when employees feel their opinion counts and 
management supports their needs, trust and commitment increase” (Interviewee F). 
“When employees feel part of the organisation and perceive their work is valued, they 
show greater commitment” (Interviewee B).

With respect to employee turnover, self-concept theory suggests employees 
perceive job changes as a threat, as they understand it involves a loss of significant 
control over a vital aspect of their own lives (Lefkowitz, 1967). Turnover intent 
decreases among employees who feel valued but rises with uncertainty and insecurity 
(Pierce and Gardner, 2004). Training programmes and CSR actions help sustain SELC 
and reduce turnover intentions (Lin et al., 2018; Kim et al., 2021).

In this respect some leaders reinforced this view: “When an employee perceives 
that their work has impact and the company recognises their effort, an emotional bond 
is created that outweighs external offers” (Interviewee F). Another perspective 
highlighted: “Most people don’t leave just for money; they leave because they feel their 
work doesn’t matter” (Interviewee G).

Referring to motivation and job satisfaction, literature identifies SELC as central 
to motivation and satisfaction, with Gardner et al. (2004) offering key contributions. 
Stress and salary are major explanatory variables. SELC drives task engagement, stress 
management, and achievement motivation (Judge et al., 2000; Yang et al., 2018). Salary 
influences perceptions of equity and confidence; transparent communication mitigates 
dissatisfaction among low-paid workers. Merit-based increases enhance SELC, 
particularly among older employees (Scott et al., 2008).

Similarly, the results of the interviews show that SELC is fundamental for 
sustaining motivation and managing stress. As noted by one of our interviewees: “When 
someone feels good, their self-esteem rises and that impacts motivation and satisfaction” 
(Interviewee G). Another added: “When employees feel well physically and emotionally, 
their confidence grows and this reflects in their work” (Interviewee I).
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These patterns indicate that motivation and job satisfaction should not be viewed 
solely as outcomes of favourable work conditions, but as closely intertwined with 
employees’ self-evaluations in the labour context, with SELC operating as a 
psychological lens through which experiences of well-being, stress and recognition are 
interpreted (Gardner et al., 2004; Judge et al., 2000; Yang et al., 2018).

In relation to employee behaviour or citizenship, the review has led to the 
definition of significant and positive relationships between SELC and the organisational 
workforce’s behaviour, citizenship and altruism, as well as knowledge sharing (Gómez-
Jorge and Díaz-Garrido, 2024; Kim and Qu, 2023; Salehi and Rouhi, 2023). Societies, 
in general, are better served by citizens with a healthy SELC (Kim and Qu, 2023). People 
devote a large part of their lives to work, and SELC will have an important and 
significant role to play in the overall course of their lives (Gardner and Pierce, 2013; 
Pierce and Gardner, 2004).

The interviews include examples from our interviewees that clearly associate SELC 
with civic and cooperative behaviours, for example: “When someone feels good about 
themselves, they collaborate more naturally and even propose ideas beyond their role” 
(Interviewee G). Complementing this, “When there is a positive work environment, 
people are more willing to help and share knowledge” (Interviewee B).

Finally, regarding organizational culture, research highlights SELC’s connection 
with workplace practices and culture (Gardner et al., 2010; Pierce et al., 2016). 
Organisational climate predicts satisfaction, morale, commitment, and performance, 
reinforcing SELC over time (Liu et al., 2013; Willis et al., 2019). Identification with the 
organisation reduces stress, enhances wellbeing, and lowers accidents and healthcare 
costs (Kim and Beehr, 2018; Vincent et al., 2022). Practices that improve SELC include 
CSR programmes, social relationships, personal support, organic structures, 
development opportunities, participatory decision-making, transparent reporting, reward 
systems, and socialisation initiatives (Brutus et al., 2000; Kim et al., 2021). Based on 
Gardner et al. (2010), long-term investment in workers through culture is vital for 
fostering SELC. 

Some of the interviewed informants indicated: “When the culture puts well-being 
at the centre, people do not just ‘show up’; they come motivated and willing to stay” 
(Interviewee G). Another respondent reinforced: “If the organisational climate is healthy 
and respectful, employees feel valued and their confidence improves” (Interviewee H).

Viewed as a whole, organisational culture provides a broader context in which 
SELC-related processes are either reinforced or undermined. Cultures that emphasise 
well-being, participation and mutual respect appear to create conditions in which positive 
self-evaluations translate into commitment, cooperation and prosocial behaviours, with 
implications that extend beyond the organisation to the social domain (Gardner et al., 
2010; Kim and Qu, 2023; Vincent et al., 2022; Willis et al., 2019).

5. Conclusion 

This study provides an integrative understanding of SELC by combining a SLR 
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with qualitative insights derived from in-depth interviews with organisational leaders. 
By analysing more than four decades of academic research alongside managerial 
perspectives, the study offers a holistic view of how SELC has been conceptualised, 
operationalised, and linked to a wide range of individual and organisational outcomes. 
This dual methodological approach allows for the identification of dominant research 
trends, emerging themes, and under-researched areas, while grounding theoretical 
knowledge in contemporary organisational practice, answering the research questions 
posed.

The results demonstrate that SELC is a central psychological resource that directly 
impacts the organisation through work efficacy, ethical leadership, commitment, well-
being, retention, and prosocial behaviour. Both SLR and qualitative evidence agree that 
SELC is not merely an individual trait, but is actively shaped by leadership behaviours, 
organisational culture, and well-being-oriented practices. Importantly, the results 
suggest that SELC functions as a key mechanism through which management actions 
translate into sustainable performance and resilience, which may be particularly 
noteworthy in contexts characterised by uncertainty, digitalisation, and hybrid working 
arrangements.

The study also proposes a structured research agenda and a set of theoretically 
grounded propositions, laying the groundwork for future empirical research to test the 
identified causal relationships. In doing so, it positions SELC as a strategically relevant 
construct for both academics and practitioners seeking to reconcile organisational 
effectiveness with employee well-being in constantly evolving work environments.

5.1. Theoretical implications 

This study contributes significantly to the theoretical understanding of SELC 
and its impact on organisational well-being. Through this research it is highlighted the 
crucial role of organisational culture in fostering SELC, particularly in organisations that 
prioritise employee’s needs and act in their best interests. It also demonstrates that an 
increase in SELC can enhance individual efficacy, improve SELC, self-efficacy, and the 
internal locus of control, while potentially reduce neuroticism. These findings suggest 
that fostering higher levels of SELC can positively influence employee’s sense of 
competence and confidence, benefiting both individual and organisational outcomes.

SELC is shown to be positively related to job satisfaction, organisational 
commitment, and career engagement, while also being negatively associated with 
absenteeism, turnover, and the intention to change careers. These findings underline the 
importance of SELC in enhancing organisational stability and reducing turnover 
intentions. Furthermore, a positive relationship between SELC and organisational 
citizenship behaviours, including altruism, indicates that SELC fosters prosocial 
behaviour, resulting in great benefits for society as a whole. 

This research has significantly advanced our understanding of SELC in the 
workplace, emphasizing its crucial role in enhancing employee well-being. By exploring 
the positive impact of SELC on various employee outcomes, such as job satisfaction, 
performance, and organisational commitment, this research reinforces the importance of 
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integrating SELC into HRD practices. It suggests that HRD professionals should focus 
on fostering supportive organisational cultures and ethical leadership styles among its 
managers to maintain healthy levels of SELC. These practices not only enhance SELC 
but also contribute to the broader goal of organisational well-being. The growing link 
between SELC and well-being underscores the need for organisations to consider 
employee’s psychological and emotional needs as part of a comprehensive well-being 
strategy, thereby fostering a healthier and more productive workplace environment.

5.2. Practical implications

This article has several practical implications for HRD professionals. SELC has a 
positive impact on turnover intentions, whereby organisations need to boost SELC with 
a view to guaranteeing their retention of talent and reducing job insecurity. It would be 
expedient for future research to identify specific practices in this matter. There is clear 
evidence of the importance that SELC may have on an organisation’s overall 
performance, which may help top managers, senior executives, and the HR department 
accordingly. As current literature documents, support workers and their empowerment, 
increase their job complexity and responsibility, and practices as tutorials have been 
identified as variables that help to improve SELC and efficacy. Furthermore, the review 
has allowed us to identify various practices to increase SELC through the organisational 
culture, such as implementing CSR programmes, creating a healthy work environment 
where favouring job success, showing interest on the employees and supporting them, 
training schemes, or applying organic organisational structures instead of mechanistic 
arrangements, are some of them. So, we urge HRD practitioners to take actions in this 
regard. Involving workers in decision-making, granting them independence, empower 
them and prompting them to feel valuable and competent are necessary measures to 
adopt by HRD practitioners. Additionally, practices as coaching or advocacy can also 
significantly improve SELC. The consideration of ethical leadership by HRD 
practitioners can help the organisation to ensure that their present and future managers 
are capable of leading others successfully.

In addition, the findings offer practice-informed orientations and entry points for 
HRD professionals. First, the evidence indicates that SELC operates as a foundational 
psychological resource closely linked to well-being, adaptability and engagement. HRD 
professionals can therefore design development interventions, such as structured 
feedback processes, recognition systems, coaching programmes and competence-
building opportunities, that explicitly strengthen employees’ sense of value and 
capability. Second, given that leadership behaviours strongly shape SELC, HRD 
practitioners should prioritise leadership development initiatives that cultivate ethical, 
supportive and emotionally intelligent management styles. Third, SELC can be 
incorporated as a diagnostic lens in talent development, enabling HRD professionals to 
identify groups or roles where low SELC may hinder performance, learning or 
collaboration. Finally, embedding SELC principles into onboarding, continuous learning 
and career development strategies can contribute to higher retention, reduced job 
insecurity, and healthier organisational climates.

As this study has been able to reveal, organisational culture and ethical leadership 
are key to fostering an adequate level of SELC among workers, which in turn is essential 
to achieve work efficacy, employee motivation and satisfaction, organisational 

Page 18 of 34European Journal of Innovation Management

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



European Journal of Innovation M
anagem

ent

19

commitment, good citizenship and to reduce turnover intentions. Therefore, this article 
calls upon HRD practitioners to design and develop strategies in order to ensure that 
managers lead ethically and focusing on working to create an organisational culture that 
ensures the well-being of the organisation, employees, and society. We suggest taking 
actions at the organisational level which should focus on creating a healthy environment 
and organisational culture based on well-being, which will have a very positive impact 
on altruism and civic behaviour in society. Regarding workers, practices that foster 
SELC should be implemented to improve their productivity, motivation, and job 
satisfaction. 

5.3. Limitations and future lines of research

The scholarly interest from scientific and social domain has steadily increased over 
the years due to the impact that SELC has in work behaviour resulting in developing 
deeper understanding of this topic.

Based on the results of the present study we formulated the agenda for further 
research, specifically the research questions outlined in Table 5 arise from two 
complementary sources: gaps identified in the systematic literature review and insights 
emerging from the in-depth interviews. This combined approach allows the propositions 
to address theoretical limitations while incorporating practical concerns observed in 
organisational settings. By drawing on both established scholarship and empirical 
evidence, the table offers a roadmap for future research that is conceptually rigorous and 
grounded in real-world dynamics.

As regards future lines of research, we propose to validate the research 
propositions presented here as hypotheses, with the aim of testing them empirically in 
different firms. 

Table 5. Future research questions based on gaps in the SLR and interview’s 
ideas. Source: author’s own work

Theme Ideas from interviews Gaps observed in the 
literature Research questions Propositions

 

Work efficacy

Confidence enables 
employees to perceive 
challenges as 
opportunities; SELC 
fosters adaptability 
and learning agility.

Limited evidence on 
SELC’s role in digital skill 
acquisition and adaptability 
in hybrid work contexts.

• How can organisations 
foster SELC to enhance 
work efficacy in hybrid 
environments?
 • In what ways does 
SELC influence 
productivity and digital 
learning in hybrid 
contexts?

P1: SELC improves 
worker’s individual efficacy. 

Organisations that 
implement structured 

wellbeing programmes and 
actively promote SELC will 

experience higher work 
efficacy and adaptability in 
hybrid work environments.

 

Organisational 
commitment

Participation and 
recognition strengthen 
belonging and 
engagement; 
empowerment 
enhances confidence.

Limited research on 
participatory decision-
making and empowerment 
in remote or hybrid teams.

• How do participatory 
practices influence 
SELC and commitment 
in remote teams?
• Does empowerment 
mediate engagement?

P2: SELC is positively 
linked to job satisfaction, 

organisational commitment, 
and career engagement, and 
negatively with absenteeism, 

and turnover. Ethical 
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Employee 
turnover

Feeling valued 
reduces turnover 
intentions; recognition 
and CSR foster 
retention.

Sparse evidence on 
recognition as a buffer 
against external job offers; 
CSR’s effect on retention 
remains underexplored. No 
studies related with work-
life balance or hybrid work 
context.

• To what extent does 
perceived recognition 
mitigate turnover risk?
•  How does SELC 
interact with retention 
strategies?

 

Motivation and 
job satisfaction

SELC boosts 
resilience and 
motivation; well-
being and confidence 
drive performance.

Limited understanding of 
SELC’s interaction with 
resilience under high-
pressure conditions. No 
studies related with work-
life balance.

• Which corporate 
wellbeing strategies 
enhance resilience and 
performance in 
teleworking?
 • In what ways does 
flexible working 
contribute to wellbeing 
and SELC?

leadership practices that 
prioritise trust and 

empowerment significantly 
enhance employees’ 

psychological well-being 
and SELC, leading to 

improved organisational 
resilience during change.

 

Ethical 
leadership

Ethical behaviour by 
managers builds trust 
and motivation; 
incoherence or 
favouritism 
undermines 
confidence.

Lack of longitudinal 
studies on ethical 
leadership’s impact on 
psychological safety and 
trust during organisational 
crises.

• What role does 
empowerment play in 
reinforcing SELC and 
reducing organisational 
stress?
 • Why do organisations 
require ethical leaders to 
ensure employee 
wellbeing and 
motivation?

Organisational 
culture

Well-being-centred 
cultures enhance 
motivation and 
retention; 
transparency builds 
trust.

Limited empirical evidence 
on cultural emphasis on 
well-being during 
organisational change and 
hybrid work contexts.

• What impact do 
wellbeing policies have 
on organisational 
cohesion and trust?
 • How are transparency 
and wellbeing linked to 
SELC in teleworking 
contexts?

P3: Organisational culture 
and ethical leadership, 

focused on fulfilling 
employee’s needs and 

acting in their best interests, 
positively influence SELC. A 

well-being-oriented 
organisational culture 

reduces turnover intentions 
and strengthens commitment 

by fostering feelings of 
recognition and value 

among employees in remote 
and hybrid settings.

Employee 
behaviour / 
citizenship

Confidence 
encourages 
collaboration and 
knowledge sharing; 
positive climate 
fosters altruistic 
behaviours.

Few studies explore SELC 
as a predictor of voluntary 
mentoring and cross-
functional cooperation.

• What role does SELC 
play in fostering 
knowledge-sharing 
behaviours?
• How does 
organisational climate 
moderate prosocial 
actions?

P4: There is a positive 
relationship between SELC 
in the workplace and 
organisational citizenship. 
Higher levels of SELC and 
well-being predict increased 
engagement in prosocial 
behaviours, such as 
knowledge sharing and 
voluntary mentoring, which 
generate positive societal 
impact.

 

Since the relationships between SELC and good citizenship and altruism has only 
been detected in two articles the aim is to further explore them. We call for more research 
on altruism, promoting SELC because the major implications it has for society at large. 
The fact that people spend a lot of their time working means that SELC will play a key 
role in an individual’s behaviour over the course of their lives, thereby constituting a 
major subject of study. 
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In addition, and although no studies have been found on the matter, we suggest 
studying the relationship between the level of SELC and occupation as well, analysing 
whether there is any link between SELC and vocational careers and entrepreneurship. A 
further aim is to foment research into SELC and the identification of practices that allow 
preserving and increasing the levels of SELC in organisations to help them achieve the 
numerous benefits it entails.

We found that studies do not provide enough clarity about practices to encourage 
commitment through SELC, so it will be also interesting to study the measures of CSR 
that can be implemented to help to increase employees’ organisational commitment. 
Although, despite the fact that work efficacy has been a recurring theme studied in the 
literature, no in-depth study has been identified on the different variables that relate work 
efficacy and SELC.

Notwithstanding these contributions, this research has its limitations, with the main 
ones being related to database searches, such as the choice of keywords, searching by 
title, and the restriction to certain knowledge areas: Business, Management and 
Accounting and Economics, Econometrics and Finance for Scopus, and Business, 
Management, and Accounting for WoS. Each of which, however, offers an opportunity 
for research. As previously mentioned, the objective of this literature review was to 
explore the existing empirical research about SELC. The selection of articles was guided 
by predefined search terms within specific academic databases. There is a possibility that 
the approach used in searching and selecting the articles reviewed may have missed some 
significant studies relating to SELC.
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SUPPLEMENTARY MATERIAL

Table 1. Overview of the selected literature and the themes identified on them

Publication Country Methodology Theme

Abas, Omar, Halim and 
Hafidz (2016) Malaysia

Quantitative 
(hierarchical regression 
analysis)

Organisational culture

Abdullahi, Arnaut, Nuhu, 
Adeiza, Tajuddin and 
Raman (2025)

Quantitative (survey) Organisational 
commitment, citizenship

Abraham (1999) N/D Quantitative (survey) Work efficacy

Alavi and Askaripur (2003) Iran Quantitative (survey) Organisational culture
Awee, Mohsin and 
Makhbul (2020) Malaysia Quantitative (structural 

equations) Organisational culture

Bani-Melhem, Mohd-
Shamsudin, Khassawneh, 
Hamouche and Koleva 
(2024)

UAE Quantitative (survey) Ethical leadership

Bani-Melhem, Quratulain
and Al-Hawari (2021)

United Arab 
Emirates

Quantitative (structural 
equations) Employee turnover

Bao, Xu and Zhang (2016) China Quantitative (survey) Organisational culture

Beatty (1975) USA Qualitative (case study) Work efficacy

Bhagat and Chassie (1978) USA Quantitative (survey)
Work efficacy, 
motivation and 
satisfaction

Experimental
Bowling (2011) N/D

(meta-analysis)
Work efficacy, 
Organisational culture

Brutus, Ruderman, Ohlott, 
and McCauley (2000) USA

Quantitative 
(hierarchical regression 
analysis)

Organisational culture

Carson, Carson, Lanford 
and Roe (1997) USA Quantitative (survey) Work efficacy

Cenkci and Ötken (2014) Turkey Quantitative (survey) Employee turnover
Chan, Huang, Snape and 
Lam (2013) China Quantitative (survey) Ethical leadership

Chung and Yang (2017) South Korea Quantitative (structural 
equations) Work efficacy

Costantini, Ceschi, Viragos, 
De Paola and Sartori (2019) Italia Qualitative (case study)

Work efficacy, 
Organisational 
commitment

Ekrot, Rank, and

Gemünden (2016)
Germany

Quantitative 
(hierarchical regression 
analysis)

Work efficacy

Elshaer, Azazz, Fayyad and 
Elsawy (2025) Egypt Quantitative (structural 

equations)
Ethical leadership, 
citizenship

Elloy (2005) USA Quantitative (survey) Ethical leadership
Enstroem and Benson 
(2024) Canada Quantitative (survey) Organisational culture

Fadilah, Siswanto, Nora, 
and Juariyah (2018) Indonesia Quantitative (survey)

Work efficacy, 
motivation and 
satisfaction
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Ferris, Brown, and Heller 
(2009) USA Quantitative (structural 

equations) Organisational culture

García-Cabrera and García-
Barba (2014) Spain Quantitative (survey) Organisational 

commitment
Gardner, Huang, Pierce, 
Niu and Lee (2021) Hong Kong Quantitative (survey) Work efficacy

Gardner, Huang, Niu Pierce 
and Lee (2015) China Theoretical Work efficacy, ethical 

leadership

Gardner and Pierce (2013) USA Quantitative (survey) Work efficacy, 
citizenship

Gardner and Pierce (2011) USA Quantitative (survey) Work efficacy

Gardner, Huang, Pierce, 
Niu and Lee (2010) China Quantitative (survey)

Work efficacy, 
motivation and 
satisfaction

Gardner, Van Dyne and 
Pierce (2004) USA Qualitative (case study)

Work efficacy, 
motivation and 
satisfaction, employee 
turnover

Goldsmith, Veum, and 
Darity (1996) USA Quantitative (survey) Work efficacy

Gómez-Jorge and Díaz-
Garrido (2024) Spain Quantitative (survey) Work efficacy, employee 

behaviour

Gordon and Hood (2020) USA Quantitative (survey)
Work efficacy, 
motivation and 
satisfaction

Gupta, Apoorva, 
Chaudhuri, Vrontis, 
Thrassou (2023)

India Qualitative (case study) Organisational 
commitment

Hahn and Mathews (2018) Korea Quantitative (survey) Work efficacy
Hamouche and Marchand 
(2023) Canada Quantitative (survey) Organisational culture

Hasan, Naseem, Mahmod, 
Sajjad and Mirza (2024) Pakistan Quantitative (survey) Ethical leadership

Hui and Lee (2000) Hong Kong Quantitative (survey)
Work efficacy, 
motivation and 
satisfaction

Hur, Rhee, Lee and Park 
(2021) South Korea Quantitative (structural 

equations)
Organisational 
commitment

Johar (2012) Indonesia Theoretical Ethical leadership
Johar, Shah, and Bakar 
(2012) Malaysia Quantitative (survey) Ethical leadership

Johar, Shah and Bakar 
(2011) Malaysia Theoretical Ethical leadership

Kim and Beehr (2021) USA Quantitative (survey) Motivation and 
satisfaction

Kim and Beehr (2018) USA Quantitative (structural 
equations)

Work efficacy, ethical 
leadership

Kim, Milliman, and
Lucas (2021)

USA Quantitative (survey) Organisational 
commitment

Kim and Qu (2023) China Quantitative (survey) Employee behaviour

Kuo and Wu (2022) Taiwan Quantitative (survey) Work efficacy
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Kusluvan, Akova and 
Kusluvan (2022) Turkey Quantitative (survey) Organisational 

commitment
Kuykendall, Craig and
Tay (2020)

USA Quantitative (survey) Motivation and 
satisfaction

Kyei-Poku (2024) Canada Quantitative (survey) Ethical leadership
Lapointe, Vandenberghe 
and Panaccio (2011) Canada Quantitative (survey) Organisational 

commitment

Lee and Peccei (2007) Korea Qualitative (case study) Organisational 
commitment

Lee (2003) Korea Qualitative (case study) Organisational culture

Lefkowitz (1967) USA Quantitative 
(descriptive analysis)

Motivation, satisfaction, 
employee turnover

Lin, Jang, and Roberts 
(2018) China Quantitative (survey)

Work efficacy, ethical 
leadership, employee 
turnover

Lin, Chen, Ashford, Lee, 
and Qian (2018) China Quantitative (survey)

Work efficacy, 
motivation and 
satisfaction, 
Organisational culture

Liu, Hui, Lee, and Chen 
(2013) China Quantitative (survey) Work efficacy, 

Organisational culture
Liu, Liu, Muskat, Leung 
and Liu (2023) China Quantitative (survey) Organisational culture

Lyu, Wu, Kwan, Lee and 
Deng (2022) China Qualitative (case study) Employee turnover

McAllister and Bigley 
(2002) USA Quantitative (survey) Organisational culture

Naus, van Iterson and

Roe (2007)
Netherlands

Quantitative 
(hierarchical regression 
analysis)

Organisational culture

Neves, Pires, and Costa 
(2020) Portugal Quantitative (survey) Work efficacy, ethical 

leadership

Nimmi, Jose, Vincent and 
John (2022) India Quantitative (survey)

Employee behaviour, 
Organisational 
commitment

Norman, Gardner and 
Pierce (2015) USA Quantitative (survey) Work efficacy, ethical 

leadership
Pan, Qin and Gao (2014) China Quantitative (survey) Work efficacy
Pierce, Gardner and 
Crowley (2016) USA Theoretical Work efficacy

Pierce, Gardner, Dunham 
and Cummings (1993) USA

Quantitative 
(hierarchical regression 
analysis)

Work efficacy

Pierce and Gardner (2004) USA Theoretical (literature 
review)

Work efficacy, ethical 
leadership, commitment, 
employee turnover, 
motivation and 
satisfaction, citizenship, 
Organisational culture
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Renn and Prien (1995) USA Qualitative (case study) Work efficacy
Rice, Young, Johnson, 
Walton and Stacy (2020) USA Theoretical Work efficacy, ethical 

leadership
Salehi and Rouhi (2023) Iran Quantitative (survey) Employee behaviour

QuantitativeScott, Shaw, and Duffy 
(2008) USA

(longitudinal study)
Motivation and 
satisfaction

Shabeer, Nasir, and
Rehman (2020)

Pakistan Quantitative (survey) Work efficacy

Shafaei, Nejati, Omari, 
Sharafizad (2023) Australia Quantitative (structural 

equations) Ethical leadership

Shekar and Suganthi (2015) India Quantitative (survey) Motivation and 
satisfaction

Sibunruang, Capezio and 
Restubog (2014) Thailand Quantitative (survey) Work efficacy

Sujatha, Mukherjee, Singh 
and Bamel (2023) India Quantitative (structural 

equations)

Motivation and 
satisfaction, employee 
behaviour

Syaebani, Wibowo and 
Fardynawati (2023) Indonesia Qualitative (case study) Organisational culture

Takhsha, Barahimi, 
Adelpanah, and Salehzadeh 
(2020)

Iran Quantitative (structural 
equations) Work efficacy

Tharenou (1979) US Theoretical (literature 
review) Work efficacy

Thompson and Gomez 
(2014) Australia Quantitative (survey) Work efficacy

Tharenou and Harker 
(1982) Australia Quantitative (survey) Motivation and 

satisfaction
Uslu (2021) Turkey Quantitative (survey) Work efficacy
Vincent, Jose, John, 
Kuriakose (2022) India Quantitative (survey) Organisational culture, 

employee behaviour

Vogel and Mitchell (2017) USA Qualitative (case study) Leadership, employee 
turnover

Quantitative
Waddell (2006) UK

(longitudinal study)
Work efficacy

Wang, Zhang, and Wan 
(2021) China Quantitative (survey) Organisational culture

Wang, Guchait, and 
Paşamehmetoğlu (2020) Turkey Quantitative (structural 

equations) Organisational culture

Willis, Reynolds and Lee 
(2019) Australia Quantitative (survey)

Motivation and 
satisfaction, 
Organisational culture

Wu, Lyu, Kwan and Zhai 
(2019) China Quantitative (survey) Work efficacy

Yang, Zhang, Kwan and 
Chen (2018) China Quantitative (survey) Work efficacy, ethical 

leadership

Zafar and Mahmood (2022) Pakistan Quantitative (structural 
equations) Organisational culture
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Zhao and Liu (2021) China Experimental Work efficacy
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RESPONSE TO REVIEWERS

The authors greatly appreciate the comments and suggestions made by the two reviewers. 
The identifying of weaknesses has helped us to take a different approach to certain issues 
and to make the necessary changes. The following is an analysis of the comments and 
how we incorporated suggestions into our initial work.

Reviewer: 1

We thank the reviewer for the careful evaluation of the manuscript and for the 
positive assessment leading to its acceptance for publication. 

Reviewer: 2

We sincerely appreciate the reviewer’s positive assessment of the evolution of the 
manuscript. We have incorporated the suggested changes to improve the overall 
quality of the paper. Below, we address each of the reviewer’s comments in turn 
and explain how they have been taken into account in the revised version of the 
manuscript.

3. Methodology: Timing is something I spotted while reading this version of the paper. 
The literature review included references up until December 2025. The interviews were 
conducted in November 2025. Whereas the authors state that interviews provided 
“analytical depth and practice-based corroboration of the themes identified in the 
systematic literature review.”

I might have missed it from the text, where multiple literature reviews were made. But if 
there was only one, I am left to wonder, did the authors really have time to get the results 
from the literature review and “The subsequent qualitative phase contrasts these insights 
with expert perspectives, ensuring both theoretical and practical relevance.”

It changes the basic idea a bit, if the literature review and interviews were done at the 
same time. Then, the interviews were maybe based on some keywords and search 
filters.  I am not saying it would be somehow wrong, but it sounds like the interviews 
were not based on the literature findings, it the interviews were conducted before all the 
literature was even published.
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We appreciate this observation and fully understand the concern raised. To clarify 
the temporal logic of the methodological design, we have specified in Section 2.2 
that the systematic literature review was conducted as an iterative and 
progressive process. At the time the interviews were carried out, a consolidated 
thematic synthesis was already available and informed the interview guide. The 
extension of the review until December 2025 was undertaken solely to update and 
complete the evidence base, without altering the core themes guiding the 
qualitative phase.

We have included the following paragraph at the end of part 2.2.: The systematic 
literature review was conducted as an iterative and progressive process. At the 
time the interviews were carried out, a consolidated thematic synthesis was 
already available and informed the interview prompts. The subsequent extension 
of the review until December 2025 served to update and complete the evidence 
base, without altering the core themes guiding the qualitative phase.

4. Results: Another controversy that disturbs me is that the authors say they searched 
literature “dating from 1975, through to December 2025”. In part 3. results, they present 
that the first paper was found in 1967, which is even earlier. Not a major issue, but left 
me confused.

We thank the reviewer for this comment, and we sincerely apologise for the 
confusion caused. Upon carefully revisiting the manuscript, we acknowledge that 
you are absolutely right. The first article identified and analysed in our systematic 
literature review on self-esteem in the labour context dates back to 1967. We have 
now corrected the text to accurately reflect that the 1967 study represents the 
empirical starting point of workplace self-esteem research within the reviewed 
corpus. We sincerely thank the reviewer for this observation, which has helped us 
improve the clarity and rigour of the manuscript.

I like the visuals of presenting the results, for example figure 4 and table 1. It is very 
interesting that work efficacy has the most results in researching SELC.

We sincerely thank the reviewer for this positive comment.

5. Implications for research, practice and/or society: It is a bit circular inference that the 
results of literature review and interviews were convergent. What is interesting to me is 
that whereas a lot of literature has stressed work efficacy, the interviewees stressed 
motivation, job satisfaction and organizational culture.

We thank the reviewer for this observation. We agree that convergence should not 
be interpreted as simple circular confirmation. While the literature review and the 
interviews identify the same broad themes associated with SELC, one of the most 
relevant findings of the study lies in the different emphasis between sources: 
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whereas the literature has predominantly focused on work efficacy, interviewees 
place greater emphasis on motivation, job satisfaction and organisational culture. 
We now clarify this complementary pattern in the manuscript, which reinforces 
the value of combining academic evidence with managerial insights.

I also am thinking a lot about what comes first SELC, or the mentioned themes. It is 
discussed in the section 4 discussion, but maybe it the section could be even more 
organized. I really liked the visuals in section 3, maybe section 4 could also benefit from 
a table.

We share this concern and agree that SELC should not be interpreted through 
linear or unidirectional causal relationships. For this reason, we have explicitly 
reinforced at the beginning of the Discussion section that the findings do not imply 
simple causal precedence but rather highlight dynamic and reciprocal 
interactions between SELC and organisational practices and conditions.

There are 4 research propositions in the paper. If needed, this section could be shorter. I 
am sure all the readers would come up with their own questions regarding to the issues. 
A short paragraph of the themes but maybe not precise questions. As a matter of fact, I 
would delete the whole section 4, since it is already in 5.3.

In response to this suggestion, we have removed Section 4.1 as a standalone set 
of research propositions. The underlying analytical insights formerly presented in 
that section have been integrated into the thematic discussion (Section 4) in an 
interpretative manner, thereby preserving their theoretical contribution while 
avoiding redundancy and overly prescriptive formulations. The future research 
agenda has been consolidated in Section 5.3. Table 5 has been retained and 
refined to provide a concise and structured overview of analytical directions 
without relying on an extensive or prescriptive set of propositions.

As it is now, I am not buying the argument that “the findings highlight several concrete 
and actionable implications specifically relevant for HRD professionals”. The paper has 
a lot in it, still, and I am not sure whether this paper even needs to get there? SELC is a 
concept where there are no easy causalities, and it would be naïve to suggest so. The 
authors have quoted: “However, recent scholarship recognises that employees’ self-
evaluations in the work domain are shaped not only by their employing organisation but 
also by broader labour experiences, occupational trajectories, and contextual work 
conditions (Islami et al., 2023; Radu and Stan, 2025).”

We agree that SELC is a complex, multicausal and context-dependent construct, 
and that it would be inappropriate to suggest simple causal prescriptions. 
Accordingly, we have revised the language in the Practical Implications section 
to avoid deterministic claims and reframed the implications as practice-informed 
orientations and entry points for HRD professionals. These are not presented as 
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causal solutions, but as areas of managerial attention consistent with the 
complexity of SELC and the evidence reviewed.

6. Quality of Communication: Now the reader is guided through the paper in a very good 
way. The reader sees why this is important, what has been done before and how this paper 
contributes to it.

I do understand that the authors wish to present the changes they have made to the paper 
by leaving strikethroughs and added text with red. However, I do not like reading the text 
like that. I do hope the next version will present the paper as it would be published.

We thank the reviewer for this positive assessment regarding the clarity, structure 
and readability of the manuscript. We are pleased that the flow of the paper allows 
the reader to clearly understand the relevance of the topic, the prior research in 
the field, and the specific contribution of this study.

With regard to the presentation format, we fully understand the reviewer’s 
observation. The revised version of the manuscript is now submitted without 
tracked changes, strikethroughs or highlighted text, and reflects the format 
intended for publication.

We greatly appreciate the time and expertise devoted to reviewing our work and 
are grateful for the constructive engagement with the manuscript.
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