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Abstract 

The public service leadership model classifies self-awareness as an anchor that enables a leader 

to perform at the highest level in service to the public's trust and commitment to public goods 

because public servants are key players in the system of delivering public service. In this regard, 

our study aims to explore the effect of self-awareness on job performance of public servants.  

Self-awareness has been further linked with self-consciousness for analysis purpose. The online 

questionnaire based on self-consciousness scale and scale of self-assessment on job performance 

was administered to conduct the study among 122 public servants. The finding showed that 

association of self-awareness and job satisfaction is significant and positive. The positive 

relationship between self-awareness and job performance creates opportunities to reflect on self 

and people around them to the performing managers who are faced with decisions and actions.   

Keywords: Self Awareness, Job Performance, Self-Consciousness, Public Service 
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CHAPTER I 

INTRODUCTION 

1.1 Background of the Study 

Self-awareness is considered as the primary way of easing psychological suffering as well as 

the route to self-development for those who are mentally sound. Fenigstein et al., (1975) stated 

that "increased awareness of the self is both a tool and a goal". The significance of self-

awareness extends beyond physical and mental health to have a significant influence on daily 

functioning be it professional or personal. It has significant implications on performance, with 

rumination connected to interpersonal issues and contemplation and mindfulness supporting task 

persistence despite performance-related stress (Feldman et al., 2014). 

Self-awareness is essential to the strategic enhancement of job performance in contemporary 

firms in the current working environment. Employees need to be aware of all the facets of who 

they are, including their traits, actions, emotions, and behaviors (Klassen & Klassen, 2018). Our 

self-awareness increases as we recognize the distinctiveness of who we are as people, enabling 

us to use certain abilities and characteristics to make the desired improvements. Self-awareness 

may be described in a broader sense as the trait of persons who are consciously aware of their 

internal states, social interactions with others, and interactions with others (Sheth et al., 2021). It 

is essential for performance and productivity at work, because efficiency is impossible without 

self-awareness. These two ideas are crucial to work performance since no organization can 

develop successfully without self-awareness and beliefs, and job performance refers to the 

strategies people use to accomplish task-based or organizational goals.  
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1.2 Statement of the Problem  

Veber (1994) defines the principles of public service as administrative efficiency, power 

hierarchy, a formally defined and thoroughly documented system of norms, impersonal action, 

and emotional neutrality relations in the notion of "rational bureaucracy." Moving forward to the 

liberal tradition, public service has no political function. This institution only deals with the 

delivery of public goods under the framework of new public management (NPM), which calls 

for greater transparency and citizen cooperation. Despite the absence of any global 

administrative reform, the values of public service remain largely unchanged where UK's Civil 

Service Code lists integrity, honesty, objectivity, and impartiality as its four core ideals 

(Vasilieva & Rubtcova, 2017). 

Additionally, the public service leadership model classifies self-awareness as an anchor 

that enables a leader to perform at the highest level in service to the public's trust and 

commitment to public goods because public servants are key players in the system of delivering 

public goods (McDonald et al., 2020). Since self-awareness is a crucial component of emotional 

intelligence and has a profound impact on an individual's life, it is crucial for academics to 

investigate public servants' levels of self-awareness and how they affect their performance on the 

job, which directly affects how well public services are provided.  Although many researchers 

and practitioners have been studying the connection between emotional intelligence and job 

satisfaction, it appears that none of the previous studies have looked into the influence of 

emotional intelligence on the job performance of public servants (Yadama & Messerschmidt, 

2004). Thus, this study aimed to examine the effect of self-awareness of public servants in their 

job performance. 
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1.3 Research question 

1. What is the association of self-awareness with job performance in the public servants of 

Nepal? 

2. What is the effect of self-awareness of public servants in their job performance? 

1.4 Hypothesis 

1 H1: There is a significant relationship between self-awareness and job performance.  

2 H2: There is a significant effect of self-awareness and job performance.  

1.5 Research Objective  

The main objective of this study is to find out whether the self-awareness of public servants 

has an effect in their job performance or not. The specific objectives of this study are as 

follow: 

• To find out the relationship of self-awareness and job performance in the public servants 

of Nepal 

• To identify the effect of self-awareness of public servants in their job performance 

1.5 Rationale of the Study 

Self-awareness is essential to both professional achievement and work effectiveness. One 

of the fundamental components of EQ, it calls for a thorough grasp of one's abilities, limitations, 

values, emotions, and motives. It gives people the ability to recognize and use their talents, deal 

with their flaws, make informed decisions, improve their interpersonal skills, encourage lifelong 

learning, and increase their resilience.   
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Growing in self-awareness also encourages lifelong learning and development. People are more 

inclined to seek out learning opportunities and embrace professional growth when they are aware 

of their knowledge gaps, areas for improvement, and blind spots. This eventually improves their 

performance on the job. A growth mindset, which motivates people to ask for criticism, learn 

from their mistakes, and continually advance their abilities, is best developed via self-awareness.  

This dedication to personal development equips people for long-term professional success in a 

constantly changing labor market and raises promotability. Self-awareness may be seen as a 

quality that makes a public servant accountable, ethical, transparent, and a performing 

management in a field that demands successful performance and delivery on a consistent basis. 

These kinds of studies are therefore necessary to understand the amount of self-awareness our 

public officials possess and how it affects how well they do their duties. 

Also, Self-Management is the mandate and important topic of management module of all 

training of Nepal Administrative Staff College. So, the findings of the training can be used as 

evidence to the self-management sessions.  

1.6 Delimitations of the Study 

In addition to its unique theoretical insights and several empirical strengths, this study has 

some shortcomings that, if solved in the future, could make an important contribution to 

organizational development. One weakness of this study is its exclusive focus on job 

performance and self-awareness level of public servants of Government of Nepal, however the 

public officers are dispersed around the country so it was impossible for us to cater information 

from all sector of government. Thus, we limited our scope of study to one category of public 

servants only.  
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CHAPTER II 

REVIEW OF LITERATURE 

2.1 Importance of Self Awareness in Bureaucracy 

Bureaucracy, like any social institution, is a human product and it represents characteristics of 

human species' needs (Vera, 2016). Weber's self-model is founded on the concept of a cohesive 

and understandable narrative. This model, however, does not account for temptations to 

compromise one's beliefs, times of self-doubt, overwhelming opposition from others and 

objective external situations, and fleeting passions and wants that may sway a person off a 

selected route (Chowers, 1994). Similarly, what matters for a personality is whether, in the end, a 

commonality of some fundamental life values and being self-awareness align with these values.  

 Self-awareness is a state of attention in which people focus their conscious attention on a 

particular feature of themselves (Brycz, 2011). Public servants who are self-conscious are aware 

of their values, motivations, feelings, and ideas as well as how they affect others (Gardner et al., 

2005). Self-awareness takes into account perceptions a person has of their own traits, goals, 

standards of conduct, morals, attitudes, and behaviors (Avolio & Luthans, 2006). Having a 

sincere, open, and trustworthy connection with people is one of the essential elements of self-

awareness (Avolio et al., 2004). Self-awareness refers to a person's fundamental and basic 

awareness of their own knowledge, experience, and talents (George, 2003). Employees who are 

performing managers who are faced with decisions and actions that affect their values, 

motivation, priorities, skills, and weaknesses gain self-knowledge as a result (Badaracco, 2016). 

Employees may develop goals and create action plans to lead with purpose by practicing self-

awareness. 
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Self-awareness and Job Performance 

Self-awareness consists of emotional abilities that enable us to be more effective and form 

outstanding relationships in the work place. Studies suggest that people who are aware of their 

emotions are more effective in their jobs. They recognize and understand their moods, emotions 

and needs and can perceive and anticipate how their actions affect others. (Okpara & Edwin, 

2015) 

The highly self-aware employees help the organization to handle conflict productively, deeper 

understand own emotions, boost self-esteem, has empathy towards other and prioritize 

inclusivity and ultimately has effective decision-making skills. (Griffith, 2021) 

Self-awareness is an individual’s ability to appreciate the strengths and weaknesses of 

one’s own character and realizing this will enable one to take actions and make choices and 

decisions that are consistent with one’s abilities. Research shows that self-awareness is directly 

related to both emotional intelligence and success (Srivastava, 2015). Srivastava, pointed out that 

self-awareness helps employees create achievable goals because they can consider their 

strengths, weaknesses, and what drives them when they are setting goals. It allows them to guide 

themselves down the right path by choosing to pursue the opportunities that best fit their skills 

set, preferences and tendencies. It makes it easier to identify situations and people that hit our 

triggers and enables us to anticipate our own reactions. It allows employees and leaders to make 

positive behavioral changes that can lead to greater personal and interpersonal success 

(Srivastava, 2015).   

In a study by Shipper (2003), study, finding suggests that self-awareness of interactive 

skills may be a critical component to manager effectiveness in U.S. and U.K cultures. Self-

awareness has been found to be the key to realizing one’s own strengths and weaknesses. 
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(Okpara & Edwin, 2015). According to Boyatizis (1982), among several hundred managers from 

twelve different organizations, accurate self-assessment was the hall mark of superior 

performance. Individuals with the accurate self-awareness competences are aware of their 

abilities and limitations, seek out feedback and learn from the mistakes, and known where they 

need to improve and when to work with others who have complementary strengths. Accurate 

self-assessment was the competence found in virtually every “star performance” in a study of 

several hundred knowledge workers – computer scientists, auditors and the like, at companies 

such as AT&T and 3m, on a 360-degree competence assessment, average performers. (Okpara, 

Edwin, 2015). 

Understanding self and being aware about our own emotion is of utmost importance as it 

is linked with mental wellness and being mindful. The self-aware person is able to regulate his 

emotions, is empathetic towards others in the needed situation which is the epitome of having 

positive attitude towards oneself and others. The person who is mindful and self- aware develop 

positive attitude towards their job which leads to enhanced performance. Also, people who are 

empathetic try to resolve conflict or keep themselves far from negative conflicts affecting 

organizational performance.  

2.2 Conceptual Framework 

This section presents conceptualization of self-awareness as an independent variable 

which is determined by the self-consciousness scale, and performance of employees as a 

dependent variable. 
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Figure 1 

Conceptual Framework of Dependent and Independent Variable 

 

 

 

 

 

  

Self-awareness as an Independent Variable 

Self-awareness entails self-comparison through introspection and self-evaluation (Walker et 

al.,2022). According to Rasheed et al. (2019), self-awareness can be either situational or 

dispositional. Situational self-awareness is a natural process through which a person recognizes 

internalized traits that differentiate the self and subsequently modifies behavior to lessen any 

instability or irregularity (Kishkilev, 2018). According to Fenigstein et al. (1975), dispositional 

self-awareness is the term for self-responsiveness or self-consciousness linked to a person's 

propensity to turn inward and consider oneself. The dispositional aspect speaks specifically to an 

individual's steady inclination or aptitude to comprehend situational experience, bringing it 

closer to transitory self-awareness. According to Newman and Nezlek (2019), dispositional self-

awareness can have both positive and negative effects. Negative emotions, despair, mood, 

weakness, and barriers to resolving social issues are highlighted in negative self-perception 

(Altan-Atalay et al., 2022). Good self-awareness reflects the positive effects of physiological 

mindfulness, in-depth self-awareness, and desired self-improvements (Newman & Nezlek, 

2019). Both the positive and negative consequences of self-awareness have a significant impact 

on job performance. According to recent study, approximately 90% of managing directors 
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believe that the workplace has an impact on the health and happiness of their employees (Hall et 

al, 2019). Additionally, self-awareness is linked to significant consequences including improved 

job performance and job satisfaction as well as more sensible career selections (Kim, Schuh, & 

Cai, 2020). The link between positive self-awareness and successful work outcomes shows that 

training may increase the self-awareness of companies, employees, and employers.  

Self-awareness can be interpreted by private and public self-consciousness. Public self-

consciousness emerges when people are aware of how they appear to others. Public self- 

consciousness typically emerges in situations when people are at the center of attention. It 

compels people to adhere to social norms. Public self-consciousness can also lead to 

evaluation anxiety in which people become distressed, anxious, or worried about how they are 

perceived by other (Cherry, 2023) . 

 According to recent study, approximately 90% of managing directors believe that the workplace 

has an impact on the health and happiness of their employees (Hall et al., 2019). Additionally, 

self-awareness is linked to significant consequences including improved job performance and job 

satisfaction as well as more sensible career selections (Kim, Schuh, & Cai, 2020). The link 

between positive self-awareness and successful work outcomes shows that training may increase 

the self-awareness of companies, employees, and employers.  Private self- awareness happens 

when people are aware about themselves in a private way. (Cherry,2023) It helps to reflect on 

oneself and regulate the emotions.  

  

https://www.verywellmind.com/what-is-conformity-2795889
https://www.verywellmind.com/what-is-high-functioning-anxiety-4140198
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Job Performance as a Dependent Variable  

Performance is the whole worth of an employee's actions that directly or indirectly 

benefit the company (Campbell, 1990). The actions people take while working are referred to as 

job performance (Chen & Guo, 2020). According to Malureanu et al., (2002), work or task 

performance is the process by which employees turn raw resources into completed goods 

through the effective running of an organization. Additionally, setting personal goals and raising 

self-confidence improve job performance (Horcajo et al., 2020). Job performance is defined as 

the total expected value to the organization of the discrete behavioral episodes that an individual 

carries out over a standard period of time. This definition is a slightly revised version of the 

definition of performance presented in a previous publication in connection with a theory of 

individual differences in task and contextual performance (Motowidlo, Borman, & Schmit, 

1997). Performance is the product of behavior. It is the sum total of behaviours over the period 

of time at work. (Kell & Motowidlo, 2018). It is also described as work-related activities 

expected of an employee and how well those activities are executed.  

Jacobs et al. (2013) believed that job performance relates to the act of doing a job. It is a 

means to reach a goal or set of goals within a job, role or organization, but not the actual 

consequences of the acts performed with a job (Jacob et al., 2013). The scholars affirmed that 

job performance is not a single action but rather a “complex activity”. Performance in a job is 

strictly a behaviors and a and a separate entity from the outcomes of a particular job which relate 

to success and productivity. 
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CHAPTER III 

RESEARCH METHODS 

3.1 Research Design 

The study is guided by quantitative approached. Self-awareness is generally associated with 

positive psychological well-being and requires either experimental research or correlation 

research. Since it is not possible to run experimental research in the short span of time, 

correlational studies as effective psychology research method has been used in this study. Using 

a pre-tested instrument, this cross-sectional study obtained primary data from a sizeable non-

probability (convenience) sample from public servants.  

3.2 Study Population, Sample Size and Sampling 

The study population is class III and class II level employees of Government of Nepal 

and public organizations.  Since the total population is undefined, the sample size was supposed 

to be 384 as calculated using Cochron (1965) sample size determination formula for infinite 

population. However, due to limitation of time of research and availability of respondents the 

total sample size used were 122. The random and purposive sampling was used to collect the 

data.  

3.3 Tools and Techniques of Data Collection 

Since the study was cross-sectional study, researcher used developed questionnaire as the 

assessment tool to collect the data. The questions were closed ended questions to obtain 

measurable data. To cover each variable, indicative questions were developed and options were 

set accordingly. The questions were prepared based on the adopted scales which has already 
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been content validate. The Self-Consciousness Scale (Scheier & Carver, 1985) has been used to 

assess self-awareness, whereas for measuring job performance Short Version of Self-Assessment 

Scale of Job Performance (Steinbauer, 2018) was administered. 

3.4 Analysis of Data  

The collected data has been processed into SPSS. Since there are two research questions 

followed by 8 hypotheses in this study, data analysis tools have been used accordingly which is 

explained in the finding section. Also, descriptive statistics like Mean has been used to interpret 

demographic data. For inferring the sample results into population, researcher has used 

correlation for relationship and regression for showing the effect.  

3.5 Validity 

The validity of self-consciousness scale of Scheier & Carver (1985) is time again 

reviewed and is considered to have high reliability as well as discriminant and criterion-related 

validity, similarly, the scale of job performance is validated is through number of validity study 

precisely considering work engagement as a collective phenomenon. Both content and factorial 

validity has been considered while developing this scale.  

3.6 Reliability 

Reliability relates to the consistency of a measure of a concept (Bryman, 2016). Piloting 

is done to guarantee reliability by ensuring that the measures are standard, unambiguous, and that 

the responses to the measures from the piloted responder are comparable and not contradictory. 

Internal consistency is checked with help of Chronbach Alpha test and resulted in 0.778. 
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3.7 Ethical Consideration 

Issues in survey is that firstly, respondents lack confidence in providing correct data 

because of which they either fill the survey haphazardly or submit the incomplete survey and 

secondly respondent may get offended by the question asked in the survey, especially in the 

demographic section or preliminary section. Therefore, it is important for us as a researcher to 

list out or predict the issues that might arise in survey and be preparing to address them. So, 

as this study adhere to the code of ethics by demonstrating social, professional, and scientific 

accountability, respect for respondents' rights and dignity, and preserving integrity (Guthrie, 

2007). The online survey used in this study ensured that the respondents have their consent in 

filling up the questionnaire. The researcher ensured them of the confidentiality in the survey 

and gave them freedom to respond to the questionnaire.  
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CHAPTER IV 

RESULTS AND DISCUSSION 

This chapter presents the analysis of data to deal with the various issues on subject matter 

under study. Descriptive analysis, correlation analysis and regression analysis are carried out in 

order to analyze the relationship among dependent and independent variables. 

4.1 Demographic Characteristics of the Respondents 

The demographics characteristics section of the questionnaire consists of 3 variables gender, 

years of work experience and years of current work experience.  

Table 1 

Frequencies Description of Demographic Variables 

 

The table 1 represents characteristics of the respondents. The table shows that there were 122 

respondents among which 98 were male and rest were female.   

Demographic Variables Categories Frequency Percentage 

Gender Male 98 80.3 

Female 24 19.7 

Years of Total Work 

Experience 

Less than 5 years 5 4.1 

5 – 10 years 36 30.3 

10 -15 years 30 24.6 

More than 15 years 50 41.0 

Years of Work Experience 

in Current Post 

Less than 5 years 34 27.9 

5 – 10 years 63 51.6 

10 -15 years 20 16.4 

More than 15 years 5 4.1 
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The second part of table shows that most of the respondents have around 5 -10 years of total 

work experience while the respondents having the experience of 5 – 10 years in the current post 

were 63. This means that most of the respondent who participate in our survey have an average 

of around 15 years of total experience. However, this is just the basic information and we have 

not used this information in any of our inferential test.  

4.2 Descriptive and Correlation of Self Consciousness and Job Performance 

Correlations and descriptive statistics were reported among the studied variables for table 2. The 

mean value shows that the average value of first two independent variable is moderately high 

depicting the good level of public and private self-consciousness among the respondents while 

social anxiety level is below average. The job performance perceived by the respondents were 

also above average.  

Table 2 

 Descriptive Statistics and Correlations of Self Consciousness and Job Performance 

 

The descriptive statistic the employees of public servants hold better level of private self-

consciousness as the mean value is above 3 in 5-point Likert scale. Furthermore, the correlation 

showed that, private self-consciousness has a significant relationship with job performance 

supporting our hypothesis 1. The findings also shows that private self-consciousness had a 

positive and moderate relationship with job performance.  

Variables M SD 1 

1 Private Self Consciousness 3.52 .65 - 

4 Job Performance 3.92 .59 .423** 
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4.3 Linear Regression Analysis between Private Self Consciousness and Job Performance 

Table 5 

Coefficients of Private Self Consciousness on Job Performance  

Factor 

Adjusted R 

Square 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

Sig. 

 B Std. Error Beta 

Private Self Consciousness .172 .376 .073 .423 .000 

a. Job Performance  

Above table shows that Adjusted R-Square is the proportion of variance in the job performance 

which can be predicted from the independent variable that is private self-consciousness. The 

value indicates that 17.2% of the variance in job performance can be predicted from the 

determinant of self-consciousness. With the beta coefficients we can observe that for every unit 

change in private self- consciousness there is an increase of 0.376. Our hypothesis 2 has been 

proved with the significant level of all the independent variable and the effect of private self-

consciousness in job performance is significant. 

Hypothesis Result 

H1: There is a significant relationship between private self-consciousness and job 

performance.  

Accepted 

H2: There is a significant relationship between public self-consciousness and job 

performance. 

Accepted 

4.5 Discussion 

The effect of self- awareness in job performance of the officials of government of Nepal was 

studied with the use of correlation and regression analysis between the determinant of self- 

awareness that is private self-consciousness and job performance.  
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The first objective of the study was to identify the relationship of self-awareness with job 

performance and which was tested with the help of correlation between private self-

consciousness and job performance. Buss and Scheier (1976) in their study concluded that 

private self-consciousness was a significant determinant of self-awareness (and public self-

consciousness was not a significant determinant of self-attribution). Furthermore, the updated 

self-consciousness scale of Scheier and Carver (1985) determined three dimensions as private 

self-consciousness, public self-consciousness and social anxiety among which private self-

consciousness is divided into two factors as self-reflectiveness and internal self-awareness. The 

job performance variable was measured with 15 items that included self-reflection question 

related to goal setting, natural and self-rewards and self-talk. The correlation showed a 

significant relationship between private self-consciousness and job performance addresses to the 

first research question depicting positive relationship between self-awareness and job 

performance. It is very crucial for the people to understand that being aware about self is 

important to have better effect on work.  

The second objective was to find out the effect of self-awareness in job performance which was 

explored through linear regression between private self-consciousness and job performance. The 

private self-. consciousness of employees has a significant and moderate effect on the job. The 1 

unit change in self-consciousness resulted in 0.423 change in job performance which is less than 

50 performances showing that effect is not much strong. This could because of the structured 

hierarchy of bureaucracy of Nepal where government officials are dissuaded of creating or 

initiating something substantial despite the high level of private self-consciousness yet the 

literature suggested that the flipped roles to red tape is the result of the self-awareness of public 

officials. 
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This stood out as the challenge for public sector to develop and apply aptitude tests that account 

for a candidate's potential to develop high levels of self-awareness about his or her values and to 

act upon these values and when public managers consider these practices, they should know that 

there may be “too much of a good thing” because too frequent introspection can invite 

unproductive negative thoughts and result in lower levels of job satisfaction and well-being 

(Eurich, 2018).  

Finally, self-awareness in the workplace is important for other several reasons. Most 

significantly, it helps officials better understand their own strengths and limitations, allowing 

them to make smart decisions that benefit both themselves and their institutions. It also helps to 

focus; when managers understand their objectives and how to organize their time, they can 

establish reasonable expectations and correctly evaluate progress toward goals. Finally, self-

awareness allows for better communication with coworkers; knowing one's emotions, triggers, 

and responses makes it simpler to establish an environment in which ideas may flow freely 

without fear of criticism or condemnation.  

The research findings provide a synopsis of the relationship of internal self-awareness and job 

performance of the officials of government of Nepal and the further detailed studies on this area 

would open an avenue for the self-management and effective job performance.  

The study delimits among 122 respondents that incorporates class II and III officers of 

Government of Nepal; our research used as sample. However, this research could be utmost 

importance at all levels of employees. It emphasizes that high self-awareness workers foster 

relationships by creating conditions at work that are open and honest and allow for the 

expression of feedback and criticism without hindrance or concern for the repercussions (Abidin, 

2017). 
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CHAPTER IV 

CONCLUSION 

Self-awareness as the determinant of an individuals to recognize their strengths and weaknesses, 

enables them to make choices consistent with their abilities. Studies have shown a direct 

correlation between self-awareness, emotional intelligence, and success (Srivastava, 2015) which 

is supported by our finding. Public servants who are self-conscious are aware of their values, 

motivations, feelings, and ideas as well as how they affect others (Gardner et al., 2005). The 

aware individuals grow within the organization and help other to grow. Also, the highly self-

aware employees empathize the situation of others so they help in resolving negative conflicts, 

deeper understand own emotions, boost self-esteem, prioritize inclusivity and ultimately has 

effective decision-making skills. (Griffith, 2021). The positive relationship between self-

awareness and job performance creates opportunities to reflect on self and people around them to 

the performing managers who are faced with decisions and actions. The findings indicated that 

self-awareness improves employee performance by meeting their intended requirements and 

expectations. The study found a substantial association between self-awareness and employee 

performance, accounting for 10.8% of the change in work performance.  

Further research may be undertaken to determine the influence of self-awareness on employee 

performance using various moderating variables such as working environment and work culture. 

This study used a quantitative technique with a cross-sectional descriptive research design. 

Future study should investigate other approaches, as well as the integration of quantitative and 

qualitative data to get a more thorough understanding.  
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