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Abstract 
As a determinant of performance, work has long been regarded as the essence 
of man, the element that shapes his identity. And thanks to the evolution of 
working conditions over the past decades, work is no longer just a means of 
earning a living for today’s society. It is an essential vehicle for self-fulfilment. 
But the question that arises is how does an employee’s self-realisation impact 
on his or her performance at work? The objective was to analyse the effects of 
an individual’s self-actualisation on his or her performance at work. Based on 
the results of an opinion survey on a sample of 250 employees, it was verified 
that self-actualisation has a strong impact on the performance of employees. 
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1. Introduction 

Fulfilment at work refers to a general feeling of self-realisation and well-being in 
and through work. It cannot be separated from personal perception. Indeed, the 
sense of reality is relative to each individual. Moreover, its consequences are 
wide-ranging: physical, emotional, psychological, etc. In the workplace, it is 
common to believe that a happy and satisfied person performs better at work 
(Fisher, 2009)1. Baron (2011)2 raises an interesting point when he mentions the 
purpose of the company. This is oriented towards the profit of the shareholders 
and not towards the well-being of the employees. Despite the provisions put in 

 

 

1Fisher Mark, “Le réalisme capitaliste”, Genève-Paris, Entremonde, 2009. 
2Xavier Baron, “Le monde en direct”, 2011. 
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place by the law, it is difficult for the company to integrate the concept of em-
ployee fulfilment into the management of the company. The problem is there-
fore how does an employee’s self-fulfilment impact on his or her performance at 
work? 

In the current context, characterised by strong competition and an increased 
financial crisis, the competitiveness of companies depends more and more on 
the performance of their human capital. Work performance is not only the ex-
ecution of tasks, it is also the set of behaviours that contribute to the company’s 
situation and objectives (Motowidlo, 2003)3.  

In line with these concepts, this study sets out to analyse the effects of an indi-
vidual’s self-actualisation on his or her performance at work.  

From this overall objective stems a hypothesis that self-realization has a strong 
effect on employee performance. 

To verify this hypothesis, this analysis is based on the exploitation of data 
from an opinion survey of a sample of 250 employees4 of large Malagasy compa-
nies. The statistical analysis of the results measuring the degree of self-realisation 
of employees and their performance at work will serve to demonstrate the de-
pendence between these two variables. 

In order to provide further evidence on the importance of employees’ 
well-being in their individual performance, this paper will first present the theo-
ries and concepts outlined above. The results concerning the employees’ percep-
tion of the degree of self-realisation and their level of performance at work will 
be presented afterwards. These analyses will be used to verify the dependency 
between the two variables. 

2. Conceptual and Methodological Framework 

According to Requilé (2008)5, the slogans of the 90s are: “Be yourself”, “Don’t let 
stress get to you”. He explains that self-fulfilment aims to develop the individu-
al’s potential, well-being and personal development.  

Professional fulfilment refers to framing the feeling of competence, autonomy 
and commitment in relation to the work collectives6. Self-fulfilment at work, on 
the other hand, refers to Maslow’s theory of needs. Undoubtedly, it is about 
reaching the final stage of needs through self-fulfilment. Later, this theory was 
supplemented by the theories of Herzberg (1950), according to which it is not 
the resolution of the factors of dissatisfaction that motivates, but the achieve-
ment of the factors of satisfaction.  

Work is the subject of debate in the scientific community. Some announce the 
end of the work-value ideology (Méda, 1995). For others, it remains the main 
element in favour of integration and social cohesion. Indeed, the authors who 

 

 

3Motowidlo, “Gestion de performance au travail”, 2003. 
4Description in Table A1 in Appendix. 
5Requilé, “Entre souci de soi et réenchantement subjectif. Sens et portée du développement person-
nel”, 2008. 
6Coste S., “S’épanouir dans le travail enseignant. Réalité, normes, stratégies”. Lyon: Chaire Unes-
co/IFE, 2014. 
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support this thinking maintain that identity and self-fulfilment depend on rec-
ognition in connection with work. The investigations carried out by Fray & Pi-
couleau (2010)7 on the construction of identity in a framework of high organisa-
tional pressure are discussed in the article entitled: “Diagnosis of professional 
identity: an essential dimension for quality at work”. It highlights the relation-
ship between the individual and hyper-competitiveness. Indeed, professional 
identity is essential to quality of life at work. Gohier (2000)8 believes that this 
professional identity is a component of the overall identity. It is only revealed 
through social contact. In the study carried out by Garnier, Meda, & Senik 
(2006), 54% of working people define themselves by their work. Indeed, people 
choose their job according to their personality, experience and aspirations. The 
job then becomes important in defining social identity and destiny according to 
the perception9.  

According to many surveys, work is still a very important value10. Druhle 
(2004)11 believes that those who have not yet been able to find their talent can 
build a valuable image through work. However, even if work is widely appre-
ciated, many people experience suffering in it. The question is how to persevere 
and preserve one’s identity when the only benchmark in the workplace is: Per-
formance12 (Sennet, 2000).  

Performance is the ability of an individual to achieve the objectives that he or 
she has set or been set. In a managerial and qualitative approach, performance 
has three ideas13 (Jacquet, 2011).  

The first considers it as a result, which represents the “level of achievement of 
objectives”. The second as an action, which implies an actual production, thus a 
process. And finally the third considers success, as an attribute of performance. 
Performance is a polysemous, complex and difficult to define concept which has 
evolved strongly with management theories. Its definition may differ from one 
author to another but generally it revolves around the notion of effectiveness 
and efficiency. 

The individual context of performance indicates the results that an employee 
has brought to the company in comparison to other employees. Individual per-
formance can result from trust at work, organisational justice as well as organi-
sational supports or hierarchical relationships. Well-being at work has a positive 
effect on an individual’s performance because on the one hand it improves the 
individual’s image of his or her work and on the other hand it gives him or her 
an obligation to do the job. 

Work performance refers to what people do at work, to the action itself. 
Hackman and Oldham’s (1976) model adequately represents the positive influ-

 

 

7Anne-Marie Fray & Sterenn Picouleau, “La qualité au travail”, 2010. 
8Gohier, “La construction de l’identité professionnelle: recherche et formation”, 2000. 
9Hugues E.C, “le regard sociologique”, EHESS, 1996. 
10D. Méda, “Le travail, une valeur en voie de disparition”, Paris, Aubier-Montaigne, 1995. 
11Druhle, “Sociologue de l’imprévisible”, 2004. 
12R. Sennet, “Travail sans qualité”, Paris, Albin Michel, 2000. 
13Stephan Jacquet, “Management de la performance”, 2011. 
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ence between workplace factors and performance. This model assumes that work 
characteristics have an impact on psychological health, which in turn has con-
sequences for personal and professional outcomes. The human relations school 
by Mayo, Maslow, McGregor and Likert (1920-1970) believes that the achieve-
ment of economic and financial objectives must involve the satisfaction of staff 
needs. 

These different theories will support the field verification of the hypothesis 
assuming that professional fulfilment has a strong impact on the performance of 
employees, as the research methodology here follows a hypothetico-deductive 
approach. The dissertation methodology is defined as the set of methods adopted 
to ensure the completion of the research work. Indeed, quality work requires the 
use of various techniques and methods. As a reminder, the literature review pro-
vides theoretical knowledge on the different concepts of the topic. This know-
ledge is then deepened through an exploratory qualitative study. This stage faci-
litates the formulation of the hypotheses to lead to the design of the theoretical 
model. The subsequent quantitative study is based on structural equation mod-
els. It aims to test the theoretical model in relation to the hypotheses by testing 
the psychometric qualities and dimensionalities of the measurement scale. The 
statistical analysis of the results of an opinion survey of a sample of 250 em-
ployees chosen according to the simple random probabilistic method, allows for 
a better understanding and identification of their experiences in the workplace 
concerning their fulfilment and their level of performance.  

3. Results 

The results presented will firstly concern employees’ perception of the degree of 
self-realisation and then their level of performance at work. These analyses will 
then be used to verify the dependence between the two variables. 

3.1. Degree of Self-Actualisation of Employees 

Table 1 shows the items used to measure employees’ level of self-actualisation, 
and from the pattern of responses, these employees tend to agree or disagree 
with these items. 

Indeed, items with an average of 3 show that they tend to be neutral on the 
statements made (Items: 11, 12). The items with an average of more than 3 show 
that these employees tend to agree with the proposed statements (Items: 1, 2, 3, 
4, 5, 6, 7, 8, 9, 10). 

The Pearson correlation analysis presented in Table 2 aims to specify the ex-
isting relationships between the constituent dimensions specific to the variable 
self-realisation. It allows us to evaluate the relevance of the choice made on these 
dimensions to answer the research question raised by the problem.  

According to the correlation statistics, it is found that the significance levels 
are 0.000 < 0.005. Thus, the dimensions of the Self-realisation variable are all po-
sitively and significantly correlated at the 1% level. The strength of the relationship  
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Table 1. Trend of responses collected. 

VARIABLES ITEMS MOYENNE ECART-TYPE 

Self  
realisation 

Item 1: Appreciation of the efforts made 4.02 1.04 

Item 2: Other people’s faith in oneself 4.00 1.12 

Item 3: Recognition of skills 4.03 1.05 

Item 4: Sense of belonging 4.01 1.05 

Item 5: Work capacity 4.04 1.19 

Item 6: Self-confidence 4.04 1.14 

Item 7: Sense of efficiency 4.00 1.10 

Item 8: Knowledge of value 4.06 1.11 

Item 9: Boldness on professional challenges 4.00 1.03 

Item 10: Contribution to objectives 4.02 1.10 

Item 11: Taking initiative on work 3.99 1.19 

Item 12: Organizational involvement 3.99 1.15 

Source: Authors, 2021. 
 

Table 2. Correlations of self-realization components. 

 RDS_RECONNAISSANCE RDS_SENTIMENT RDS_VOLUNTEER 

RDS_RECONNAISSANCE 

Corrélation de Pearson 1 0.477** 0.419** 

Sig. (bilateral)  0.000 0.000 

N 200 200 200 

RDS_SE 

Corrélation de Pearson 0.477** 1 0.505** 

Sig. (bilateral) 0.000  0.000 

N 200 200 200 

RDS_VOLUNTEER 

Corrélation de Pearson 0.419** 0.505** 1 

Sig. (bilateral) 0.000 0.000  

N 200 200 200 

**La corrélation est significative au niveau 0.01 (bilatéral). Source: Authors, 2021. 
 
varies between 0.419 and 0.505. The strongest relationship is between Sense of 
Competence and Willingness to Commit, which is 50.5%. In other words, when 
the employee feels that he or she is competent in his or her tasks, there is a very 
high chance that he or she will want to commit to doing much more for the or-
ganisation in the future. 

In conducting the factor analysis of all items of the variable: Self-actualisation, 
some items were removed to ensure the reliability of the analysis. These are 
found at the level of each dimension. For the Recognition dimension: item 1 and 
item 3. For the dimension Sense of competence: l’item 8. Finally, for the com-
mitment dimension: items 9 and 10. 

The KMO Index, in Table 3, is greater than 0.5. With an approximate chi-square  
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Table 3. KMO index and Barlett’s test of self-realisation. 

Kaiser-Meyer-Olkin index for measuring sampling quality 0.819 

Bartlett Sphericity Test 

Khi-deux approx. 533.034 

Ddl 55 

Signification 0.000 

Source: Authors, 2021. 
 
of 533.034 and a degree of freedom of 55, the Barlett Test (0.000) is highly sig-
nificant. Therefore, the conditions are fulfilled to perform the Exploratory Fac-
tor Analysis. Since the data are factorable, the application of Principal Compo-
nent Analysis is necessary for these data. 

In Table 4, with the 3 factors retained, the initial data is represented at 
78.19%. The 1st factorial axis, concerning the items on the willingness to com-
mit, represents 22.19% of the total information. The 2nd factorial axis, which 
groups the items on the Sense of Competence, represents 18%, the 3rd factorial 
axis, which groups the items on Recognition, represents 17.99%. In this case, 
these 3 factorial axes can be retained representing 78.19% of the information 
with a loss of only 21.81%. 

The extraction column indicates that the quality of the representation of the 
variables is satisfactory. All extraction values are above 0.6. Item 5 is the best 
represented with 0.692 and item 10 is the least represented with 0.598. The 
Component Matrix in Table 5 shows that the Recognition items are positively 
correlated with the 3rd factorial axis. Of the 4 items mobilised, only 3 of them 
have extraction values higher than 0.6 and eigenvalues higher than 0.5.  

The items of the dimension: Sense of competence is positively correlated with 
the 2nd factorial axis. Three of the four items used were retained because of their 
relevance. 

As for the willingness to commit items, they are correlated with the 1st fac-
torial axis. The commonalities are very satisfactory for the 4 mobilised items.  

Once the results of the factorial analysis have been obtained, the next step is to 
conduct a reliability analysis in Table 6. The analysis of Self-realisation will 
therefore be carried out with the dimensions: Recognition, Sense of Competence, 
and Willingness to commit. 

The Willingness to Commit dimension, which includes 4 items, has a Cron-
bach’s Alpha of 0.761, which is greater than 7. Consequently, the reliability of 
the items is guaranteed. On the other hand, the dimensions Recognition and 
Sense of Competence were not entirely convincing. By removing the failed 
items, including one item each, the remaining items allow the study to continue. 
For Recognition, Cronbach’s Alpha increases from 0.636 to 0.742. For the Sense 
of Competence, it increases from 0.693 to 0.726. 

3.2. Measurement of Individual Employee Performance 

Several items outlined in Table 7 allow for the measurement of individual em-
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ployee performance. As a reminder, the scale used has a rating from 1 (Strongly 
Disagree) to 5 (Strongly Agree).  

Items with an average of less than 3 show the employees’ disagreement with 
the statement. Items with an average of 3 show that they tend to be neutral about  
 

Table 4. Total explained variance of self-realisation. 

Composante 
Initial eigenvalues Sums extracted from the load square Rotational sums of the load square 

Total % de la variance % cumulé Total % de la variance % cumulé Total % de la variance % cumulé 

1 3.470 34.702 54.703 3.470 34.702 54.703 2.219 22.191 42.191 

2 1.241 12.409 67.111 1.241 12.409 67.111 1.801 18.005 60.196 

3 1.108 11.083 78.195 1.108 11.083 78.195 1.800 17.998 78.195 

Extraction method: Principal component analysis. Source: Authors, 2021. 
 
Table 5. Extraction quality and RDS component matrix. 

Items Extraction 
Composante 

1 2 3 

Item 2: I know that people believe in the projects 
I work on 

0.628 0.214 0.105 0.756 

Item 3: I feel that the people I work with  
recognise my competence 

0.599 0.200 0.243 0.631 

Item 4: I feel that I am a full member of my  
organisation 

0.622 0.044 0.054 0.785 

Item 5: I know I am capable of doing my job 0.692 0.006 0.783 0.282 

Item 6: I have confidence in myself at work 0.616 0.425 0.639 0.167 

Item 7: I feel effective and competent in my work 0.669 0.180 0.798 0.007 

Item 9: I enjoy challenges in my work 0.602 0.754 0.116 −0.003 

Item 10: I want to contribute to the achievement 
of my organisation’s objectives 

0.598 0.604 0.203 0.172 

Item 11: I want to take initiative in my work 0.643 0.787 0.076 0.133 

Item 12: I want to be involved in my organization 
beyond my workload 

0.605 0.605 0.105 0.243 

Extraction method: Principal component analysis; Rotation method: Varimax with Kaiser 
normalisation. Source: Authors, 2021. 
 
Table 6. Summary of RDS dimensional reliability statistics. 

Self-realisation dimension Cronbach’s Alpha 
Number of  
initial items 

Number of  
items selected 

Reconnaissance 0.742 4 3 

Sentiment de Compétence 0.726 4 3 

Volonté d’engagement 0.761 4 4 

Source: Authors, 2021. 
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Table 7. Trend of responses on individual performance. 

VARIABLES ITEMS MOYENNE ECART-TYPE 

Performance  
at Work 

Item 34: Level of productivity 4.2 1.01 

Item 35: Achievement at Work 3.94 1.12 

Item 36: Achievement of standards 4.14 1.01 

Item 37: Achieving Excellent Results 4.23 1 

Item 38: Rigour of work 4.12 1.05 

Item 39: Investment in work 4.07 1.06 

Item 40: Perfectionism in tasks 3.79 1.07 

Item 41: Work performance 4 1.27 

Item 42: Extra effort 3.94 1.12 

Item 43: Achieving more demanding goals 3.99 1.1 

Item 44: Meeting deadlines 4.04 1.08 

Item 45: Knowledge development 4.07 1.1 

Item 46: Development training 3.97 1.11 

Item 47: Enrichissement des compétences 3.71 1.45 

Source: Authors, 2021. 
 
the statements made (Items: 35, 40, 42, 43, 46, 47). Items with a mean of more 
than 3 show a tendency to agree with the proposed statements (Items: 34, 36, 37, 
38, 39, 41, 44, 45). 

According to Table 8, the correlation table, in general, the significance level is 
0.000 < 0.005. The relationships between the dimensions are therefore significant 
and positive.  

The strength of the relationships varies between 0.460 and 0.574. The Indi-
vidual Performance variable has dimensions with 2 strong correlations among 
them. The first is the strong relationship between Quality and Persistence: 57.4%. 
The second is the relationship between Productivity and Persistence: 54.6%. 

The factor analysis of the Individual Performance Variable in Table 9 revealed 
3 questionable items. Two of them belong to the Persistence dimension. One of 
them is related to the Productivity dimension. They had to be eliminated be-
cause of their low factor loadings. 

The KMO index is 0.859, which is greater than 0.5. With an approximate 
Chi-square of 756.477 and a degree of freedom of 55, the significance of Barlett’s 
Test: 0.000 is therefore highly significant. The data are therefore factorable. The 
Factorial Analysis can be carried out.  

The total variance explained in Table 10, shows that 3 factors are retained 
which can contain 72.65% of the total information. It can be concluded that 
there is a loss of information of 27.35%. The 1st factorial axis relating to quality 
and persistence provides 25.77% of the information, the 2nd factorial axis relat-
ing to productivity items provides 19.62% and the 3rd factorial axis relating to 
development items provides 17.25%.  
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Table 8. Correlations of individual performance components. 

 PERFCE_PROD PERFCE_QUALITE 
PERFCE_ 

PERSISTANCE 
PERFCE_PRFNMT 

PERFCE_PROD 

Corrélation de Pearson 1 0.491** 0.546** 0.460** 

Sig. (bilateral)  0.000 0.000 0.000 

N 200 199 200 200 

PERFCE_QUALITE 

Corrélation de Pearson 0.491** 1 0.574** 0.512** 

Sig. (bilateral) 0.000  0.000 0.000 

N 199 199 199 199 

PERFCE_ 
PERSISTANCE 

Corrélation de Pearson 0.546** 0.574** 1 0.467** 

Sig. (bilatérale) 0.000 0.000  0.000 

N 200 199 200 200 

PERFCE_ 
PRFCTIONMENT 

Corrélation de Pearson 0.460** 0.512** 0.467** 1 

Sig. (bilateral) 0.000 0.000 0.000  

N 200 199 200 200 

**La corrélation est significative au niveau 0.01 (bilatéral). Source: Authors, 2021. 
 
Table 9. KMO index and Barlett’s test of the individual performance variable. 

Kaiser-Meyer-Olkin index for measuring sampling quality. 0.859 

Bartlett Sphericity Test 

Khi-deux approx. 756.477 

Ddl 55 

Signification 0.000 

Source: Authors, 2021. 
 

Table 10. Total explained variance of the individual performance variable. 

Composante 
Initial eigenvalues Sums extracted from the load square Rotational sums of the load square 

Total % de la variance % cumulé Total % de la variance % cumulé Total % de la variance % cumulé 

1 4.632 42.112 52.112 4.632 42.112 52.112 2.835 25.772 35.772 

2 1.193 10.843 62.955 1.193 10.843 62.955 2.159 19.624 55.397 

3 1.067 9.696 72.652 1.067 9.696 72.652 1.898 17.255 72.652 

Méthode d’extraction: Analyse en composantes principales. Source: Authors, 2021. 
 

The extraction values in Table 11 show that the quality of representation of 
the variables is acceptable, with values above 0.5. The best represented item is 
item 40 for 0.750. The least represented item is item 37 for 0.598.  

The component matrix after rotation reveals that the Quality items are corre-
lated to the 1st factorial axis. All the 4 mobilised items are retained. The produc-
tivity items are positively correlated with the 2nd factorial axis. Out of the 4 
items mobilised, only 3 items are acceptable. And the items concerning Persis-
tence are correlated to the 3rd factorial axis. Out of the 4 items mobilised, only 2 
of them are retained.  
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Table 11. Representation quality and component matrix of individual performance. 

Items Extraction 
Composante 

1 2 3 

Item 34: I achieve a high level of productivity at work 0.725 0.203 0.815 0.139 

Item 35: I do as much or more work than expected 0.633 0.163 0.774 0.081 

Item 37: I get excellent results in my work 0.598 0.181 0.698 0.219 

Item 38: I am rigorous in my work 0.577 0.729 0.154 0.146 

Item 39: I do the best I can and I am not satisfied with 
a passable work 

0.659 0.762 0.246 0.134 

Item 40: I take care of the smallest detail of the task to 
be done. to make sure that everything is done correctly 

0.750 0.830 0.063 0.238 

Item 41: I do an excellent job in order to determine 
what could favour a good performance in the future 

0.599 0.684 0.213 0.179 

Item 42: I make an extra effort to complete a task  
successfully. despite difficulties and setbacks 

0.593 0.540 0.431 0.231 

Item 45: I develop my knowledge by taking external 
courses 

0.601 0.128 0.159 0.747 

Item 46: I take advantage of training or development 
opportunities offered by the organization 

0.636 0.354 0.230 0.677 

Item 47: I try to enrich my skills by taking advantage 
of opportunities in the work environment 

0.667 0.179 0.094 0.791 

Méthode d’extraction: Analyse en composantes principales; Méthode de rotation: Vari-
max avec normalisation Kaiser. aConvergence de la rotation dans 4 itérations. Source: 
Authors, 2021. 
 

The last variable of the study is Individual Performance with the following 
dimensions: Productivity, Quality, Persistence and Environment. 

According to Table 12, the table of reliability statistics, the Quality dimension 
(0.811) is convincing with a reliability index exceeding 0.7. The same is true for 
the Development dimension with 0.869. For Productivity, Cronbach’s Alpha in-
creased from 0.653 to 0.761 after the removal of two deficient items. For Persis-
tence, the removal of the defective items increased the Cronbach’s alpha from 
0.472 to 0.507, but it remains insufficient. 

4. Discussion 

The following analyses attempt to demonstrate a direct relationship between the 
two variables. 

The hypothesis suggests a strong relationship between Self-actualisation in the 
work environment and the Performance achieved. The results obtained validate 
this idea in view of the significant and positive concordance attested at the level 
of variances (Table 14). In addition, the relationship with the respective Indi-
vidual Performance dimensions tells us more (Table 13). This result is supported  
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Table 12. Summary of dimensional reliability statistics for individual performance. 

Individual Performance 
Dimension 

Cronbach’s Alpha 
Initial number  

of items 
Number  

of items selected 

Productivity 0.761 4 2 

Quality 0.811 4 4 

Persistence 0.507 3 1 

Development 0.869 3 3 

Source: Authors, 2021. 
 

Table 13. Correlations self-realization – performance. 

 
PERFCE_ 

PRODUCTIVITE 
PERFCE_ 
QUALITE 

PERFCE_ 
PERSISTANCE 

PERFCE_ 
PERFECTIONNEMENT 

RDS_ 
RECONNAISSANCE 

Corrélation de Pearson 0.454** 0.437** 0.382** 0.325** 

Sig. (bilateral) 0.000 0.000 0.000 0.000 

N 200 200 200 200 

RDS_SE 

Corrélation de Pearson 0.491** 0.449** 0.345** 0.453** 

Sig. (bilateral) 0.000 0.000 0.000 0.000 

N 200 200 200 200 

RDS_VOLUNTEER 

Corrélation de Pearson 0.354** 0.382** 0.374** 0.472** 

Sig. (bilateral) 0.000 0.000 0.000 0.000 

N 200 200 200 200 

**La corrélation est significative au niveau 0.01 (bilatéral). Source: Authors, 2021.  
 
by Cropanzano and Wright (1999); Judge et al. (2002) who believe that the em-
ployee’s work psychology influences his performance. Self-actualisation is based 
on how the employee feels.  

The Pearson correlation highlights the most related dimensions (see Table 
13). A strong relationship exists between the feeling of competence and produc-
tivity amounting to 49.1%. Employees find satisfaction in mastering their tasks 
and areas. They gain a sense of self-esteem that reduces the burden and obliga-
tion of work. According to the theory of self-determination, the feeling of com-
petence is one of the basic psychological needs of human beings. However, this 
theory considers intrinsic motivation as an intermediate variable before arriving 
at behavioural consequences. Furthermore, there is considerable evidence (Bar-
rick et al., 2001) that people with emotional stability and uprightness are pre-
disposed to perform well in any occupational group.  

Furthermore, 47.2% of the willingness to commit is linked to the desire to 
improve one’s work (see Table 13). It is clear that there are initiatives, voluntary 
actions towards the projects awarded when these correspond to the field of per-
sonal interest. Thus, the positive and significant result between Recognition and 
improvement is evident (32.5%).  

The significance of Recognition with Productivity at 45.4% supports this (see 
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Table 14. Summary of hypothesis test statistics. 

Liens Estimate S.E C.R P 

PERFORMANCE <--- REALISATION 0.388 0.126 2.999 0.0001*** 

Source: Authors, 2021. ***means that the dependency is very significant. 
 

Table 13). The more recognition actions are demonstrated towards the em-
ployee, the more likely he/she is to make efforts to be productive. Brun and Du-
gas (2005) confirm this by stressing the importance of quality time and availabil-
ity that the immediate superior must show, even to employees who are already 
performing well on a daily basis14.  

The Pearson correlation table in Table 13 shows that, in general, all dimen-
sions of self-actualisation and all dimensions of the Performance variable are 
positively correlated.  

The significance values are all equal to 0.000 < 0.005. The strength of the rela-
tionships ranges from 0.325 to 0.491. It is found that the strongest relationship is 
49.1% between the feeling of competence and Productivity. The weakest but not 
least important relationship is between Recognition and Development. 

Table 14 shows the statistical tests to verify the hypothesis, with the Coefficients 
Ratio (CR) being greater than 1.96. The null hypothesis (H0) assumes that there 
is no relationship between the two variables at the 5% significance level (P).  

The result shows a Coefficient Ratio of 2.99 ≥ 1.96 and a Probability of 0.000 ≥ 
0.05 which is associated with a p-value of 0.0001. Therefore, there is a positive 
and significant effect of Self-realization on Work Performance.  

5. Conclusion  

With the objective of analysing the effect of employee self-realisation on work 
performance, this research was based on the results of surveys of a sample of 250 
employees. At the end of the analyses, the hypothesis that employee self-actuali- 
sation impacts on job performance was verified. It was found that recognition 
and a sense of competence had a significant and positive effect on productivity, 
and that commitment to work had a positive effect on job persistence. However, 
it should be noted that this statement is limited in time due to the possibility of 
changes in the components of well-being and their subsequent influence on 
performance.  
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Appendix 

Table A1. Socio-demographic characteristics of the sample. 

Variables Modalités Effectif Fréquence 

Genre 
Male 

Female 
94 

106 
47 
53 

Age 

18 to 24 years old 
26 to 35 years old 
36 to 45 years old 
46 to 55 years old 
Over 55 years old 

26 
55 
64 
49 
9 

12.6 
26.6 
30.9 
23.7 
2.9 

Level of education 
completed 

Ph.D. 
Master 
License 

28 
89 
83 

13.5 
43 

40.1 

Marital status 

Single 
Married 

Widowed 
Divorced 

75 
94 
20 
11 

36.2 
45.4 
9.7 
5.3 

Direction 

Financial Department 
Human Resources Department 

Customer Relations Department 
Marketing Department 

Sales and Distribution Department 
Technical and IT Department 

Sponsorship and Solidarity Department 
Digital Strategy and Development Department 

23 
27 
20 
33 
37 
20 
19 
21 

11.1 
13 
9.7 
15.9 
17.9 
9.7 
9.2 
10.1 

Source: Authors, 2021. 
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