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[bookmark: _GoBack]Among the various individual variables (self-efficacy, bias, and self-control) that influence job performance, self-efficacy remains to be one of the most significant personal resources in an organizational setting.  According to Judge & Bono (2001) self-efficacy impacts job satisfaction and performance directly. Some of the important implications for employees’ performance regarding self-efficacy are based on the level of task complexity that employees perceive to cope; how employees believe they can handle complex tasks, and the ability to utilize their abilities and apply them from context to context.  There are three main categories of self-efficacy that influence the behavior of employees in organizations. These include; occupational self-efficacy, emotional self-efficacy, and social self-efficacy. There is a benefit of having these self-efficacy dimensions in organizations.
Occupational self-efficacy refers to the aptitude that workers perceive regarding their capability to effectively complete their allocated duties and tasks. According to Mohr et al. (2006), occupational self-efficacy has a positive relationship to organizational results such as job commitment and satisfaction; also, it has a negative relationship to psychological drain in workplaces. Consequently, Fan et al. (2013) posit that employees that exhibit high social self-efficacy have the capability of developing and sustaining good relationships with co-workers. These employees are likely to be adored and acknowledged by their co-workers, and more probably get assistance in carrying out work tasks. Furthermore, emotional self-case has important implications in employee performance and behavior. Furnham & Petrides (2003) argues that employees with resilient emotional self-efficacy are often in accord with their feelings considerably than other employees. 
	All in all the benefit of having the differentiate self-efficacy dimensions within the organizational setting is that they aid managers in targeting certain areas where employees show shortcomings or strengths and ultimately enable them to focus energy on enhancing self-efficacy where it is most required. For instance, in a workplace which demands intensive social interactions, employees with high levels of social and emotional self-efficacy are highly likely to record better performances. According to Bandura (1997), it is crucial to sustain self-efficacy largely because employees with high self-efficacy usually recognize challenging circumstances and think strategically to solve them, they are highly dedicated to the actions they perform, they recuperate effortlessly from failure, and they are apt in managing common work stresses.  Therefore, increased self-efficacy in employees is significant in improving well-being and job performance in organizations.
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