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Self-efficacy is considered a remarkable individual-difference variable that influences job performance of individuals. According to Bandura, (1977) self-efficacy is a significant concept in socio-cognitive models of job performance. Moreover, Bandura (1986) posits that individuals with high self-efficacy have the potential and aptness of setting higher goals for themselves, putting in more effort and persisting longer on a difficult task. Based on the socio-cognitive theory, individuals with high self-efficacy impact performance by directing devotion, mobilizing effort, employing determination, and structuring behavior (Bandura, 2006). Based on this perspective, self-efficacy is believed to affect performance and career success in three ways. They include; self-efficacy impacts the goals that workers choose; it determines learning and effort that employee exerts on the task, and it impacts the tenacity with which employees carry out their tasks. 
Certainly, organizations should ensure the workplace environment is accommodating for employees’ self-efficacy development. According to Ballout (2009), the quality of an organization's environment is essential for determining self-efficacy, motivation, performance and productivity. An organization can take the following approaches in order to influence self-efficacy in their employees.  First, during the selection process, organizations should hire people exhibiting a high level of self-efficacy, as these individuals will be driven to engage in performance-related attitude/behavior (Bandura, 1982). Second, during training and development, organizations should recognize employees’ level of self-efficacy when selecting among them for training and development programs considering that these candidates will use their learning to boost their performance (Luthans, Yuussef & Avolio, 2007). Third, during goal setting and performance appraisal, organizations should enhance and maintain the intrinsic motivation of employees who tend to have a high level of self-efficacy, particularly by rewarding them for their commitment. Such a supportive environment often leads to a higher level of job performance from employees (Wright, 2003).  Thus, organizations through their management teams should act as models to subordinate and other employees in order to enhance positive organizational characteristics associated with self-efficacy such as job satisfaction, orientation to work, and personal commitment.
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