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ABSTRACT 

Social Self-efficacy is as a significant 

contribution to an organization’s long-

term success which has emerged as 

significant antecedents of organization job 

satisfaction. Privatized organizations are 

obligated to social self-efficacy as the 

fundamental philosophy for their 

development and increase worker job 

satisfaction. Social Self-efficacy has to be 

coordinated with work satisfaction in 

order that accomplish the organization’s 

mission. The following review explains the 

relationship between social self-efficacy on 

work satisfaction and Burnout through 

investigating relevant theories and 

preventive measures. The outcomes must 

lead managers to take into consideration 

the significant of emphasizing that 

training social self-efficacy can lead to 

improve job satisfaction and therefore 

organization’s prosperity. The present 

study aims to deepen the role of social self-

efficacy on worker’s job satisfaction. 

Training in social self-efficacy can lead to 

higher job satisfaction and open the way 

to further research and have implications 

for training and talent management. 
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INTRODUCTION 

Nowadays, human resources are vitally 

and strategically important for 

organizations.  An  increased  attention  

to human  resources  has  made  them  as  

the  first  customers  of  organizations  

who  fulfill  their  objectives [1].  Skilled  

and efficient  manpower  is  the  most  

precious  wealth  of  any  organization.  It 

can be said that employees with higher 

job satisfaction are in a good condition in 

terms of physical and mental abilities. On 

the other hand, management science 

experts  believe  that  ignoring  the  real  

needs  of  employees  will  lead  to  loss  

of  productivity.  Interest and positive 

attitude toward the job increases work 

effort and ultimately reduce the costs. Job 

satisfaction means the overall attitude of 

a person toward his/her job. Job 

satisfaction is an attitude that shows how 

people feel about their job in  general  or,  

more  specific,  about  its  different  

domains,  which  comes  from  the  

person's  evaluation  of  his  job [2].  Any  

organization  should  identify  the  factors  

causing  job  satisfaction  of  employees  

to  create the  necessary motivation  in  

human  resources  to  utilize  their  

maximum  effort,  skills,  knowledge  and  

expertise  and  help  the organization  in  

achieving  its  goals. 

Self-efficacy is the belief we have in our 

own abilities, specifically our ability to 

meet the challenges ahead of us and 

complete a task successfully [3]. General 

self-efficacy refers to our overall belief in 

our ability to succeed, but there are many 

more specific forms of self-efficacy as 

well (e.g., academic, parenting, sports). 

Although self-efficacy is related to our 

sense of self-worth or value as a human 

being, there is at least one important 

distinction. Self-efficacy also refers to 

perceived capabilities for learning or 

performing behaviors at designated 

levels. Self-efficacy can influence choice 

of activities, effort, persistence, and 

achievement. People acquire information 

about their self-efficacy for a given 

activity from their actual performances, 

vicarious experiences, forms of 

persuasion, and physiological symptoms. 

In educational settings, students have 

goals and varying levels of self-efficacy 

for learning [4]. As they engage in a task 

they acquire skills and evaluate their 

learning progress. Perceptions of progress 

sustain self-efficacy and motivation and 



http://www.inosr.net/inosr-humanities-and-social-sciences/ 

Jordan 

INOSR HUMANITIES AND SOCIAL SCIENCES 2(1): 22-27, 2016.  

23 
 

promote learning. Students' self-efficacy 

is influenced by such contextual variables 

as goals, social models, rewards, social 

comparisons, and forms of feedback. Self-

efficacy has been shown to predict 

student motivation and achievement 

across a variety of content areas. 

Teachers' self-efficacy affects classroom 

planning, instruction, and student 

interactions. Future research should 

address assessment issues, longitudinal 

changes in self-efficacy, and the role of 

self-efficacy during self-regulation [5]. 

For years, academics and mental health 

professionals alike have been working to 

put together a definition of burnout based 

on the most common causes and 

symptoms. In May 2019, the World Health 

Organization (WHO) formally recognized 

Trusted Source burnout as an 

"occupational phenomenon" [6]. Therefore 

burnout can be defined as the loss of 

meaning in one's work, coupled with 

mental, emotional, or physical exhaustion 

as the result of long term and unresolved 

stress. 

Role of Self-Efficacy 

Self-efficacy is the cornerstone of 

leadership. You can teach a leader to be 

an effective problem solver who is more 

decisive or to be a better communicator 

who can also coach, mentor and hold 

team members accountable (and many 

other fundamentals of leadership). Yet, 

without that leader first believing in 

himself or herself, true leadership will 

exist only in title [7]. A leader that is 

technically qualified for the position, but 

lacks the confidence generated by self-

efficacy, will find it difficult to lead 

others. 

Strong Sense of Self-Efficacy 

A strong sense of efficacy enhances 

personal accomplishment in many ways. 

People with high efficacy approach 

difficult tasks as challenges to be 

mastered rather than as threats to be 

avoided. Such an efficacious outlook 

fosters interest and deep engrossment in 

activities. They set themselves 

challenging goals and maintain strong 

commitment to them. They maintain a 

task-diagnostic focus that guides effective 

performance. They heighten and sustain 

their efforts in the face of failure [8]. They 

attribute failure to insufficient effort or 

deficient knowledge and skills that are 

acquirable. They quickly recover their 

sense of efficacy after failures or 

setbacks. They approach threatening 

situations with assurance that they can 

exercise control over them. Such an 

efficacious outlook produces personal 

accomplishments, reduces stress, and 

lowers vulnerability to depression. 

Low Sense of Self-Efficacy 

People who have a low sense of efficacy in 

a given domain shy away from difficult 

tasks, which they perceive as personal 

threats. They have low aspirations and 

weak commitment to the goals they 

choose to pursue [9]. They maintain a 

self-diagnostic focus rather than 

concentrate on how to perform 

successfully. When faced with difficult 

tasks, they dwell on their personal 

deficiencies, on the obstacles they will 

encounter, and on all kinds of adverse 

outcomes. They slacken their efforts and 

give up quickly in the face of difficulties. 

They are slow to recover their sense of 

efficacy following failure or setbacks. 

Because they diagnose insufficient 

performance as deficient aptitude, it does 

not require much failure for them to lose 

faith in their capabilities. They fall easy 

victim to stress and depression. The 

multiple benefits of a sense of personal 

efficacy do not arise simply from the 

incantation of capability. Saying 

something should not be confused with 

believing it to be so. Simply saying that 

one is capable is not necessarily self-

convincing that it is true. Self-efficacy 

beliefs are the product of a complex 

process of self-persuasion and a deep 

knowing that relies on cognitive 

processing of diverse sources of efficacy 

information conveyed enactively, 

vicariously, socially, and physiologically 

[10]. Once formed, efficacy beliefs 

contribute significantly to the level and 

quality of human functioning. 

Sources of Self-Efficacy 

These beliefs begin to form in early 

childhood as children deal with a wide 

variety of experiences, tasks, and 

situations. However, the growth of self-

efficacy does not end during youth, but 

continues to evolve throughout life as 
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people acquire new skills, experiences, 

and understanding. There are four major 

sources of self-efficacy [11]. 

1. Mastery Experiences: Bandura believed 

that the most effective way of developing 

a strong sense of efficacy is through 

mastery experiences." Performing a task 

successfully strengthens our sense of 

self-efficacy. However, failing to 

adequately deal with a task or challenge 

can undermine and weaken self-efficacy 

[12]. A critical component of mastery is 

that it requires the leader to accurately 

assess what is factual versus what is 

imagination. When under immense stress, 

it is not always clear what the facts are. 

2. Social Modeling: Witnessing other 

people successfully completing a task is 

another important source of self-efficacy. 

According to [13], seeing people similar to 

oneself succeed by sustained effort raises 

observers' beliefs that they too possess 

the capabilities to master comparable 

activities to succeed. For example, one 

client was not able to get her land-legs 

under her [13]. He had successfully led 

the organization through a multi-year 

growth spurt that suddenly stopped as 

significant competition began to erode 

market share. It was suggested that the 

client meet with other CEO’s in related 

situations. One acquaintance became a 

mentor that suggested visiting the 

organization and providing some 

feedback. Besides the feedback, she 

shared her experiences including detailed 

description of actions taken. Thereafter 

the client reclaimed his competency and 

moved the organization into the direction 

to address the competition and streamline 

the organization to be more agile. 

3. Social Persuasion: [14] indicated that 

people could be persuaded to believe that 

they have the skills and capabilities to 

succeed. Consider a time when someone 

said something positive and encouraging 

that helped you achieve a goal. Getting 

verbal encouragement from others helps 

people overcome self-doubt and instead 

focus on giving their best effort to the 

task at hand. 

4. Psychological Responses: Our own 

responses and emotional reactions to 

situations also play an important role in 

self-efficacy. Moods, emotional states, 

physical reactions, and stress levels can 

all impact how a person feels about their 

personal abilities in a particular situation. 

A person who becomes extremely nervous 

before speaking in public may develop a 

weak sense of self-efficacy in these 

situations [2]. For example, one client 

tended to get tongue-tied when publically 

speaking. Rather than focus on the speech 

(and his fear of embarrassment), the focus 

became on telling an interesting story by 

being fully present to himself and to the 

story. His self-efficacy returned shortly 

after he began. He had realized that the 

story was as much the audience's (his 

direct reports) as it was his. He expressed 

how proud he was of their performance 

and flew through the presentation. Hence, 

it is not the sheer intensity of emotional 

and physical reactions that is important 

but rather how they are perceived and 

interpreted by the individual [7]. By 

learning how to minimize stress and 

elevate mood when facing difficult or 

challenging tasks, people can improve 

their sense of self-efficacy. 

Burnout Prevention and Treatment 

Burnout being a state of emotional, 

physical, and mental exhaustion caused 

by excessive and prolonged stress, occurs 

when you feel overwhelmed, emotionally 

drained, and unable to meet constant 

demands. As the stress continues, you 

begin to lose the interest and motivation 

that led you to take on a certain role in 

the first place [7]. Burnout reduces 

productivity and saps your energy, 

leaving you feeling increasingly helpless, 

hopeless, cynical, and resentful. 

Eventually, you may feel like you have 

nothing more to give. The negative effects 

of burnout spill over into every area of 

life including your home, work, and social 

life. Burnout can also cause long-term 

changes to your body that make you 

vulnerable to illnesses like colds and flu. 

Because of its many consequences, it’s 

important to deal with burnout right 

away. 

Signs and symptoms of burnout 

Most of us have days when we feel 

helpless, overloaded, or unappreciated 

when dragging ourselves out of bed 

requires the determination of Hercules 

[9]. If you feel like this most of the time, 
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however, you may be burned out. Burnout 

is a gradual process. It doesn’t happen 

overnight, but it can creep up on you. The 

signs and symptoms are subtle at first, 

but become worse as time goes on [12]. 

Think of the early symptoms as red flags 

that something is wrong that needs to be 

addressed. If you pay attention and 

actively reduce your stress, you can 

prevent a major breakdown. If you ignore 

them, you’ll eventually burn out. 

Physical signs and symptoms of 

Burnout 

Most of the physical signs include: 

Feeling tired and drained most of the 

time, Lowered immunity, frequent 

illnesses, frequent headaches or muscle 

pain and change in appetite or sleep 

habits [10]. 

Emotional signs and symptoms of 

Burnout 

This includes sense of failure and self-

doubt, decreased satisfaction and sense 

of accomplishment feeling helpless, 

trapped, and defeated, detachment, 

feeling alone in the world, loss of 

motivation, increasingly cynical and 

negative outlook [3]. 

Behavioral signs and symptoms of 

Burnout 

This includes withdrawing from 

responsibilities, isolating yourself from 

others, procrastinating, taking longer to 

get things done, Using food, drugs, or 

alcohol to cope, taking out your 

frustrations on others, and skipping work 

or coming in late and leaving early [13]. 

The Difference between Stress and 

Burnout 

Burnout may be the result of unrelenting 

stress, but it isn’t the same as too much 

stress. Stress, by and large, involves too 

much: too many pressures that demand 

too much of you physically and mentally. 

However, stressed people can still 

imagine that if they can just get 

everything under control, they’ll feel 

better [4]. Burnout, on the other hand, is 

about not enough. Being burned out 

means feeling empty and mentally 

exhausted, devoid of motivation, and 

beyond caring. People experiencing 

burnout often don’t see any hope of 

positive change in their situations. If 

excessive stress feels like you’re 

drowning in responsibilities, burnout is a 

sense of being all dried up. And while 

you’re usually aware of being under a lot 

of stress, you don’t always notice burnout 

when it happens [10]. 

Table 1: Showing differences between stress and burnout. 

Stress Burnout 

Characterized by over-engagement Characterized by disengagement 

Emotions are overreactive Emotions are blunted 

Produces urgency and hyperactivity Produces helplessness and hopelessness 

Loss of energy Loss of motivation, ideals, and hope 

Leads to anxiety disorders Leads to detachment and depression 

Primary damage is physical Primary damage is emotional 

May kill you prematurely May make life seem not worth living 

 

Causes of burnout 

Burnout often stems from your job. But 

anyone who feels overworked and 

undervalued is at risk for burnout, from 

the hardworking office worker who hasn’t 

had a vacation in years, to the frazzled 

stay-at-home mom tending to kids, 

housework, and an aging parent. But 

burnout is not caused solely by stressful 

work or too many responsibilities. Other 

factors contribute to burnout, including 

your lifestyle and personality traits [11]. 

In fact, what you do in your downtime 

and how you look at the world can play 

just as big of a role in causing 

overwhelming stress as work or home 

demands. 

Prevention of Burnout 

When you’re burned out, problems seem 

insurmountable, everything looks bleak, 

and it’s difficult to muster up the energy 

to care, let alone take action to help 

yourself. But you have a lot more control 

over stress than you may think. There are 

positive steps you can take to deal with 

overwhelming stress and get your life 
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back into balance. One of the most 

effective is to reach out to others [5]. 

Social contact is nature’s antidote to 

stress and talking face to face with a good 

listener is one of the fastest ways to calm 

your nervous system and relieve stress. 

The person you talk to doesn’t have to be 

able to “fix” your stressors; they just have 

to be a good listener, someone who’ll 

listen attentively without becoming 

distracted or expressing judgment. 

Reach out to those closest to you, such 

as your partner, family, and friends. 

Opening up won’t make you a burden to 

others. In fact, most friends and loved 

ones will be flattered that you trust them 

enough to confide in them, and it will 

only strengthen your friendship [9]. Try 

not to think about what’s burning you out 

and make the time you spend with loved 

ones positive and enjoyable. 

Be more sociable with your coworkers. 

Developing friendships with people you 

work with can help buffer you from job 

burnout. When you take a break, for 

example, instead of directing your 

attention to your smart phone, try 

engaging your colleagues [2]. Or schedule 

social events together after work. 

Limit your contact with negative people. 

Hanging out with negative-minded people 

who do nothing but complain will only 

drag down your mood and outlook [7]. If 

you have to work with a negative person, 

try to limit the amount of time you spend 

together. 

Connect with a cause or a community 

group that is personally meaningful to 

you. Joining a religious, social, or support 

group can give you a place to talk to like-

minded people about how to deal with 

daily stress and to make new friends [1]. 

If your line of work has a professional 

association, you can attend meetings and 

interact with others coping with the same 

workplace demands. 

Find new friends. If you don’t feel that 

you have anyone to turn to, it’s never too 

late to build new friendships and expand 

your social network. 

CONCLUSION 

Self-efficacy is the belief we have in our 

own abilities, specifically our ability to 

meet the challenges ahead of us and 

complete a task successfully without any 

health challenges.  Burnout affects 5%–7% 

of the general population. It’s a mix of 

exhaustion, cynicism, and ineffectiveness. 

Originally, burnout research identified the 

problem in “caring” professions like 

social services and healthcare. Today, we 

know burnout can attack any employee 

who is overloaded with work, who lacks 

the autonomy to make decisions about 

the job, and who perceives a lack of 

fairness, community, and consistent job 

values. The polar opposite of burnout is 

engagement. Engaged employees may still 

face excessive workloads, but they tend to 

have more say in how they do their work. 

They’re more energetic, more involved, 

and more effective. Studies have shown 

that burnout affects social workers, 

physicians, nurses, teachers, police 

officers, and employees in the private 

sector. Current burnout research calls for 

increased civility training in the 

workplace as a means to counter negative 

effects. Working to promote employee 

engagement by removing impediments to 

work is key in fighting burnout. 
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