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Abstract

The relationship between self-efficacy and job performance has long been es-
tablished. But, there is limited research on self-efficacy and different dimensions
of job performance and the extent of the association has not been investigated
comprehensively in the context of the Sri Lankan banking sector. Therefore,
the purpose of this study was to investigate the impact of self-efficacy on task
performance and contextual performance of the employees in the banking
sector in Sri Lanka. The data were randomly collected from a sample of 176
managers and 357 non-managerial employees in the banking sector in Sri
Lanka. A questionnaire was administered to the employees to measure their
self-efficacy, task performance, and contextual performance. The collected
data were analyzed using correlation coefficient and regression analysis. The
results of the study indicated that self-efficacy had significantly and positively
correlated with task performance and contextual performance. According to
the findings, the employees’ trust on their capabilities to organize and execute
courses of action required to accomplish the task has significantly and posi-
tively correlated with the behaviors that are directly related with the comple-
tion of the job and with the extra role supporting behaviors which are not di-
rectly related to the job.
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1. Introduction

Job performance is the observable behavior that employees do in their jobs that
are relevant to the goals of the organization [1]. Traditionally, job performance
was evaluated in terms of the proficiency with which an individual carried out

the tasks that were specified in their job description. However, the changing na-
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ture of work and organizations has challenged the traditional view of job per-
formance [2]. In 1993, Borman and Motowidlo [3] introduced several taxono-
mies that have been developed to explore the domain of job performance. One
of the fundamental distinctions made in these taxonomies is between in role
performance or behavior that is directly related to the job tasks or requirements
and extra-role performance, or behaviors that are not directly related to the job
but contributed to organizational outcomes [4]. Borman and Motowidlo (1993)
[3] divided the performance domain into the task and contextual performance,
which distinguishes between behaviors that are directly related to the job and
behavior that contribute to organizational outcomes in ways that are not related
to core job functions.

In today’s hypercompetitive business environment, task performance and
contextual performance of the employees have been identified as crucial factors
in achieving organizational performance. Therefore, managers have given more
concern about managing the task and contextual performance of their em-
ployees. They have identified different factors that can affect job performance.
Among them experience, ability, performance feedback, pay increase, job secu-
rity, leader behavior, group process [5]; individual characteristics [6]; motivation
[7]; organizational culture [8]; effort [9]; organizational structure [10]; leader-
ship [9]; organizational commitment [11] [12]; job involvement [12]; personality
[10]; emotional intelligence [12]; job satisfaction [12] are few antecedents of task
and contextual performance. In addition, Self-efficacy has frequently been iden-
tified as an important motivational factor that influences performance [13]. The
self-efficacy is the belief of the employees about their abilities to do their tasks.
Self-efficacy is one of the most theoretically developed, researched and state like
constructs that is explained under positive organizational behavior and psycho-
logical capital. In reviewing the literature, self-efficacy and work outcomes have
highly correlated [14] [15]. It also a core constructs of predicting work related
effectiveness. A meta-analysis of 114 studies found that self-efficacy had a strong
relationship with job performance than other organizational behavior constructs
[14]. Researchers stated that people who hold strong self-efficacy beliefs tend to
be more satisfied with their job and demonstrate more commitment [16] and
have lower absenteeism [17].

Despite the importance of self-efficacy, there are few researches in Sri Lankan
context. These researches have focused entrepreneurial self-efficacy in the SME
sector. The banking sector was selected for this study by considering its great
contribution to the Sri Lankan economy. Economy or production process largely
depends upon how efficiently the financial sector in general and the banks in
particular perform the basic functions of financial transformations. The perfor-
mance of the banking sector directly affects to the other industrial and service
sectors of the economy. There is a huge competition within this sector. All the
banks try to gain competitive advantages through the service quality. The human

resource is the most influencing factor in improving the service quality. If the
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employees are performing well in the banks, it can be predicted that service
quality of the bank is high [2]. However, in this hypercompetitive business envi-
ronment, the full potential of human resource should be utilized to gain distinc-
tive competitive advantages. With the emergence of the positive psychology, the
researchers have found the importance of positive strengths of the people as a
new source of distinctive competitive advantage. Among them self-efficacy has
been given much attention in the recent past as a highly influencing factor on
job performance. On the other hand, the extra role performance that is not di-
rectly related to the job, but contributes to organizational outcomes has not giv-
en much attention in evaluating the job performance. They have given much at-
tention to the task performance despite the importance of both classifications. In
reviewing the empirical evidence, the researchers have given little attention on
the influence of positive strength like self-efficacy on different categorization of
job performance. There are no researches can be found on self-efficacy and its
impact on task and contextual performance in the Sri Lankan baking sector.
Therefore, investigating the impact of self-efficacy on different taxonomies (task
and contextual) of the job performance of Sri Lankan banking sector employees

is the objective of this research study.

2. Theoretical Basis and Research Hypothesis

2.1. Self Efficacy, Task Performance and Contextual Performance

Stajkovic and Luthans (1998) [18] defined the concept of self-efficacy relevant to
the work place as person’s confidence in his or her abilities to make ready for the
motivation, cognitive resources and a way of acting necessary to effectively per-
form a specific task within a certain context. The concept of self-efficacy is based
on Bandura’s (1997) [19] social cognitive theory, which is an approach to under-
stand human cognition, action, motivation, and emotion that assumes we are
active shapers, rather than simply passive reactors to our environments [19].
Bandura (1982) [20] defined self-efficacy as a person’s perception or belief of
“how well one can execute courses of action required to deal with prospective
situations”. In 1986, he defined self-efficacy as “people’s judgments of their ca-
pabilities to organize and execute courses of action required to attain designated
types of performances”. Schwoerer et al. (2005) [21] defined self-efficacy as “the
beliefs that an individual has that he or she can successfully carry out the actions
necessary to accomplish the intentions”. Self-efficacy can be viewed as a concept
of perceived competence and the probability that people estimate that they can take
on a particular task as an estimate of their self-efficacy. Self-efficacy is state-like
construct and can be changed with new information, experience and learning.
According to Bandura (1997) [19] mastery experience or performance attain-
ment, vicarious experience or modeling, social persuasion, psychological arousal
can be used to develop the efficacy among the people.

Borman and Motowidlo (1993) [22] described a two-factor theory of job per-

formance in which most jobs consist of task performance and contextual per-
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formance. They defined task performance as the behavior that is directly linked
to completion of the job. Task related behaviors contribute to the technical core
of the organization. Behavior in the domain of task performance is usually rec-
ognized as a formal requirement of an individuals’ job. Job description often ex-
plicitly stipulates that the job holders must perform these activities. Borman and
Motowidlo (1993) [22] defined contextual performance as an individual’s per-
formance, which maintains and enhances an organization’s social network and
the psychological climate that supports technical tasks. Furthermore, they ex-
plained that contextual performance includes activities that may not represent
formal work tasks, although they still make an important contribution to the ef-
fectiveness of an organization. This type of performance is often not written in a
job description, but it is considered to be an important component of job per-

formance.

2.2. Research Hypothesis

Although there have been much of the research on self-efficacy and job perfor-
mance relationship, there are few studies that have conducted a direct empirical
comparison of self-efficacy, task performance and contextual performance rela-
tionship. Bandura (1986) [23] defined self-efficacy as “people’s judgments of
their capabilities to organize and execute courses of action required to attain
designated types of performances”. Rigotti, Schyns, & Mohr (2008) [24] defined
self efficacy as “Self-efficacy”, defined as “the competence that a person feels
concerning the ability to successfully fulfill the tasks involved in his or her job”.
If the people have trust in their capabilities they develop self-disciplined beha-
vior so as to improve their performance. This can be used as a motivational tool.
If the employees have confidence in what they have to do, they motivate to com-
plete the tasks efficiently and effectively. As a result of that, the in the role and
extra role behaviors of them will improve. Bandura (1977) [25] has extensively
researched the impact of self-efficacy on job performance has found a positive
effect. Some researchers found the same results in their research studies [15]
[26] [27] [28] [29] [30]. Their works have most recently validated by a me-
ta-analysis covering over 21,000 subjects. And also Jawahar, Meurs, Ferris &
Hochwarter (2008) [31] found positive relationships between self efficacy, task
performance and contextual performance. Furthermore, they found self-efficacy
be more strongly related to task than to contextual performance. However the
positive psychologists argued that self efficacy to be highly related with contex-
tual performance. Individuals with high self-efficacy beliefs set higher career
goals, put in more effort, and pursue career strategies that lead to the achieve-
ment of those goals. Self-efficacy regulates the way in which an individual perce-
ives his or her competence. This perception influences an individual’s ability to
complete a task and a set, attainable goal [32]. Hackett (1995) [33] and Lent &
Hackett (1987) [34] confirmed that individuals who lack confidence in skills

they possess are less likely to engage in tasks in which those skills are required,
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and they will more quickly give up in the face of difficulty. Self-efficacious em-
ployees take greater initiative in their occupational self-development and gener-
ate ideas that help to improve work processes [35]. According to Trentham, Sil-
vern & Brogdon (1985) [36], employees who have high self-efficacy are more sa-
tisfied and committed to work. Borgogni, Russo, Miraglia & Vecchione (2013)
[17] also found same results and explained that self-efficacy can lead to higher
job satisfaction and to greater work attendance. Therefore, it can be predicted
that employees with self efficacy may perform both extra role behaviors and in
role behaviors well. Based on this argument, the following hypotheses are pro-
posed.

H;: Self efficacy is significantly and positively correlated with task perfor-
mance of the employees.

H,: Self efficacy is significantly and positively correlated with contextual per-

formance of the employees.

3. Research Methodology

In this study, the researcher tries to examine the impact of self-efficacy on task
performance and contextual performance. Therefore, the purpose of this study is
hypothesis testing that seeks to explore the relationships among variables. The
current study employed a correlational study in order to explore the relationship
between employees’ self-efficacy (independent variable) and their task and con-
textual performance (dependent variables). This field study is conducted in a
natural environment in the banking sector under minimal interference with
non-contrived settings. This study is a cross sectional study. For this purpose,
data will have to be collected from each employee in the banking sector in Sri
Lanka. Therefore, the unit of analysis of this research is “individual”.

The population of this study is the managers and non-managerial employees
in the banking sector in Sri Lanka. It consists of 24 Licensed Commercial Banks
(LCB) and 9 Licensed Specialised Banks (LSB). The sample for this study was in-
itially derived by randomly selected 220 managers and 440 non-managerial em-
ployees who employed in the banking sector in Sri Lanka throughout the seven
provinces. The response rate was 81%. The final sample consists of 174 mana-
gerial employees and 352 non managerial employees.

The managers and non-managerial employees’ task and contextual perfor-
mance were the dependent variables and self-efficacy of the managers and
non-managerial employees were the independent variable of this research. These
variables were measured using standard instruments. The questionnaire was se-
parated into four sections for demographic data, self-efficacy, task performance
and contextual performance. Seven questions were included to get the demo-
graphic information.

The employees’ self-efficacy was measured using a standard questionnaire
which was originally developed by Luthans and colleagues (2007) [37]. It was in-
cluded 05 questions. This questionnaire has been validated by using the confir-
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matory factor analysis across multiple samples [37]. In this research the mini-
mum factor loading was 0.584 and KMO value 0.815. The Cronbach alpha was
0.806. Task performance was measured using a standard questionnaire devel-
oped by Borman, Ackerman and Kubisiak (1994) [38]. This instrument includes
08 questions. The minimum factor loading for 8 items was 0.554 and KMO value
was 0.878. The contextual performance was measured using a questionnaire de-
veloped by Motowidlo and Van Scotter (1994) [39]. The instrument includes 13
items. The minimum factor loading was 0.505 and KMO value was 0.914. The
Cronbach alpha was 0.892.

4. Results

The researcher examined the level of self efficacy, task performance and contex-
tual performance of the managerial and non-managerial employees. According
to the results of Table 1, the levels of self-efficacy, task performance and con-
textual performance were relatively higher among the employees.

The results of the correlation coefficient among self-efficacy, task performance
and contextual performance of the employees in the banking sector in Sri Lanka
are presented in Table 2. According to the results, the correlation between
self-efficacy and task performance (r = 0.490, p < 0.01) was significant and posi-
tive. The results of regression analysis that depicts in Table 3 reported the simi-
lar relationship (S = 0.457, p < 0.01). The correlation between self-efficacy and
contextual performance (r = 0.477, p < 0.01) was significant and positive. The
regression results in Table 4 also indicated the significant and positive relation-
ship (8= 0.414, p< 0.01).

Table 1. The results of univariate analysis.

Variables Mean Std. Deviation
Self-Efficacy 3.91 0.434
Task Performance 4.03 0.436
Contextual Performance 4.20 0.401

Table 2. Correlation coefficient between independent variable and dependent variables.

Variables 1 2 3

1. Self-Efficacy -
2. Task Performance 0.490** -

3. Contextual Performance 0.477%* 0.778** -

*p < 0.05,*p<0.01.

Table 3. Results of regression analysis—self efficacy and task performance.

Std. Error of the

Adj F ig.

B R R Square djusted R Square Estimate Sig,
0.457 0.490 0.240 0.239 0.375 168.137 0.000
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Table 4. Results of regression analysis—self efficacy and contextual performance.

Adjusted R Std. Error of the

R R
P Square Square Estimate

F Sig.

0.414 0.477 0.227 0.236 0.354 156.348 0.000

5. Discussion, Conclusions and Recommendation

The objective of this study was to examine the impact of self-efficacy on task
performance and contextual performance of the employees in the banking sector
in Sri Lanka. The results of the correlation coefficient and regression analysis in-
dicated that self-efficacy of employees has significantly and positively correlated
with both task performance and contextual performance. Therefore, the two
hypotheses can be accepted. Concurrently, this finding was consistent with the
earlier finding of Carter, Nesbit, Badham, Parker & Li-Kuo Sung (2016) [26];
Randhawa (2004) [27]; Lai and Chen (2012) [28]; De Clercq, Haq and Azeem
(2018) [30]. The self-efficacy has significantly explained 24% of the variance in
task performance and it has explained 22.7% of the variance in contextual per-
formance. According to the results, there are significant linear relationships be-
tween self-efficacy and task performance (F value = 168) and self-efficacy and
contextual performance (F value = 156).

The findings show that the employees’ trust on their capabilities to organize
and execute courses of action required to accomplish the task has significantly
and positively correlated with the behaviors that are directly related with the
completion of the job which was stipulated by the job description. In turn, the
employees’ self efficacy has also correlated with the extra role, supporting beha-
viors which are not directly related to the job. Today, the researchers and practi-
tioners have agreed the importance of extra role behaviors in addition to the task
behaviors to enhance the organizational performance. The study concluded that
the self-efficacy of the employees is very important to improve the task and con-
textual performance of the employees. Based on the findings of this study, it is
therefore recommended that the workshops and training program should be de-
signed and organized to boost the self-efficacy of the employees and those
changes will help to enhance the task and contextual performance of the em-

ployees in the banking sector.

6. Directions for Further Research

The present study has been provided many potential paths for future research-
ers. In this study self-efficacy, task performance and contextual performance
were the major variables of interest. However, exploration of how self-efficacy
regulates other areas in an organization may be fruitful. For example, the ques-
tion of how self-efficacy affects leadership styles, job satisfaction, organizational
commitment, job involvement, withdrawal intention, family conflict, stress etc.
The research study attempted to demonstrate the direct relationship between

self-efficacy and each dependent variable. The further researches would be ad-
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vantages to explore potential mediators and moderators for these connections.
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