
The foundation

of transformation:

The power of

self-efficacy.



In a time when changes follow each other at a lightning pace, 
there is one human ability that makes the difference: self-efficacy. 
In other words, the confidence in your own abilities. Self-efficacy 
largely determines how people deal with challenges, how much 

initiative they take, how they perform, and how they keep 
developing. Yet, this powerful psychological principle often goes 

unnoticed in organizations. Probably in your organization too.
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1. Introduction of self-efficacy

1.1 What is self-efficacy?

In a world where changes and challenges follow each other at a rapid pace, there is one 
psychological principle that is increasingly recognized as a crucial factor for success: self-
efficacy. This concept, introduced by psychologist Albert Bandura, refers to the belief in your 
own ability to successfully perform specific tasks and face challenges. 


Self-efficacy largely determines how someone thinks, feels, acts, and learns. It is not an innate 
trait, but a source of strength that can be developed. People with a high level of self-efficacy 
show more resilience and perseverance when faced with setbacks and more often take 
responsibility for their own behavior in different situations.


Organizations where self-efficacy forms a cultural foundation are more agile, innovative, and 
healthier. Yet, in many organizations, this still does not receive enough attention or use. In this 
whitepaper, we explain what self-efficacy is so that organizations can consciously apply and 
embed it in their culture.

1.2 Why is self-efficacy crucial for succes?

Self-efficacy is the quiet engine behind behavior and performance. It affects whether people feel 
ownership of their goals, whether they take on or avoid challenges, and whether they give up or 
keep going. This makes it an essential building block for personal and organizational success.

People with a high level of self-efficacy:

formulate more ambitious goals.

actively contribute to achieving the organization's goals.

show more initiative.

deal with stress and setbacks constructively.

are intrinsically motivated to keep learning and developing.

experience more fun and fulfillment in their work.

People with a low level of self-efficacy:

are cautious about setting goals.

experience less impact from their contribution to the bigger picture.

display avoidance and procrastination behavior.

get discouraged more quickly when faced with setbacks.

lose intrinsic motivation, causing development to stall.
can develop a feeling of powerlessness and dependence, which comes at the expense of 
their sense of well-being.



1.3 Purpose and design of this 
whitepaper.

This whitepaper was developed to provide insight 
into the power of self-efficacy and its impact on 
individuals, teams, and organizations. We combine 
scientific insights with practical applications, 
reflection questions, and examples.


After reading this whitepaper:


You understand what self-efficacy is and why 
it's relevant?

You recognize signs of high and low self-
efficacy in your organization.

You think specifically about how you or your 
team can strengthen this confidence in your 
own abilities.


 This whitepaper consists of 4 chapters:


an introduction to the concept and the context 
in which it is relevant.

the psychological and scientific basis of self-
efficacy.

the application in organizations, including 
leadership and culture.

the four main sources for boosting self-
efficacy.

“Self-efficacy gives people the power to 
handle current and future challenges. 
Let's explore how you can strengthen 

that ability, both for yourself and for 
others.”



2. The scientific basis of self-
efficacy

2.1 Albert Bandura and the four sources of self-efficacy

The concept of self-efficacy was developed by Canadian psychologist Albert Bandura in the 
1970s. He described it as the belief in your own ability to successfully carry out a specific task or 
take on a challenge. Instead of focusing on skills themselves, Bandura focused on the belief that 
you are capable of applying those skills successfully. That belief turns out to be essential for 
motivation, learning, and behavior.


According to Bandura, self-efficacy isn't something you're born with, but is built up through four 
influential sources:


The experience of success. (mastery experiences) 
Personal successes are the most powerful building blocks of self-efficacy. When someone 
successfully completes a task, it boosts confidence in their own abilities. Conversely, 
repeated failures can undermine that confidence. Always take time to reflect, especially if 
someone identifies with that failure rather than seeing it as a learning experience. 


Observing others, modeling. (vicarious learning) 
People also learn by watching others. If someone is successful at a task that you consider 
yourself capable of, it boosts the feeling that you can do it too. This is especially true in 
teams, where colleagues or managers act as role models who can influence self-efficacy 
positively or negatively. 


Verbal encouragement and feedback. (social persuasion) 
Positive feedback and encouragement from others can boost self-confidence, especially 
when they're credible and specific. A powerful way to do this is by constructively pointing out 
concrete progress. On the other hand, negative or vague feedback can sow doubt and 
undermine self-efficacy. Besides that, having a positive internal dialogue is really important. 


Physiological and emotional states 
How you feel affects how you perform. Stress, tension, or fatigue can lower your confidence 
in your abilities. Positive emotions like enthusiasm or curiosity can actually boost your 
confidence. Being aware of and managing bodily signals is also a crucial skill in this.


These four sources form the scientific foundation of self-efficacy. They explain why some people 
take action while others stay passive, and how you can influence this with targeted interventions.



2.2 The relationship between self-efficacy, motivation, 
performance, and well-being

Self-efficacy doesn’t exist on its own. It directly affects motivation, performance, and well-being. 
People who believe in their own abilities are more likely to set ambitious goals, show more effort 
and perseverance, and feel more satisfaction when achieving results.


Self-efficacy and motivation. 

According to Self-Determination Theory (Deci & Ryan), three basic psychological needs are 
essential for intrinsic motivation: autonomy, competence, and relatedness. Self-efficacy 
strengthens these needs:


Autonomy.

People with a strong sense of self-efficacy are more likely to take initiative and feel ownership of 
their work. They experience that they can influence their performance and outcomes. This leads 
to increased willingness to act and engagement. A lack of self-efficacy can lead to dependent 
behavior, passivity, and constantly seeking external validation.


Competence. 

Self-efficacy is basically the confidence in your own skills to do something well. This boosts the 
feeling of being competent. People who trust their abilities are more likely to experiment, learn 
faster, and enjoy mastering new skills more. When self-efficacy is low, a person is more likely to 
feel inadequate, which can lead to doubt or procrastination.


Connected. 

Self-efficacy also helps with feeling connected. When people feel capable and valuable in their 
role, they're more likely to collaborate. They are more active and positive in their communication, 
open to feedback, and contribute constructively to team goals. Connectedness here goes 
beyond social interaction; it’s also about a meaningful connection to tasks and the organization’s 
culture. Employees feel more like part of the bigger picture when they believe their contribution 
matters.


When these three needs are met along with a high level of self-efficacy, a strong foundation for 
intrinsic motivation and lasting behavior change is created. When someone feels confident and 
experiences that this confidence is recognized by their environment, deep social engagement 
emerges.



Self-efficacy en performance. 
Self-efficacy is a powerful predictor of performance:


People take more initiative and tackle challenges sooner. 

They show more resilience in setbacks and proactively look for solutions. 

They keep working towards their goals, even if something doesn’t work out the first time.

They reflect on their performance out of curiosity, which encourages growth.


A high level of self-efficacy leads people to set ambitious goals and develop strategies to 
achieve them. People who strongly believe in their own abilities don’t get discouraged easily and 
actively look for ways to overcome obstacles. This increases the chance of successful outcomes 
and creates a continuous learning process where performance keeps improving. Research also 
shows that teams with high collective self-efficacy tend to perform better and work more 
effectively together. 


If someone doesn’t think they’re capable of doing a task well, they’re less likely to take it on, 
more likely to give up quickly, or put in little effort to learn it. Of course, this directly affects the 
effectiveness of employees and teams.


Self-efficacy en welbeing. 
Those who feel in control of how they function experience more calm, meaning, and enjoyment 
at work. That's why self-efficacy is closely linked to psychological well-being. People with high 
confidence in their abilities experience more positive emotions, feel more energetic, and have a 
stronger sense of control over their work and life.


Self-efficacy also turns out to be a buffer against stress and burnout. When someone believes 
they can handle challenges and pressure, the amount of stress they feel at work goes down. 
This is true even if the actual amount of work doesn't change. These employees are also better 
at setting the right priorities and knowing their limits, which helps them stay sustainably 
employable.


Low self-efficacy increases the chance of feeling helpless, frustrated, and even mentally drained. 
If someone consistently feels they can't meet expectations or thinks they have no control, a 
pattern of passivity, loss of motivation, or burnout can develop.


Self-efficacy connects personal strength with professional development. Organizations that 
elevate this to a cultural value are building a vital and continuously learning environment.



2.3 The difference between 
self-efficacy and self-
confidence.

Although these terms are often used 
interchangeably, there is an important difference 
between self-efficacy and self-confidence.


Self-confidence is a more general sense of 
self-worth or positive self-image. It's about: 'I 
believe in myself.'


Self-efficacy is task-oriented and context-
dependent. It's the confidence that you can 
successfully perform a specific task in a 
particular situation. It's about: 'I believe I can 
handle this task.'


Someone can have a lot of self-confidence, but 
still experience little self-efficacy when it comes 
to, for example, presenting or leading. On the 
other hand, someone with little self-confidence 
can still trust their ability to write a project plan or 
make a strong analysis.


Self-efficacy is therefore easier to measure, more 
directly influenceable, and a stronger predictor of 
behavior and performance than general self-
confidence. For organizations that focus on 
behavior, engagement, and learning ability, it's 
thus more useful to actively work on boosting 
self-efficacy than general self-confidence.

“Self-efficacy is not self-convidence in 
general. It’s the confidence in your own 
ability to successfully complete a 
challenge. And that’s exactly what helps 
teams and organizations move forward.”



3. Self-efficacy in organizations.

3.1  How self-efficacy affects organizational culture.

Self-efficacy not only forms the basis for individual behavior, but also extends to the collective 
level. In an organization where employees believe in their own abilities, a culture of ownership, 
engagement, and proactivity emerges. Employees who have confidence in their own abilities:


Actively contribute to a culture where learning and development come naturally. They share 
knowledge, give feedback, and help others grow.

They encourage themselves and others to take responsibility and make it concrete. They 
create an environment where ownership is shared and strengthened.

Strengthen the shared belief that success can be achieved through effort and teamwork. 
They encourage a mindset of positive influence within the team, where challenges are 
tackled rather than avoided.


This culture strengthens itself through daily interactions. Feedback, successes, and encouraging 
learning experiences are all moments where self-efficacy either grows or gets undermined. 
When leaders and colleagues recognize and boost each other's potential, a safe and 
encouraging work culture emerges where people can really thrive.


An organizational culture where self-efficacy is high is characterized by:


openness to learning and making mistakes. 

trust in your own abilities and in each other. 

solution-orientedness and willingness to change. 

commitment to shared goals.


So it's not an individual trait, but a collective source of power that shapes culture.


3.2  The impact of self-efficacy on leadership, teamwork, and 
change.

Leadership. 
Leaders with a high level of self-efficacy exude confidence, dare to choose a direction, and 
encourage growth in their team members and others. They provide room for autonomy, give 
meaningful feedback, and see their role as a catalyst for the potential of their environment. They 
recognize the difference between motivating through control and through trust. In doing so, they 
influence not only the behavior but also the self-image of their team members.



Collaboration. 
In teams, a high level of self-efficacy leads to more openness, trust, and more effective 
communication. Team members are willing to take on tasks and make clear agreements about 
duties and responsibilities. They are less afraid of making mistakes and asking for help. Social 
safety and the sense of connection with each other increase.


Change. 
Self-efficacy also plays a crucial role in change processes. Change requires the ability to let go 
of old patterns and develop new skills. Employees with a strong belief in their own abilities see 
change more as an opportunity than a threat. They step out of their comfort zone more quickly, 
learn more actively, and contribute to a sustainable transition. 


When self-efficacy is neglected in change projects, resistance, passivity, and fear arise. Investing 
in strengthening self-efficacy is therefore not a soft intervention, but a strategic choice to make 
change successful.



3.3 Case from Mindstage's practice.

Organization from the automotive industry.


Targetgroup: Managementteam (2 locations) 
Theme: Personal leadership, strengthening culture, and ownership.  

Initial situation. 
This organization faced the challenge of strengthening leadership and collaboration within a 
management team operating from two different locations. While there was functional 
cooperation, there was a need for more mutual connection, ownership, and a shared framework 
when it comes to team development.


Mindstage developed a leadership program focused on strengthening self-efficacy. A selection 
of the themes:


Strengthening confidence in one's own abilities regarding personal leadership.  

Encouraging initiative and autonomy, both within the management team and within the 
teams.  

Normalizing a constructive feedback culture and communication between teams and 
locations.  

Promoting a learning culture by actively sharing successes and modeling them for each 
other.


They worked with practical exercises, reflection, and peer consultation, also tailored to the 
team's individual development needs.


What has been the impact of this process?


Mutual connectedness has grown stronger. The gap between the two locations has been 
bridged.  

Increase in ownership, autonomy, and proactivity.  

Cultural change. There is more openness, collaboration, and a learning attitude.  

The MT members have grown in personal leadership and have developed the right tools to 
strengthen self-efficacy in their team.

The case illustrates how strengthening 
self-efficacy leads to culture change at the 
organizational level. From reactive 
behavior to self-aware leadership. 
Mindstage's approach was experienced 
as very professional, personal, and 
impactful. The client sees the results 
reflected in both behavior and the 
organizational climate.

“The biggest 
development I see is in 
the confidence with 
which they lead their 
teams.”



4. Factors that influence self-
efficacy.

Self-efficacy is not set in stone. It constantly develops and is influenced by a mix of experiences, 
beliefs, and different contexts. The good news is that these factors are largely controllable, both 
for individuals and organizations. This chapter explores the four sources of influence from the 
work of Albert Bandura, supplemented with insights from Mindstage’s practical experience. 


4.1 Experience of (personal) successes. (mastery experiences)

The most powerful way to boost self-efficacy is by experiencing and reflecting on your own 
success. When someone notices that their actions lead to a good outcome, especially when it's 
clear how that success came about, their confidence in their own abilities grows. Often, people 
don’t take enough time to think about the steps that led to their success. Here, they miss the 
chance to really strengthen their self-efficacy through a successful experience.


At Mindstage, we work with reflection questions to anchor these experiences.


What was the specific task or challenge?  

What concrete steps did you take?  

What is your concrete result?  

What encouragement do you have for yourself and your surroundings?


When people learn to identify and understand their successes, awareness of growth emerges. 
At the same time, it's important to also reflect on situations where goals aren't achieved. 
Someone with a strong sense of self-efficacy sees such a situation as a learning experience, not 
as proof of their inability.

4.2 Observing others. (vicarious learning)

People don’t just learn from themselves, but also from others. Self-efficacy is boosted when 
people see colleagues successfully tackling similar challenges. This effect is even stronger when 
those colleagues are seen as role models or peers. 


In practice, it turns out that this kind of learning is hardly used at all. Knowledge is often seen as 
something personal within a team. Successes get achieved, but are rarely talked about. People 
often tend to figure things out on their own, even if it takes unnecessary time and energy. Asking 
for help is often seen as a sign of weakness. This leads to:



Fragmentation of knowledge.  

Delays in learning and development processes.  

Individual failure, where collective success is possible.


Organizations can break this by taking the following initiatives:


by making success stories a standard part of team meetings and progress discussions.  

by encouraging peer learning and intervision.  

by introducing a buddy or mentor structure.  

by linking development goals to a colleague who has experience with these goals.  

by documenting success cases.


When employees actively learn from each other and recognize examples in their immediate 
work environment, their belief in what they themselves can achieve grows. By making social 
learning experiences visible and open for discussion, a culture emerges where confidence in 
one's own abilities is strengthened. This not only forms the basis for individual development but 
also for collective growth, innovation, and resilience within the organization. 


4.3 Internal and external encouragement. (Verbal persuasion)

The power of language. One sentence, said at the right moment, can make the difference 
between giving up or pushing through. The way we encourage each other and ourselves 
through language directly affects confidence in our own abilities. Albert Bandura called this 
'verbal persuasion.' It's all about how much feedback and reflection help boost self-efficacy.


When someone is praised for behavior and work that’s going well, or is encouraged in their 
potential, their confidence to take action goes up. Especially if these words come from someone 
who is credible and genuinely involved. This could be anyone, like a manager, colleague, an 
external contact, a coach, but also someone in your personal life.


Effective verbal encouragement meets three characteristics:


Specific. It names the concrete behavior or quality.  

Sincere. It comes from genuine involvement.  

Positively phrased. It aligns with what someone can do or is growing towards.


An example:


“The way you distilled that customer question down to the core is impressive. That takes sharp 
analysis and empathy. You’ve got both!”


This type of feedback boosts self-efficacy because it emphasizes that skills are present or can 
be further developed.





The positive internal dialogue. 
Besides external encouragement, the way a person talks to themselves is at least just as 
important. Many people recognize the inner critic that whispers when mistakes are made or 
when feeling uncertain: you can't do this, this is too hard for you, someone else is much better.


That's why we pay a lot of attention to strengthening the positive internal dialogue in all 
Mindstage programs. Examples of a positive internal dialogue:


What did I learn today?  

In what ways did I grow today?  

Which learning moments will I take with me into tomorrow?  

I can do this.  

I’m about to learn, I’m going for it.  

I feel nervous, I’ll take this step by step.


By training positive internal dialogue, the ability to positively influence self-efficacy grows. 
Especially managers can really make a difference within their teams. When they enhance self-
efficacy by giving constructive feedback and encouraging their employees positively, they 
actively contribute to a culture where self-efficacy makes a difference. Here are some tips for 
managers that they can apply right away:


Explicitly mentioning progress, not just end results.  

Making development visible.  

Normalizing making mistakes as part of progress.  

Expressing confidence.


Colleagues also influence each other. In teams where people encourage and support each 
other, trust grows. This leads to more initiative, collaboration, and resilience in the face of 
setbacks.


4.4 Physiological and emotional processes.

Self-efficacy isn’t just influenced by what you’ve experienced or learned from others. Your 
physical and emotional state also plays a big role in how much you trust your own abilities. 
People who feel anxious, tense, or overwhelmed often underestimate their skills, even if there’s 
no real reason to. This isn’t about lacking competence, but about how they experience the 
situation subjectively. Stress, doubt, or frustration can make your brain think, “I can’t do this,” 
even when that belief isn’t true. It’s not just about what you can do, but mainly about how you 
see yourself in the moment. 


On top of emotions, physical signals matter too. A racing heart, tense shoulders, or fast 
breathing can get interpreted by your brain as proof that something is too hard. Even tiredness 
or restlessness can undermine your sense of competence, even for experienced employees.



Creating awareness is essential here. Many 
people are not fully aware of their physical 
reactions or how these affect their behavior. As a 
result, they unconsciously distance themselves 
from tasks or situations that could actually help 
strengthen their self-efficacy. 


Increasing body awareness and emotional 
intelligence helps people recognize and regulate 
these processes. The following reflective 
questions can support this:


What happens in my body when I feel tension?  

What thoughts come up at times like these?  

Which emotions are involved?  

When did I feel in control in similar situations 
before?  

What did I do back then to take back control?


By regularly using these questions during 
reflection moments or team discussions, people 
learn to better handle stress, uncertainty, and 
performance pressure. Success experiences then 
help to strengthen self-efficacy. 


Organizations can actively contribute to creating 
an emotionally healthy work environment by:


Making emotions discussable without 
judgment. 

Taking stress signals seriously. 

Making pause, recovery, and reflection part of 
the work rhythm. 

Acknowledging that tension is part of growth 
and change.

"Whoever learns 
to deal with what 

he/she feels, 
strengthens the 

confidence in 
what he/she can 

do."



5. From insight to action.

Self-efficacy is more than a psychological concept. It’s a force that helps organizations grow, 
change, and connect. After four chapters full of insights and support, it’s time to turn this 
knowledge into action. To strengthen trust, it’s necessary to make room for reflection, dare to 
make conscious choices, and engage in collaboration.


In this final chapter, we offer three perspectives:


Questions for reflecting on yourself and your organization.  

A few concrete first steps towards a culture of self-efficacy.  

An invitation to work together to strengthen self-efficacy. 


5.1 Reflection questions for you and your organization.

Reflection is the engine of personal growth. Whether you’re a manager, HR professional, 
employee, or trainer, the questions below help you explore where your organization stands today 
and where there’s room for development.


Individual reflection: 


To what extent do I believe I have influence over my results?  

Which situations make me doubt my abilities?  

How do I deal with challenges or unexpected setbacks?  

Do I ask for help when I need it, or do I try to solve everything myself?  

At what moments do I feel motivation, flow, enjoyment, and growth?


Organizational reflection:


Is confidence in one's own abilities visibly strengthened within our organization?  

Do employees feel that they are allowed to make mistakes and learn from them?  

How do teams talk about successes, failures, and personal growth?  

Are there enough role models or internal coaches who encourage development?  

How do we motivate leaders to actively contribute to a culture of self-efficacy?


These questions can be answered individually or through the Mindstage self-efficacy scan. They 
are also great for dialogue in teams or management teams.



5.2 First steps towards self-efficacy as a cultural value.

Do you want to work on self-efficacy as part of your organizational culture? Then it starts with 
small, consistent steps. Here are some actions you can put into practice right away:


Speak openly about successes


Explicitly link performance to behavior and development. Point out what someone has done 
themselves to achieve a result. Celebrate not just what was achieved, but also the growth that 
led up to it.


Introduce reflection as a regular routine


Integrate reflection moments in work meetings, team days, or one-on-one conversations. Use 
simple questions for this: What went well? What did you learn? What would you do differently 
next time?


Appoint an internal coach or a buddy


Pick someone in the team to keep the theme of self-efficacy alive. This person acts as a point of 
contact, role model, and driver of the learning process. This increases visibility and ownership.


Train managers in the principles of self-efficacy


Leaders determine how safe and encouraging a work environment is. Help them boost their 
impact on employees' confidence in their own abilities through language, leading by example, 
and feedback.


Use the Mindstage self-efficacy dashboard


Monitor the development of employees in terms of behavior, belief, and reflection. With the 
Mindstage self-efficacy dashboard, you make progress tangible and discussable, both at an 
individual and team level. 


These are simple first steps you can take to strengthen self-efficacy and turn it into a cultural 
value. When are you going to take the first step?

"Self-efficacy is not a goal in itself, but a 
prerequisite for sustainable growth. Let's make 

that possible together."



5.3 Invitation to collaborate

Mindstage helps organizations create a 
culture where self-efficacy is a living principle. 
Our approach and strategy are based on 
three core values: Awareness, movement, and 
embedding.


We offer:


Training programs for all levels in an 
organization aimed at boosting self-
efficacy.  

Individual and team coaching programs.  

Consulting on integrating processes and 
systems that support and ensure the 
strengthening of self-efficacy.  

Integration of the Mindstage self-efficacy 
platform.


If this whitepaper has convinced you of the 
importance of self-efficacy, let's casually 
schedule an appointment to discuss the 
possibilities for you and your organization.


Get in touch with us via:


Telephone: 0031-722340038 
Email: contact@mindstage.nl 
Website: www.mindstage.nl

mailto:Contact@Mindstage.nl
http://www.Mindstage.nl

