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Abstract
Introduction: Organizational performance depends on the performance of individual employees
and can be influenced by factors such as job satisfaction. As a result, organizational learning and
performance improvement creates a sustainable competitive advantage for organizations, so this
research was conducted with the aim of investigating the relationship between employee training
status, job enthusiasm and job self-efficacy of female employees of government organizations in
Yazd province.
Research Methods: This was descriptive correlational research. The statistical population of the
present study included all female employees of government organizations in Yazd province in
2021, among whom 315 were selected using available sampling method. Shoufeli and Salanova
(2002), job self-efficacy questionnaire was used by Riggs and Knight (1994). Data were analyzed
with SPSS version 24 software and using Pearson's correlation coefficient.
Findings: The results indicate that the standard and non-standard coefficients of the regression
analysis showed job enthusiasm and job self-efficacy with employee training. Job self-efficacy
cannot predict employee training with a regression coefficient of -0.05 (p<0.05) and job
enthusiasm with a regression coefficient of 0.71 can significantly predict employee training
(p<0.01). This finding shows that job enthusiasm is a positive predictor of employee training.
Conclusion: According to the findings, it can be concluded that job enthusiasm and job self-
efficacy have an effect on the training status of employees of government organizations in Yazd
province, and job enthusiasm and job self-efficacy have an effect on the training status of
employees of government organizations in Yazd province.
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Introduction:

As the most precious resource of the organization, human power plays a very important role in the
flourishing of talents and continuous achievement of superior performance (1). The research of
Salimi Koch et al. (2) shows that there is a relationship between communication skills and job
satisfaction, and on the other hand, there is a relationship between job enthusiasm and job
satisfaction of elementary teachers, and the research of Assareh et al. (3) also shows that there is a
relationship between job enthusiasm and job performance. There are relationship teachers.

The job enthusiasm of employees is an optimistic set of minds, a work-oriented motivation (4);
which is described by work enthusiasm, work persistence and work immersion (5), factors such as
salary, work environment, leadership and education can influence work enthusiasm, also between
self-efficacy and job satisfaction in previous researches Significant relationships have been
obtained (6), also, self-efficacy increases employee satisfaction; Because it increases employees'
sense of competence and self-confidence and helps them better deal with stressful factors in the
work environment (7). Self-efficacy is used as a belief about a person's ability to perform tasks
and achieve desired goals, and when people successfully complete a job task, they are more likely
to believe that they can succeed in that job again because of their beliefs about They are motivated
to perform their job duties, which refers to the concept of job self-efficacy, and this element plays
a key role in the professional development of people and brings job satisfaction (8).

In the conditions of increased job demand, employees with low self-efficacy give up easily, while
employees with high self-efficacy make more efforts to overcome challenges, and to achieve goals,
developing employees' self-efficacy is very important (9). Employees who have high self-efficacy
and job enthusiasm feel powerful in performing their duties and are actively and committed to
their work. Also, they are more willing to strive and continuously improve at work and bring better
performance (10). Employees with high job enthusiasm easily react to actions and apply creativity
and initiative in their work (11). Professional self-efficacy beliefs have an important effect on
people's motivation and work behavior. For example, people with high self-efficacy are more
inclined to perform tasks; because they have more confidence in their ability to deal with
challenges and problems (12). Also, professional self-efficacy plays an important role in job
satisfaction and is related to it. Professional self-efficacy can contribute to job commitment and
satisfaction. These beliefs are also considered as a form of basic self-evaluations, and people with
high self-efficacy may generally have a better perception of job characteristics. It can be claimed
without exaggeration that the correct selection of employees and the provision of effective training,
along with the superior performance of organizational members, as the key the progress of an
organization is important. In this regard, the research of Shabani et al showed that the optimization
of educational management has a significant relationship with the self-efficacy of employees (13).
Predictable and unpredictable changes in the organizational environment bring different reactions
from employees. In this situation, the main role of human resources in managing these changes is
very important (14). HR professionals must do their best to ensure that the pace of employee
learning is in sync with the pace of change in the organization's environment. For this purpose,
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they can use different methods such as training and development of employees, promotion of
necessary skills and information, and promotion of individual and organizational awareness. In
addition, the processes of transferring knowledge and experiences can also help to create the
organization's ability to adapt to changes (15). Training, by improving the knowledge and skills of
employees, improves them and creates new capabilities in them. Also, training increases the
satisfaction and motivation of employees, and as a result, improves the performance and raises the
level of the organization's performance (16). Ahmadi and his colleagues have also shown in their
research that there is a relationship between teachers' job enthusiasm and job performance with the
mediation of communication skills and that teaching skills can be increased with training (14).
Organizational performance depends on the performance of individual employees and can be
influenced by factors such as job satisfaction. As a result, organizational learning and performance
improvement creates a sustainable competitive advantage for organizations, and in this regard,
Hosseinpour et al.'s research showed that there is a relationship between job performance and self-
efficacy with the professional development of secondary school teachers in Qom, hence the
research This article aims to answer the question whether there is a relationship between the state
of employee training, job enthusiasm and job self-efficacy of employees of government
organizations in Yazd province.

Research Methods:

This descriptive research was correlation type. The statistical population of the present study
included all female employees of government organizations in Yazd province in 2021. According
to the statistics obtained from the management and planning organization of the province, there
are 3831 government employees, of which 315 people were selected as the sample size based on
the population size and the Cochran table, using the available sampling method.

The criteria for entering the research (1) the ability to work with a computer system; (2) being at
least 20 years old and at most 50 years old and (3) filling the informed consent form to participate
in the research. The criteria for withdrawing from the research include (1) drug abuse, (2) lack of
consent to participate in the research, (3) inability to learn assigned tasks, (4) non-participation in
the organization's training classes, and the presence of any chronic physical or psychiatric illness
affecting work. It is executive.

The research tools were: (1) Neefe Organizational Learning Questionnaire designed by Neefe
in 2001. This questionnaire contains 24 questions that measure a total of 5 dimensions of
organizational learning, which are individual skills, mental models, shared vision, team learning
and systems thinking. Neefe (17) reported the reliability of this questionnaire as 0.89 and evaluated
its construct validity as optimal. In Iran, Biddekhti et al. (18) reported Cronbach'’s alpha value of
0.95 to determine the reliability of this questionnaire; also, to determine the validity of the
questionnaire, the method of content validity and review of the views of experts and experts in this
field as well as construct validity was used and the researchers reported its validity as favorable.
(2) Utrecht Job Enthusiasm Questionnaire Schaufeli, Salanova: This questionnaire was created
by Schaufeli, Salanova in 2002 and is considered the most famous and widely used tool for
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measuring this variable. This questionnaire has 17 questions and each question is scored on a 7-
point Likert scale from "never” to "always". The creators of the questionnaire have determined
three subscales for this tool, which are: power, commitment and attraction. The validity and
reliability of this questionnaire was investigated by Schaufeli, Salanova, Gonzalez-Roma and
Baker (18) and the results indicated the appropriateness of the psychometric properties of this tool.
In their research, the reliability of this questionnaire was checked by Cronbach's alpha method and
0.80 was obtained for the power subscale, 0.91 for the commitment subscale, and 0.75 for the
attraction subscale. Also, concurrent validity was used to check the validity of the questionnaire,
and the correlation of this questionnaire with the burnout test was 0.42, which indicates its
appropriate validity. In Iran, the validity and reliability of this questionnaire was investigated by
Janabadi et al. in 2015. They used the content validity method to check the validity of the
questionnaire. In this regard, the questionnaire was approved by the professors of educational
sciences of the University of Sistan and Baluchistan and it was ensured that the questionnaires
measure the same characteristics as the researchers and have the necessary validity. Cronbach'’s
alpha method was used to determine the reliability of this questionnaire, and its value was 0.79 for
the entire questionnaire.() %)

(3) Job Self-Efficacy Questionnaire: This questionnaire was created by Riggs and Knight in
1994. This questionnaire, which consists of 31 questions, measures four dimensions of job self-
efficacy, which include individual self-efficacy beliefs, individual outcome expectations,
collective efficacy beliefs, and collective outcome expectations (20). The psychometric features
of this questionnaire were examined after its design. Cronbach's alpha obtained for the dimensions
of this questionnaire was between 0.85 and 0.88, which is 0.86 for individual self-efficacy beliefs,
0.88 for individual outcome expectations, 0.88 for collective efficacy beliefs, and 0.85 for
collective outcome expectations. Also, the internal correlation between the subscales was reported
between 0.06 and 0.56, and the individual efficiency scale was found to be the most independent
scale. In Iran and in the research of Marashian et al. (21), Cronbach's alpha and binomial
coefficients were obtained as 0.53 and 0.75, respectively. The statements of this questionnaire are
scored on a five-point scale. Data were analyzed with SPSS version 24 software and using
Pearson's correlation coefficient.

Findings:

The results of this study showed that out of 315 employees who participated in the study, 247
(78.4%) were male and 68 (21.6%) were female. The education of the employees included a
bachelor's degree of 179 people (56.8 %), a master's degree of 128 people (40.6 %), and a doctorate
of 8 people (2.5 %). The results showed that 8.9% of the statistical sample is 20 to 30 years old,
38.1% is 31 to 40 years old, and 53% is 41 to 50 years old. In this research, three important fields
have been examined in organizations: employee training, job self-efficacy and job enthusiasm.
The data show that in the field of employee training, the average scores in individual skills and
mental models were 30.87 and 30.34, respectively, which indicates attention to the development
of individual skills and understanding of mental models.
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On the other hand, shared vision and team learning with an average of 20.25 indicate the
importance of paying attention to cooperation and interaction in the work environment. Systemic
thinking with an average of 20/20 refers to the importance of broad thinking and understanding of
the organizational community. In the field of job self-efficacy, various variables including
individual self-efficacy beliefs, individual outcome expectations, collective efficacy beliefs and
collective outcome expectations have been investigated. The results showed that the average scores
in individual self-efficacy beliefs and expectation of individual outcomes were 32.19 and 24.71,
respectively, which indicates the importance of trust in individual capabilities and people's
expectations of work results. On the other hand, the collective efficacy beliefs and the expectation
of collective consequences also point to the importance of motivation and influence of the group
environment with an average of 16.64 and 21.37. In the field of job enthusiasm, the average scores
in the variables of strength, commitment, and attraction were 26.40, 22.25, and 24.61, respectively,
and show that job enthusiasm is studied by emphasizing strength and commitment to work, as well
as attraction to the work environment. has taken. Also, the average score of job enthusiasm with a
value of 73.06 indicates the special importance of this factor in stimulating and motivating
employees. In general, this research showed that various variables in the studied fields have a
significant effect on the performance and behavior of employees, and paying attention to these
factors can help improve the work environment and efficiency of organizations (Table 1).
Table 1: Mean and standard deviation of research variables

Research Variables Number M SD
Individual skills 315 30.87 6.40
Mental models 315 30.34 5.79
Shared vision 315 20.25 4.23
Staff training Team learning 315 20.25 4.41
Systematic thinking 315 20.20 4.44
Staff training 315 121.93 20.65
Individual self-efficacy beliefs 315 32.19 5.72
Expect individual outcomes 315 24.71 4.54
Job self-efficacy Collective efficacy beliefs 315 16.64 3.79
Expecting collective consequences 315 21.37 3.16
Job self-efficacy 315 97.92 11.12
power 315 26.40 5.74
obligation 315 22.05 5.37
Career passion attraction 315 24.61 6.70
Career passion 315 73.06 15.46

Table 1 showed the Pearson correlation coefficients between different variables. In this table, the
numerical values indicate the degree of correlation between two variables, which are called
correlation coefficients. Positive values indicate a positive relationship between two variables, in
the sense that an increase in one variable is accompanied by an increase in the other variable.
Negative values indicate a negative relationship between two variables, in the sense that an
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increase in one variable is associated with a decrease in the other variable. The correlation
coefficient between individual skills and mental models is 0.691. This indicates that there is a
relatively strong positive relationship between individual skills and mental models. The correlation
coefficient between individual self-efficacy beliefs and the expectation of collective outcomes is -
0.353. This indicates the presence of a relatively moderate negative relationship between these two
variables.

The correlation coefficient between job enthusiasm and job self-efficacy is -0.848. This indicates
the existence of a strong positive relationship between these two variables, in the sense that
increasing job self-efficacy increases job enthusiasm. The results showed that there is a positive
and significant relationship between job enthusiasm and employee training (p < 0.01), but between
There is no significant correlation between job self-efficacy and employee training (p < 0.05),
which is discussed in the research hypotheses.

The standard and non-standard coefficients show the regression analysis of job enthusiasm and job
self-efficacy with employee training. In the second model, these coefficients show that job self-
efficacy cannot predict employee training with a regression coefficient of -0.13 (p<0.05) and job
enthusiasm with a regression coefficient of 0.71 can significantly predict employee training (p <
0.01). This finding shows that job enthusiasm is a positive predictor of employee training (Table

2).
Table 2: Regression analysis coefficients of job enthusiasm and job self-efficacy with employee
training
predictor Non-standard coefficients Standard
variables coefficients t Sig
B SD Beta coefficient
1 Constant 70.79 4.90 - 14.44  0.001
Career passion 0.70 0.07 0.52 10.67 0.001
Constant 82.67 9.68 - 8.54 0.001
2 Career passion 0.71 0.07 0.53 10.78 0.001
Job self-efficacy 0.13 0.09 -0.07 -1.42  0.16

Discussion and conclusion:

The issue of job self-efficacy and job enthusiasm plays a significant role in the improvement and
progress of the organization and the health of the workforce. Knowing the factors affecting the
motivation of employees, one of which is the training of employees in order to progress and
achieve the organization's goals, can help to improve their work and thereby cause the progress
and effectiveness of the organization's situation. Finally, the aim of the current research is to
investigate the relationship between education status, related to job enthusiasm and job self-
efficacy of employees of government organizations in Yazd province. According to the results of
the research, it was confirmed that job enthusiasm and job self-efficacy have an effect on the state
of training of employees of government organizations in Yazd province. According to the results
of the research, it was confirmed that job enthusiasm and job self-efficacy have an effect on the
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state of training of employees of government organizations in Yazd province. These findings are
in line with the results of Akbari, Pourabrahim (16) and Mirheidri et al. (23). It can be said that the
reason that the state of employee training had an effect on the job enthusiasm and job self-efficacy
of the employees of government organizations in Yazd province is that these three variables are
significantly related to each other. The training status of employees as the most important
preparatory factor has a direct effect on their job enthusiasm. When employees effectively
participate in job-related courses and training and acquire the necessary skills, they feel enhanced
and improved in their capabilities, which clearly motivates their job enthusiasm. In fact, having
the necessary skills, employees feel more in control in performing their duties, and this sense of
control and mastery helps their job self-efficacy. In other words, proper training of employees
directly leads to improvement of their job enthusiasm. On the other hand, the job passion created
in a person can have its effect on his job self-efficacy. Job enthusiasm can give employees
confidence in their abilities, and this increases their job self-efficacy and improves performance in
performing job duties. As a result, improving the training status of employees has a direct effect
on job enthusiasm and improving their job self-efficacy in government organizations of Yazd
province. This positive interaction between these three important variables can help to improve
the overall working environment, increase the performance of employees and increase the
efficiency of organizations. According to this explanation, the present study sought to respond to
the effect of job enthusiasm and job self-efficacy on the training status of employees of government
organizations in Yazd province.

Limitation: The time limit in conducting this research has had an impact on the accuracy and
comprehensiveness of the research. Social, economic and political conditions in Yazd province
may have an effect on the job enthusiasm and job self-efficacy of employees, which requires
checking and controlling the limitations related to them. Restrictions in access to employees,
permission to distribute questionnaires faced problems, which had an effect on the sampling and
generalizability of the results.

Acknowledgments: The current research is derived from the thesis of the author responsible for
the article, which was carried out at the Islamic Azad University, Yazd branch, under the guidance
of Dr. Maria Dehghan Manshadi. We hereby express our thanks and appreciation to all the
government organizations of Yazd province that have cooperated in the implementation of this
research.

References:

1. Khoshhalkalvir A, Haghighi M, Rezghirostami A.. Providing a Model for Factors
Affecting Individual Performance in Public and Private Organizations to Improve
Organizational Performance (Case Study: Public and Private Banks). Political Sociology
of Iran, 2021; 4(1): 363-394. doi: 10.30510/psi.2021.292622.1947

2. Salimi Koch Z, Barghashi H. Investigating the Relationship between Communication
Skills and Job Enthusiasm with Job Satisfaction among Fasa Elementary School Teachers.




The Relationship between Employee Training Status, Job Enthusiasm and Job Self-Efficacy ...

10.

11.

12.

13.

14.

Iranian Journal of Psychology and Behavioral Sciences, 2023; (34): 31-43.
https://psyj.ir/afile/phpEtaGX3.pdf

Assareh AR, Oza’ee N, Azimpour E.. The Relationship between Work Engagement,
Academic Optimism, and Teachers' Job Performance. Quarterly Journal of Family and
Research, 2021; 18(1): 27-46. URL.: http://qjfr.ir/article-1-1823-fa.html

Jedali M, Alavi Matin Y, Fathi R.. The effect of employees' job engagement on social
responsibility with the mediating role of their supportive behavior in Tabriz metropolitan
municipality. Journal of New Research Approaches in Management and Accounting, 2021;
5(57): 123-138. https://majournal.ir/index.php/ma/article/view/741

Shirzad |, Jalali Farahani M.. The Relationship between General Self-Efficacy and Job
Satisfaction in Iran Successful Sport Federations. Sport Management Journal, 2021; 13(1):
85-97. doi: 10.22059/jsm.2021.222318.1743

Saragih S.. The effects of job autonomy on work outcomes: Self efficacy as an intervening
variable. International Research Journal of Business Studies, 2015; 4(3): 203-124.
DOI:10.21632/irjbs.4.3.203-215.

Thies K.M., Serratt T.. Evaluating association degree nursing faculty job satisfaction.
Teaching and Learning in Nursing, 2018; 13(2): 71-74 .

https://doi.org/10.1016/j.teln.2017.12.008

Abbas Ghorbani M, Khalatbari J.. 'The mediating role of job characteristics in the
relationship between job satisfaction and self-efficacy in job decision making among
employees of Islamic Azad University of West Mazandaran’, medical journal of Mashhad
university of medical sciences, 2022; 65(1): 29-38. doi: 10.22038/mjms.2022.52502.3057
Yusnelly A, Desmawati D, Suryadi N.. Work Motivation in Improving Employee
Performance. INVEST: Journal Inovasi Bisnis Dan Akuntansi, 2023; 4(1): 178-185.
https://doi.org/10.55583/invest.v4il.477.

Aima H, Adam R, Ali H.. Model of Employee Performance: Competence Analysis and
Motivation (Case Study atPT. Bank Bukopin, Tbk Center). Leadership, 2017; 5(5): 15-27.
Bakker AB, Leiter MP. (Eds.). Work Engagement: A Handbook of Essential Theory and
Research (1st ed.). Psychology Press; 2010 https://doi.org/10.4324/9780203853047
Oldham GR, Fried Y.. Job design research and theory: Past, present and
future. Organizational Behavior and Human Decision Processes, 2016; 136: 20—
35. https://doi.org/10.1016/j.0bhdp.2016.05.002

Shabani S, Shahabadi M R, Golbabai M. Investigating the Relationship between
Educational Management Optimization and Employee Self-Efficacy. Islamic Life Style
2022: 6http://islamiclifej.com/article-1-1476-fa.html

Welbourne TM.. Engaged in What? So What? A Role-Based Perspective for the Future of
Employee Engagement. In: Wilkinson, A., Townsend, K. (eds) The Future of Employment
Relations. Palgrave Macmillan, London; 2011, https://doi.org/10.1057/9780230349421 6



https://psyj.ir/afile/phpEtaGX3.pdf
http://qjfr.ir/article-1-1823-fa.html
https://majournal.ir/index.php/ma/article/view/741
http://dx.doi.org/10.21632/irjbs.4.3.203-215
https://doi.org/10.1016/j.teln.2017.12.008
https://psycnet.apa.org/doi/10.1016/j.obhdp.2016.05.002
http://islamiclifej.com/article-1-1476-fa.html

15.

16.

17.

18.

19.

20.

21.

22.

23.

Al
Family and health Quarterly, vol14, Issue 2, Summer 2024, ISSN: 2322-3065 J l‘ } I

https://sanad.iau.ir/Journal/fhj/Article/1198258

Emmanuel A, Yusuf O, Agu AO, Francis M, lIsaac C, Leo M.. Employee voice
Management and workplace performance, a banking sector perspective, 2020; 4: 4.
DOI:10.37516/global.j.sci.eng.2020.004a

Akbari Z, Pourebrahim T.. The Effectiveness of Positive Psychology Group Training on
Job Passion and Job Motivation of Employees. Career and Organizational Counseling,
2021; 13(2): 23-34. doi: 10.48308/jcoc.2021.101519

Neefe DO.. Comparing levels of organizational learning maturity of colleges and
universities participating in traditional and non-traditional (Academic quality improvement
project) accreditation processes. Learning Organizations in Higher Education, 2001

Amin Baidokhti A, Jafari S, Mirmoghadam K.. Study the relationship between
Organizational Citizenship Behavior with Social Capital from the perspective of teachers
in the city of Shiraz. Quartely Journal of Logistics & Human Resources Management,
2015; (35): 53-76. http://harold.jrl.police.ir/article_12116.html?lang=en

Schaufeli W.B., Salanova M., Gonzalez-Roma V. Bakker A.B.. The measurement of
engagement and burnout: A two sample confirmatory factor analytic approach. Journal of
Happiness Studies, 2002; 3: 71-92.

Jenaabadi H, Nastiezaie N, Jalalzaei S. The Effect of Time Management Training on
Student’s Test Anxiety. 3 JNE, 2016; 5(1): 12-22. URL: http://jne.ir/article-1-576-fa.html
Polites G.L. Karahanna E. Shackled to the Status Quo: The Inhibiting Effects of Incum-
bent System Habit, Switching Costs, and Inertia on New System Acceptance, MIS
Quarterly, 2012; 36(1): 21-42.

Mohammadi S., Nadaf M., Roshan S.. The Impact of Emotional Intelligence and Cultural
Intelligence on Resistance to Changing Employees with the Mediating Role of
Psychological Capital. Social Psychology Research, 2020; 10(39): 140-119. doi:
10.22034/spr.2020.195157.1238

Mirheidari A, Siyadat S, Hovida R, Abedi M.. 'The Relationship of Organizational
Learning and Self — Efficacy to Work Engagement', Journal of New Approaches in
Educational Administration, 2012; 3(10): 139-154.



http://dx.doi.org/10.37516/global.j.sci.eng.2020.004a
http://jne.ir/article-1-576-fa.html

