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ARTICLEINFO ABSTRACT

The study sought to investigate how employees' attitudes toward their work influence their
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Introduction

Businesses vie for distinction in a competitive landscape by cultivating a competitive workforce.
While upskilling is crucial, fostering positive work behaviors is equally vital (Lee et al., 2016; Idrees et
al., 2022; Youssef & Luthans, 2007; Cascio, 2006).

Behavior stems from attitude, comprising cognitive, affective, and conative aspects (Ajzen, 1993;
Myers, 2013; Perloff, 2013; Liska, 1974). Positive attitudes drive positive behavior, underscoring the
importance of attitude management (Ortmeyer, 1949).
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Despite its significance, attitude management often gets overlooked in organizational management
(Cabrera & Estacio, 2022; Rahiman & Kodikal, 2017; Brayfield & Crockett, 1955). This neglect
jeopardizes organizational performance (Stackhouse et al., 2022).

The study explored how employees' attitudes toward work shape their organizational commitment,
bridging a research gap and furnishing actionable insights for management.

Sections include: introduction, literature review, methodology, data presentation, results and
discussion, and conclusion.

Literature review

The literature review aims to gather insights from past research on the subject and establish the study's
theories. By examining existing literature, the researcher can build a solid understanding of the topic
and develop guiding theories. The review will be organized thematically according to the study's focus.

The concept of attitude and attitude toward work and its effect on work performance

Attitude, as defined by Merriam-Webster and the Cambridge Dictionary, encompasses mental and
emotional positions toward objects, people, or events. Allport (1935) underscored its centrality in
social psychology, defining it as a set of beliefs, emotions, and behaviors shaped by experience.
Titchener (1910) and Koftka (1935) emphasized its role in driving behavior, while Thurstone (1929)
viewed it as a force behind actions.

Applied to work, attitude influences behavioral intentions and performance. Aries and Rizqi (2013)
characterized it as workers' feelings, beliefs, and judgments toward the work environment. Onal (2015),
cited by Akcay et al. (2016), viewed it as tendencies shaped by work evaluations. Aligning with Ajzen
(1993), Myers (2013), Perloff (2016), and Liska (1974), it encompasses cognitive, affective, and
conative responses affecting behavior.

Research corroborates the link between attitude toward work and performance. Abun et al. (2021)
found a correlation, while Abdalkrim and Elhalim (2016) observed impacts on job satisfaction. Akcay
et al. (2016) similarly noted the influence of employees' work attitudes. Management interventions
targeting attitude can enhance performance, satisfaction, and commitment (Borst et al., 2020).
Addressing negative attitudes is crucial for performance improvement (Menon & Priyadarshini, 2018),
as a positive attitude fosters employee performance (Almeida et al., 2012).

Organizational commitment

Commitment, whether to a cause, activity, or organization, encompasses dedication and loyalty.
Leonard (2009) emphasizes its psychological dimension as a state of mind binding individuals to
actions, echoed by Ajayi and Muraina (2016) and Ceylan (2020), who highlight emotional attachment
and self-identification. Meyer and Allen (1991) and Porters et al. (1974) reinforce this view, linking
commitment to decisions on organizational membership and identification with the organization. This

psychological perspective is echoed by Idris and Manganaro (2017), Herrera and Heras-Rosas (2021),
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and Greenberg and Baron (2008).

Organizational commitment entails a psychological contract, posited by Rousseau (1995), reflecting
reciprocal obligations and benefits in the employee-organization relationship. This contract influences
employee behavior, delineated into relational and transactional dimensions (MacNeil, 1985).
Relational contracts entail emotional exchange and loyalty based on expectations, while transactional
contracts revolve around economic exchange.

Research by Fischer and Mansell (2009), Mathieu and Zajac (1990), Meyer et al. (2002), and Solinger
et al. (2008) underscores the impact of organizational commitment on job satisfaction, involvement,
and retention. Higher levels of commitment correlate with decreased turnover rates, reduced

absenteeism, organizational citizenship behavior, and improved well-being (Angle & Perry, 1981;
Mathieu & Zajac, 1990; Meyer et al., 2002; Solinger et al., 2008).

Dimensions of organizational commitment: Affective, continuance and normative
commitment

Scholars agree that organizational commitment isn't simple; it is made up of several parts. Morrow
(1993) broke it down into attitude and behavior. Attitude is about how someone feels about their job,
like loyalty and attachment, while behavior is about what they do. This view aligns with Meyer, Allen,
and Gellatly (1990), who see attitude as a positive judgment about the organization, reflecting in
actions as Ajzen (1993) suggests. Best (1994) and Reicher (1985) add that commitment shows when
people are dedicated to their tasks and the group they're part of within the organization. O'Reilly (1989)
says commitment is shown through involvement, loyalty, and believing in the organization's values.

From this concept, scholars like Meyer and Allen (1997) proposed three dimensions: affective,
continuance, and normative commitment. Affective commitment is emotional attachment to the
organization, which motivates employees to work harder (Johnson & Chang, 2006). Continuance
commitment happens when someone believes staying is better than leaving because of costs and
benefits (Allen & Meyer, 1990). Normative commitment is about feeling morally obligated to stay
(Allen & Meyer, 1990; Muhammad et al., 2021).

OReilly and Chatman (1986) added three more dimensions: compliance, identification, and
internalization. Compliance is when people work for rewards, like continuance commitment.
Identification and internalization are about feeling connected to the organization, like affective
commitment. Wechsler and Balfour (1996) also identified three dimensions: identification, affiliation,
and exchange. Again, these overlap with Meyer and Allen's dimensions.

Since Meyer and Allen's dimensions encompass the others, this paper uses their framework for
studying organizational commitment: affective, continuance, and normative commitment.

Research questions

The study aims to investigate the interplay of attitude toward work and organizational commitment. It
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particularly answered the following questions:
1. What is the attitude of employees toward work in terms of:
1.1. cognitive attitude and
1.2. affective attitude?

2. What is the organizational commitment of employees along with
2.1. affective commitment,
2.2. continuance commitment, and
2.3. normative commitment?

3. Isthere a relationship between attitude toward work and organizational commitment?
Hypothesis

Human attitudes can shape how they behave towards specific things. Positive or negative attitudes can
impact how someone acts towards those things. This study suggests that employees' attitudes towards
their work can influence their commitment to the organization.

Scope and delimitation

The study limits its investigation to the attitude of employees toward work, specifically cognitive and
affective attitude and organizational commitment along with affective, continuance and normative
commitment. The population is limited to the employees of the institution.

Research methodology

The study is quantitative and uses a descriptive and correlational research design. It focuses on Divine
Word College of Laoag and its employees. Questionnaires are used to collect data, and descriptive and
inferential statistics, like weighted mean and Pearson r, are employed for analysis. Data collection
involved sending a letter to the President for permission to distribute questionnaires, which were
collected through employees' representatives. Ethical review was waived due to the research's lack of
sensitive human issues.

The following ranges of values with their descriptive interpretation will be used:

Statistical Range Descriptive Interpretation
4.21-5.00 Strongly Agree/Very High
3.41-4.20 Agree/High
2.61-3.40 Somewhat Agree/Moderate
1.81-2.60 Disagree/Low
1.00-1.80 Strongly Disagree/Very Low

Data presentation and analysis

The data are presented following the statement of the problems.
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1. What is the attitude of employees toward work in terms of:
1.1. cognitive attitude and
1.2. affective attitude

Table 1: Attitude of employees toward work in terms of cognitive and affective attitude.

Indicator Mean | DI
Cognitive attitude
I know my work 4.06 |High
I believe that I can perform my work easily 3.92 |High
I have been in the work for quite some time 3.87 |High
I am familiar with all the details of my work 3.89 |High
I have the skills to carry out my work 391 |High
I can carry out my work without the help of others 3.73 |High
Composite Mean 3.90 |High
Affective attitude
I am happy with my work 3.87 |High
I am always eager to show up for work 3.81 |High
My work gives me satisfaction 3.84 |High
I feel good because I can perform my work 3.88 |High
My work is important to me 3.93 |High
My work gives me a sense of meaning 3.97 |High
Composite Mean 3.88 |High
Overall Mean 3.98 |High
Source: Rosenberg and Hovland (1960)
Legend:
Statistical Range Descriptive Interpretation

4.21-5.00 Strongly Agree/Very High

3.41-4.20 Agree/High

2.61-3.40 Somewhat Agree/Moderate

1.81-2.60 Disagree/Low

1.00-1.80 Strongly Disagree/Very Low

The data in the table shows that employees generally have a positive attitude towards work, with both cognitive
and affective aspects rated as "agree/high" with an overall mean rating of 3.98. This indicates that their attitude
towards work is high, neither very low nor moderate. Specifically, employees feel confident in their abilities and
skills to perform their work independently, as they have gained experience over time. This high cognitive
attitude towards work boosts their self-efficacy, according to Abun et al. (2021). Additionally, employee’s
express happiness and satisfaction with their work, which motivates them to perform well and gives purpose to
their lives. This positive affective attitude towards work also enhances employee performance, as noted by
Abun et al. (2021).

2. What is the organizational commitment of employees along with:
2.1. affective commitment
864
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2.2. continuance commitment
2.3. normative commitment

Table 2: Organizational commitment

Indicator Mean DI
Affective commitment

I would be very happy to spend the rest of my career in this organization 3.89 |High
I feel as if this organization's problems are my own 3.75 High
I feel like 'part of my family at this organization 3.71 [High
I feel 'emotionally attached to this organization 3.73 |High
This organization has a great deal of personal meaning for me. 3.88 [High
I feel a strong sense of belonging to this organization 3.67 [High
Composite Mean 3.77 |High
Continuance commitment

It would be very hard for me to leave my job at this organization right now even if I High
wanted to 3.74

Too much of my life would be disrupted if I left my organization 3.48 |High
Right now, staying with my job at this organization is a matter of necessity as much High
as desire 3.64

[ believe I have too few options to consider leaving this organization 3.63 High
One of the few negative consequences of leaving my job at this organization would High
be the scarcity of available alternatives elsewhere. 3.56

One of the major reasons I continue to work for this organization is that leaving High
would require considerable personal sacrifice 3.69
Composite Mean 3.62 [High
Normative commitment

[ must remain with my organization. 3.64 [High
Even if it were to my advantage, I do not feel it would be right to leave. 3.50 [High
[ would feel guilty if I left this organization now 3.62 |High
This organization deserves my loyalty 3.73  High
[ would not leave my organization right now because of my sense of obligationtoit 3.74 [High
I owe a great deal to this organization. 3.84 |High
Composite Mean 3.68 [High
Overall Mean 3.69 [High

Source: Meyer and Allen (1997).

The data from the table reveals that overall, employees show a high level of organizational
commitment, including affective, continuance, and normative commitment, with an overall mean rating
of 3.69, interpreted as "agree/high". This suggests that their commitment is substantial, neither very low
nor moderate. When examining each dimension separately, they all received similarly high mean

ratings (3.77, 3.62, and 3.68).

865




Abun et al., Divine Word International Journal of Management and Humanities 3(2)(2024) 860-873

Regarding affective commitment, employees feel emotionally connected to the institution, seeing it as
part of their family and providing meaning to their lives (Sinaga et al., 2019). This emotional
attachment leads to better observation and analysis of work-related issues.

Concerning continuance commitment, employees acknowledge that leaving the job would be difficult
due to the disruption it would cause in their lives and the scarcity of opportunities elsewhere. They also
feel obligated to stay with the institution, even if it may not be in their best interest, out of loyalty
(Khan et al., 2016; Kasoge, 2019).

While affective and continuance commitment positively impact job performance and satisfaction,
normative commitment does not (Igbomor & Ogbuma, 2024).

Problem 3. Is there a relationship between attitude toward work and organizational
commitment?

Table 3: Correlation table

Affective Continuance [Normative Overall
commitment [commitment [commitment |[commitment
Cognitive attitude  [Pearson correlation 416" 351" .041 331"
Sig. (2-tailed) .000 .000 .610 .000
Affective attitude  [Pearson correlation 3217 396" 035 312%
Sig. (2-tailed) .000 .000 .658 .000
Overall attitude Pearson correlation 393" 400™ 041 343
Sig. (2-tailed) .000 .000 611 .000

**p<0.01

The table shows a significant positive relationship (r=0.343, p<.01) between attitude toward work and
organizational commitment. This means that individuals with more positive work attitudes tend to
have higher organizational commitment levels.

Breaking down work attitudes, both cognitive and affective dimensions correlate positively with
certain aspects of organizational commitment. Cognitive attitude correlates positively with affective
(r=0.321, p<.01) and continuance (r=0.416, p<.01) commitment. Similarly, affective attitude correlates
positively with affective (r=0.396, p<.01) and continuance (r=0.351, p<.01) commitment.

However, the normative component of commitment doesn't show significant relationships with
cognitive or affective attitudes toward work, nor with overall attitude. The correlation values for
normative commitment range from 0.041 to 0.035, with p-values greater than .05. This suggests that
individuals' sense of obligation to their organization may not strongly depend on their cognitive or
affective work attitudes.
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In summary, while cognitive and affective work attitudes are linked to affective and continuance
commitment, the normative commitment seems somewhat independent. This underscores the
multidimensional nature of organizational commitment and its relationship with work attitudes.

Result and discussions

Organizational performance is linked to various factors within the workforce, not just salaries and
benefits. Stackhouse et al. (2022) emphasize the importance of organizational commitment in this
regard. Studies by Meyer et al. (1989) and Yousef (2000) have shown that employees' commitment
significantly impacts organizational performance. This commitment is influenced not only by tangible
rewards but also by employees' attitudes toward their work.

The current study highlights that employees' cognitive and affective attitudes toward their work affect
their organizational commitment, particularly in terms of affective and continuance commitment. This
means that when employees understand and enjoy their work, they are more likely to feel loyal to the
organization and stay with it. Therefore, management faces the challenge of investing in training and
development to enhance employees' skills and knowledge, while also providing the necessary resources
and effective leadership to foster employees' enjoyment and satisfaction with their work.

Conclusion

The study investigated how employees' feelings about their work affect their commitment to the
organization. It found that employees generally have positive attitudes toward their work, especially in
terms of affective and cognitive aspects. Their commitment to the organization is also high. The
correlation analysis revealed a significant link between employees' work attitudes and their
commitment to the organization. This suggests that to strengthen organizational commitment, it's
important to improve employees' attitudes toward their work, especially their cognitive and affective
attitudes.
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