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ABSTRACT
When people have more positive work attitudes, they may have the inclination to perform better,
display citizenship behaviors, and be absent less often and for shorter periods of time, and they are less
likely to quit their jobs within a short period of time. When workplace attitudes are more positive,
companies benefit in the form of higher safety and better customer service, as well as higher company
performance. Job performance is a person’s accomplishments of tasks listed in one’s job description. A
person’s abilities, particularly mental abilities, are the main predictor of job performance in many
occupations. How we are treated at work, the level of stress experienced at work, work attitudes, and,
to a lesser extent, our personality are also factors relating to one’s job performance. This term paper
tries to show how work attitude and behavior affects an employee’s job performance and organizational
achievement up on its objective.
Key words: -Work attitude, Work behavior, Job Satisfaction, Organizational Commitment, Job
Performance
INTRODUCTION
Work attitudes are the feelings we have toward different aspects of the work environment. Job
satisfaction and organizational commitment are two key attitudes that are the most relevant to
important outcomes. Attitudes create an intention to behave in a certain way and may predict actual
behavior under certain conditions. People develop positive work attitudes as a result of their
personality, fit with their environment, stress levels they experience, relationships they develop,
perceived fairness of their pay, company policies, interpersonal treatment, whether their psychological
contract is violated, and the presence of policies addressing work–life conflict. When people have more
positive work attitudes, they may have the inclination to perform better, display citizenship behaviors,
and be absent less often and for shorter periods of time, and they are less likely to quit their jobs within
a short period of time. When workplace attitudes are more positive, companies benefit in the form of
higher safety and better customer service, as well as higher company performance. Employees
demonstrate a wide variety of positive and negative behaviors at work. Among these behaviors, four are
critically important and have been extensively studied in the organizational behavior literature. Job
performance is a person’s accomplishments of tasks listed in one’s job description. A person’s abilities,
particularly mental abilities, are the main predictor of job performance in many occupations. How we
are treated at work, the level of stress experienced at work, work attitudes, and, to a lesser extent, our
personality are also factors relating to one’s job performance. Citizenship behaviors are tasks helpful to
the organization but are not in one’s job description. Performance of citizenship behaviors is less a
function of our abilities and more of motivation. How we are treated at work, personality, work
attitudes, and our age are the main predictors of citizenship. Among negative behaviors, absenteeism
and turnover are critically important. Health problems and work–life balance issues contribute to more
absenteeism. Poor work attitudes are also related to absenteeism, and younger employees are more
likely to be absent from work. Turnover is higher among low performers, people who have negative
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work attitudes, and those who experience a great deal of stress. Personality and youth are personal
predictors of turnover.
3. SIGNIFICANCE OBJECTIVES
-To create an awareness of an employee’s how somebody can be happy on his/her work.
-To create a clear image of the consequences of positive work attitude.
-To provide information for employees to be fit with their work environment.
4 LITRATURE REVIEW
4.1 WORK ATTITUDES
Our behavior at work often depends on how we feel about being there. Therefore, making sense of how
people behave depends on understanding their work attitudes. An attitude refers to our opinions,
beliefs, and feelings about aspects of our environment. We have attitudes toward the food we eat,
people we interact with, courses we take, and various other things. At work, two particular job attitudes
have the greatest potential to influence how we behave. These are job satisfaction and organizational
commitment. Job satisfaction refers to the feelings people have toward their job. Organizational
commitment is the emotional attachment people have toward the company they work for. There is a
high degree of overlap between job satisfaction and organizational commitment, because things that
make us happy with our job often make us more committed to the company as well. Companies believe
that these attitudes are worth tracking because they are often associated with important outcomes such
as performance, helping others, absenteeism, and turnover.How strong is the attitude-behavior link?
First of all, it depends on the attitude in question. Your attitudes toward your colleagues may influence
whether you actually help them on a project, but they may not be a good predictor of whether you will
quit your job. Second, it is worth noting that attitudes are more strongly related to intentions to behave
in a certain way, rather than actual behaviors. When you are dissatisfied with your job, you may have
the intention to leave.

WAYES TO BE HAPPY WORKER
Have a positive attitude about it. Your personality is a big part of your happiness. If you are always
looking for the negative side of everything, you will find it.
•A good fit with the job and company is important to your happiness.
•Get accurate information about the job and the company. Ask detailed questions about what life is like
in this company.
•Develop good relationships at work. Make friends. Try to get a mentor. Approach a person you admire
and attempt to build a relationship with this person.
•Pay is important, but job characteristics matter more to your job satisfaction. Don’t sacrifice the job
itself for a little bit more money.
•Be proactive in managing organizational life. If the job is stressful, cope with it by effective time
management and having a good social network, as well as being proactive in getting to the source of
stress. If you don’t have enough direction, ask for it!
•Know when to leave. If the job makes you unhappy over an extended period of time and there is little
hope of solving the problems, it may be time to look elsewhere.
Causes of Positive Work Attitudes
What makes you satisfied with your job and develop commitment to your company? People pay
attention to several aspects of their work environment, including how they are treated, the relationships
they form with colleagues and managers, and the actual work they perform.
Factors Contributing to Job Satisfaction and Organizational
Commitment
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People develop positive work attitudes as a result of their personality, fit with their environment, stress
levels they experience, relationships they develop, perceived fairness of their pay, company policies,
interpersonal treatment, whether their psychological contract is violated, and the presence of policies
addressing work–life conflict.
Personality
Can assessing the work environment fully explain how satisfied we are on the job? Interestingly, some
experts have shown that job satisfaction is not purely environmental and is partially due to our
personality. Some people have a disposition to be happy in life and at work regardless of environmental
factors.
It seems that people who have a positive affective disposition (those who have a tendency to experience
positive moods more often than negative moods) tend to be more satisfied with their jobs and more
committed to their companies, while those who have a negative disposition tend to be less satisfied and
less committed.
Person–Environment Fit
The fit between what we bring to our work environment and the environmental demands influences our
work attitudes. Therefore, person–job fit and person–organization fit are positively related to job
satisfaction and commitment. When our abilities match job demands and our values match company
values, we tend to be more satisfied with our job and more committed to the company we work
Job CharacteristicsThe presence of certain characteristics on the job seems to make employees more
satisfied and more committed. Using a variety of skills, having autonomy at work, receiving feedback on
the job, and performing a significant task are some job characteristics that are related to satisfaction
and commitment.
Psychological Contract
After accepting a job, people come to work with a set of expectations. They have an understanding of
their responsibilities and rights. In other words, they have a psychological contract with the company. A
psychological contract is an unwritten understanding about what the employee will bring to the work
environment and what the company will provide in exchange. When people do not get what they
expect, they experience a psychological contract breach, which leads to low job satisfaction and
commitment.
Organizational Justice
A strong influence over our satisfaction level is how fairly we are treated. People pay attention to the
fairness of company policies and procedures, treatment from supervisors, and pay and other rewards
they receive from the company.
Relationships at Work
Two strong predictors of our happiness at work and commitment to the company are our relationships
with coworkers and managers. The people we interact with, their degree of compassion, our level of
social acceptance in our work group, and whether we are treated with respect are all important factors
surrounding our happiness at work.
Stress
Not surprisingly, the amount of stress present in our job is related to our satisfaction and commitment.
For example, experiencing role ambiguity (vagueness in relation to what our responsibilities are), role
conflict (facing contradictory demands at work), and organizational politics, and worrying about the
security of our job are all stressors that make people dissatisfied.
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Work–Life Balance
In modern times, more employees expect to lead balanced lives, pursue hobbies, and spend more time
with their children while at the same time continuing to succeed at work. The notion of work–family
conflict is one cause of job dissatisfaction. This conflict can be particularly strong for women because of
the time necessary for pregnancy and giving birth, but men struggle with it as well. When work life
interferes with family life, we are more stressed and unhappy with our jobs.
4.2WORK BEHAVIOUR
Employees demonstrate a wide variety of positive and negative behaviors at work. Among these
behaviors, four are critically important and have been extensively studied in the organizational behavior
literature.
Job Performance
Job performance, or in-role performance, refers to the performance level on factors included in the job
description. For each job, the content of job performance may differ. Measures of job performance
include the quality and quantity of work performed by the employee, the accuracy and speed with
which the job is performed, and the overall effectiveness of the person performing the job. In many
companies, job performance determines whether a person is promoted, rewarded with pay raises, given
additional responsibilities, or fired from the job. Therefore, job performance is tracked and observed in
many organizations and is one of the main outcomes studied in the field of organizational behavior.
Organizational Citizenship Behaviors
Organizational citizenship behaviors (OCB) are voluntary behaviors employees performs to help others
and benefit the organization. Helping a new coworker understand how things work in your company,
volunteering to organize the company picnic, and providing suggestions to management about how to
improve business processes are some examples of citizenship behaviors. These behaviors contribute to
the smooth operation of business. Unlike performance, citizenship behaviors do not depend so much on
one’s abilities. Job performance, to a large extent, depends on our general mental abilities. When you
add the education, skills, knowledge, and abilities that are needed to perform well, the role of
motivation in performance becomes more limited. As a result, someone being motivated will not
necessarily translate into a person performing well. For citizenship behaviors, the motivation-behavior
link is clearer. We help others around us if we feel motivated to do so.Perhaps the most important
factor explaining our citizenship behaviors is how we are treated by the people around us. When we
have a good relationship with our manager and we are supported by management staff, when we are
treated fairly, when we are attached to our peers, and when we trust the people around us, we are
more likely to engage in citizenship behaviorsOur personality is yet another explanation for why we
perform citizenship behaviors. Personality is a modest predictor of actual job performance but a much
better predictor of citizenship. People who are conscientious, agreeable, and have positive affectivity
tend to perform citizenship Job attitudes are also moderately related to citizenship behaviors. People
who are happier at work, those who are more committed to their companies, and those who have
overall positive attitudes toward their work situation tend to perform citizenship behaviors more often
than othersInterestingly, age seems to be related to the frequency with which we demonstrate
citizenship behaviors. People who are older are better citizens. It is possible that with age, we gain more
experiences to share. It becomes easier to help others because we have more accumulated company
and life experiences.
Absenteeism
Absenteeism refers to unscheduled absences from work. Absenteeism is costly to companies because of
its unpredictable nature. When an employee has an unscheduled absence from work, companies
struggle to find replacement workers at the last minute. This may involve hiring contingent workers,
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having other employees work overtime, or scrambling to cover for an absent coworker Causes of
absenteeism some absenteeism is unavoidable and is related to health reasons. Work–life balance is
another common reason for absences. Staying home to care for a sick child or relative, attending the
wedding of a friend or relative, or skipping work to study for an exam are all common reasons for
unscheduled absences. Companies may deal with these by giving employees more flexibility in work
hours. If employees can manage their own time, they are less likely to be absent Poor work attitudes
lead to absenteeism. When employees are dissatisfied with their work or have low organizational
commitment, they are likely to be absent more often. In other words, absenteeism is caused by the
desire to avoid an unpleasant work environment in addition to related factors such as problems in job
design, lack of organizational justice, extreme levels of stress, and ineffective relations with coworkers
and supervisors. In this case, management may deal with absenteeism by investigating the causes of
dissatisfaction and dealing with them.Research shows that age is negatively related to both frequency
and duration of absenteeism. Because of reasons including higher loyalty to their company and a
stronger work ethic, older employees are less likely be absent from work.
TurnoverTurnover refers to an employee leaving an organization. Employee turnover has potentially
harmful consequences, such as poor customer service and poor companywide performance. When
employees leave, their jobs still need to be performed by someone, so companies spend time recruiting,
hiring, and training new employees, all the while suffering from lower productivity. Yet, not all turnovers
are bad. Turnover is particularly a problem when high-performing employees leave, while a poor
performer’s turnover may actually give the company a chance to improve productivity and morale.
Why do employees leave? An employee’s performance level is an important reason. People who
perform poorly are actually more likely to leave. These people may be fired or be encouraged to quit, or
they may quit because of their fear of being fired. If a company has pay-for-performance systems, poor
performers will find that they are not earning much, owing to their substandard this does not mean that
high performers will always stay with a company. Note that high performers may find it easier to find
alternative jobs, so when they are unhappy, they can afford to quit their jobs
Work attitudes are often the primary culprit in why people leave. When workers are unhappy at work,
and when they are not attached to their companies, they are more likely to leave. Loving the things they
do, being happy with the opportunities for advancement within the company, and being happy about
pay are all aspects of work attitudes relating to turnover. People are more likely to quit their jobs if they
experience stress at work as well. Stressors such as role conflict and role ambiguity drain energy and
motivate people to seek alternativesPersonality is a factor in the decision to quit one’s job. People who
are conscientious, agreeable, and emotionally stable are less likely to quit their jobs. Many explanations
are possible. People with these personality traits may perform better at work, which leads to lower quit
rates. Additionally, they may have better relations with coworkers and managers, which is a factor in
their retentionWhether we leave a job or stay also depends on our age and how long we have been
there. It seems that younger employees are more likely to leave. This is not surprising, because people
who are younger will have fewer responsibilities such as supporting a household or dependents. As a
result, they can quit a job they don’t like much more easily. Similarly, people who have been with a
company for a short period of time may quit more easily. New employees experience a lot of stress at
work, and there is usually not much keeping them in the company, such as established bonds to a
manager or colleagues. New employees may even have ongoing job interviews with other companies
when they start working; therefore, they may leave more easily.
5.
METHODOLOGY
In conducting this paper secondary data collection method is used and the data was collected from
available literatures and books.
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6.
DATA ANALYSIS
After gathering all the required and necessary data descriptive data analyzation method is used.
7.
RECOMMANDATION
It seems that happy workers have an inclination to be more engaged at work. They may want to perform
better. They may be more motivated. But there are also exceptions. Think about this: Just because you
want to perform, will you actually be a higher performer? Chances are that your skill level in performing
the job will matter If you don’t like your job, does this mean that you will reduce your performance?
Maybe up to a certain point, but there will be factors that prevent you from reducing your performance:
the fear of getting fired, the desire to get a promotion so that you can get out of the job that you dislike
so much, or your professional work ethic. As a result, we should not expect a one-to-one relationship
between satisfaction and performance. Still, the observed correlation between work attitudes and
performance is important and has practical value.Satisfied and committed people are absent less
frequently and for shorter duration, are likely to stay with a company longer, and demonstrate less
aggression at work. Just as important, people who are happy at work are happier with their lives overall.
Given that we spend so much of our waking hours at work; it is no surprise that our satisfaction with our
job is a big part of how satisfied we feel about life Given that work attitudes may give us clues as to who
will leave or stay, who will perform better, and who will be more engaged, tracking satisfaction and
commitment levels is a helpful step for companies. If there are companywide issues that make
employees unhappy and disengaged, then these issues need to be resolved
If management periodically collects these surveys but no action comes out of them, employees may
adopt a more cynical attitude and start ignoring these surveys, hampering the success of future efforts.
8.
LIMITATION
As far as limitation is concerned, there are different constraints which have an impact on the quality of
the paper but the main constraint is time.
9.
CONCLUSION
Work attitudes are our feelings toward our company and job. Job satisfaction and organizational
commitment are related to many outcomes of interest, such as absenteeism, performance, and
turnover. Therefore, companies track feelings toward work and try to create more positive attitudes.
The main behaviors that contribute to organizational effectiveness are job performance, citizenship
behaviors, absenteeism, and turnover. These behaviors are affected by a complex blend of personality
and situational factors,
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