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Workplace Attitudes
Job attitudes (e.g., job satisfaction, organisational commitment), is the enduring predisposition, to sense and act in a positive or negative manner regarding some object, person or ideas. Attitudes are the emotional state and principles that define how employees will observe the environment and in due course conduct themselves (Judge and Kammeyer-Mueller, 2012). According to Eagly & Chaiken (1993, p. 1) “A psychological tendency that is expressed by evaluating a particular entity with some degree of favour or disfavour” is one the most broadly acknowledged description of attitudes. There are two types of attitudes:

· Positive attitudes – job involvement, job satisfaction, organisational commitment, respect and helpfulness etc.

· Negative attitudes – lack of job involvement, job dissatisfaction and low organisational commitment, lack of respect and unhelpfulness etc.

Five most important Job Attitudes:

1. Job Involvement
Signifies to the extent to which a person distinguishes with the employment, enthusiastically contributes in it, and considers performance significant to pride. Job Involvement can be explained basically as the amount to which an employee’s principles are recognised with their work (Riipinen, 1997). Through more amount of job involvement, employees would put extra energy into their work.

2. Job Satisfaction
Job satisfaction is a paramount work attitude in organisational behaviour as it influences many types of behaviours and promotes to the health of the employees. It was for a while believed that there was slight deep-rooted association amongst employee satisfaction and performance (e.g. Judge et al., 2001; Vroom, 1969), but new study has established that contented employees are more immersed in work positions and have greater job satisfaction (Cambré et al., 2012; Harrison et al., 2006; Taris and Schreurs, 2009).

3. Organisational Commitment
Indicates the amount to which an employee distinguishes themselves with the aims of the organisation they work for. There are many definitions of organisational commitment contingent on which scholars are involved in the research. According to Porter, Steers, Mowaday and Boulian (1974) they recognised three important mechanisms of organisational commitment definition as follows (1) a robust faith in and approval of the organisation's aims, (2) an inclination to utilise substantial energy on behalf of the organisation, and (3) a certain aspiration to preserve organisational association.

4. Respect
Respect can be expressed as concern for self and of others, including thought for other employee’s privacy, beliefs and personality. Observed research evokes that workplace impoliteness can damage the organization’s success mindful its negative associations with employee job satisfaction, work energy, motivation, ingenuity, commitment, and performance (King et al., 2011; Porath & Pearson, 2013).

5. Helpfulness
Helping others has revealed to be advantageous on numerous points. Employees can benefit from an amplified logic of purpose in their life. It can boost their approachability in the organisation and make the employee much more of an asset to the organisation. Helpfulness returns kindness, empathy, caring and worry for others (Chervinskaya, 2008).
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Satisfied employees:
· Go beyond of the call of duty
· Have outstanding job reports
· Enthusiastically pursue quality
· Better safety performance
· High productivity

	
Dissatisfied employees engage in:
· Mental withdrawal
· Physical withdrawal
· Aggression
· High absenteeism
· Less Productivity
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