
The Influence of Attitudes Between Colleagues on Job Satisfaction: A Quantitative Study
Abstract
Purpose
This study looks at how the way colleagues treat and interact with each other affects job satisfaction. Since employees spend a lot of time with their colleagues, positive relationships at work can influence how happy and comfortable people feel in their jobs. The study explores whether supportive and respectful behavior improves job satisfaction and whether negative behavior reduces it.
Design/Methodology/Approach
The target population consists of employees working in HBAT organizations. A sample size for this study is 400 samples from secondary dataset in the moodle. The secondary data is collected from HBAT Employment Retention survey and coding frame. There are two variables which is independent variable and dependent variable. In this study, independent variable is attitudes between colleagues and dependent variable is job satisfaction. Findings. The responses are analyzed using descriptive statistics, Pearson correlation and significance hypothesis testing to understand the connection between the two variables using the software SPSS version 30. Variables  are tested their reliability by Cronbach Alpha.
Findings
The results showed that positive relationships among colleagues are linked to higher job satisfaction. Although the relationship was statistically significant, it was not very strong, which suggests that job satisfaction is influenced by several factors.
Practical Implications
Organizations should encourage teamwork, respect, and healthy communication to create a more positive workplace environment.
Originality/Value
The study highlights how everyday coworker interactions can shape employees’ overall work experience.
Keywords- Job Satisfaction, Colleague Relationships, Workplace Attitudes, Employee Satisfaction, Work Environment, Interpersonal Relationships, Employee Well-being, Workplace Interaction, Organizational Behavior
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1.Introduction
Job satisfaction has become an important topic in organizational research because it influences how employees feel about their work, their level of motivation, and their overall performance. In simple terms, job satisfaction refers to the positive feelings employees have toward their job based on their experiences and expectations (Locke, 1976). When employees feel satisfied with their work, they are more likely to be productive, committed to their organization, and willing to contribute positively to the workplace environment. One important factor that can influence job satisfaction is attitudes within the workplace. Organizational attitudes involves the exchange of trust, respect, support  among employees and managers. Effective communication helps employees understand their roles, coordinate tasks, and build stronger relationships with others in the organization. When attitudes is clear and open, it can create a supportive work environment where employees feel valued and understood (Verčič & Špoljarić, 2017). Among the different types of attitudes in organizations between colleagues plays a particularly important role. According to Ajzen and Fishbein (1980), attitudes shape individuals’ intentions and behaviours, meaning that how employees think and feel about their coworkers can affect communication, teamwork, trust, and workplace experiences. A commonly used framework for understanding attitudes is the ABC Model of Attitude, which explains attitudes through affective, behavioural, and cognitive components. The affective component focuses on emotions and feelings employees have toward colleagues, such as respect, trust, empathy, friendship, irritation, or resentment. This dimension is supported by Affective Events Theory (Weiss & Cropanzano, 1996), which suggests that daily workplace interactions create emotional responses that influence employee attitudes and job satisfaction. Positive emotional experiences, such as feeling valued and supported by colleagues, can improve satisfaction, while conflict and negative interactions may reduce it. The behavioural component refers to the actions and responses employees show toward coworkers, including cooperation, helping behaviour, knowledge sharing, avoidance, or workplace hostility. Employees spend a significant amount of time interacting with their co-workers while completing daily tasks, solving problems, and sharing information. Positive attitudes among colleagues can help build trust, improve teamwork, and create a sense of belonging within the workplace. When employees feel comfortable communicating with their colleagues, it often leads to better collaboration and a more positive work atmosphere (De Nobile, 2017). Effective communication between colleagues contributes to stronger collaboration and creates a more positive work atmosphere (De Nobile, 2017). Previous research has shown that effective attitudes and communication in organizations are closely related to job satisfaction, and employees who experience open and supportive workplace interactions tend to report higher levels of job satisfaction (De Nobile, 2017). It helps reduce misunderstandings, provides opportunities for feedback, and allows employees to express their ideas and concerns. These factors contribute to a healthier work environment and a more positive employee experience. Furthermore, a good attitudes between colleagues can also help reduce workplace stress and conflict. When employees acts to communicate openly and respectfully, they are more likely to resolve issues quickly and support each other in completing their tasks. This supportive environment can improve employees’ overall attitudes toward their jobs and increase their satisfaction at work (De Nobile, 2017). Although many studies have examined communication in organizations, much of the research has focused on communication between managers and employees. However, attitudes between colleagues are also an essential part of the daily work experience. Understanding how behaviors among colleagues influences job satisfaction can provide useful insights for organizations that aim to improve employee well-being and workplace relationships. In today’s working environment, employees spend a large part of their daily lives interacting with their colleagues. Because of this, the relationships and attitudes shared between coworkers can strongly influence how employees feel about their jobs. A workplace where colleagues treat each other with respect, communicate openly, and provide support often creates a positive atmosphere that encourages motivation and satisfaction. In contrast, negative attitudes such as conflict, lack of cooperation, gossip, or disrespect can create stress and reduce employees’ enthusiasm for their work.
Job satisfaction refers to how happy and fulfilled employees feel in their jobs. It is an important factor in every organization because satisfied employees are generally more productive, committed, and willing to remain with their employer (Locke, 1976; Judge & Kammeyer-Mueller, 2012). Researchers have found that positive coworker relationships play a major role in improving employees’ emotional well-being and job satisfaction. When employees feel supported by their colleagues, they are more likely to enjoy their work and feel connected to the organization (Ducharme & Martin, 2000). Friendly and cooperative relationships at work also help employees reduce stress and improve teamwork, leading to a healthier work environment (Winstead et al., 1995).On the other hand, poor relationships between colleagues can negatively affect employee morale and satisfaction. Workplace tension, unhealthy competition, and lack of support may lead to frustration, stress, and even intentions to leave the organization. According to Morrison (2015), negative workplace relationships are closely linked to lower job satisfaction and weaker organizational commitment. This shows that the attitudes employees display toward one another are not only personal matters but also organizational concerns that can influence overall workplace performance. The purpose of this quantitative study is to explore how attitudes between colleagues influence job satisfaction among employees. The study will use quantitative research methods, such as questionnaires and statistical analysis, to measure the relationship between coworker attitudes and levels of job satisfaction. By understanding this relationship, organizations may be able to create strategies that encourage positive interactions, strengthen teamwork, and improve employee satisfaction in the workplace.











2.Literature Review
Job satisfaction is a key idea in organizational behavior and generally refers to how positively people feel about their jobs. In simple terms, it is the sense of fulfillment or happiness employees get from their work and their overall experience in the workplace (Locke, 1976). It is not just one single feeling; rather, it includes how people think about their job, how they feel about it, and how they act as a result (Judge & Kammeyer-Mueller, 2012). Several factors shape job satisfaction, such as pay, leadership, and working conditions. However, one of the most important and sometimes overlooked factors is the relationship employees have with their colleagues. The way coworkers treat each other can strongly influence how people feel about their job (De Nobile, 2017). Employee attitudes play a big role here. These attitudes are the opinions and judgments people form about their work, their coworkers, and the organization as a whole. They develop over time through daily interactions and experiences (Ajzen & Fishbein, 1980). When employees have positive relationships with their colleagues built on trust, respect, and teamwork, they are more likely to feel satisfied and engaged at work (Blau, 1964). On the other hand, negative interactions, such as conflict, lack of communication, or distrust, can quickly lead to frustration and dissatisfaction (Judge & Kammeyer-Mueller, 2012). Research consistently shows that supportive coworker relationships can significantly boost job satisfaction, and support from colleagues can sometimes be just as important as support from managers (Chiaburu & Harrison, 2008). A friendly and cooperative work environment not only improves collaboration but also helps employees feel more emotionally supported and valued (De Nobile, 2017). The impact of colleague relationships can also be understood through Affective Events Theory, which suggests that everyday workplace interactions shape employees’ emotions and, in turn, their overall job satisfaction (Weiss & Cropanzano, 1996). Positive interactions create positive emotions, making employees feel happier and more connected to their work, while negative interactions may cause stress, frustration, and even burnout (Weiss & Cropanzano, 1996). When workplace relationships become toxic, characterized by hostility, poor communication, or lack of support, employees may feel emotionally drained, less committed to their organization, and more likely to consider leaving their jobs (Judge & Kammeyer-Mueller, 2012). Overall, the attitudes employees have toward one another do not just affect day-to-day experiences; they play a major role in shaping overall job satisfaction. This is why organizations need to pay attention not only to policies and leadership but also to the quality of interpersonal relationships within teams, as recent research continues to highlight the importance of workplace relationships in influencing job satisfaction (Chiaburu & Harrison, 2008).For example, Rai and Agarwal (2020) found that positive coworker relationships significantly improve employee well-being and job satisfaction, particularly in collaborative work environments. Their study showed that employees who experience mutual respect and support from colleagues are more engaged and productive. Similarly, Abun et al. (2021) reported that interpersonal relationships in the workplace have a direct and positive effect on job satisfaction. Their findings suggest that employees who perceive their colleagues as friendly and cooperative tend to have more positive attitudes toward their jobs. A more recent study by Nisar et al. (2022) emphasized that workplace relationships, including trust and communication among colleagues, are strong predictors of job satisfaction. The study also highlighted that poor relationships can lead to dissatisfaction, stress, and reduced organizational commitment. According to Bulińska-Stangrecka and Iddagoda (2020), a supportive work environment enhances positive interactions among employees, which in turn increases job satisfaction. Their study showed that organizations that promote teamwork and collaboration tend to have more satisfied employees. In another study, Ampofo et al. (2023) found that workplace relationships significantly influence employee morale and satisfaction. They concluded that positive peer attitudes create a sense of belonging, which is essential for maintaining high levels of job satisfaction. For instance, Jain and Duggal (2021) found that emotional intelligence plays a key role in maintaining positive relationships among colleagues. Employees with higher emotional intelligence are better able to manage conflicts and maintain positive attitudes, which leads to higher job satisfaction. Additionally, Lee and Kim (2023) showed that psychological safety where employees feel safe to express themselves without fear enhances positive interactions among colleagues. This, in turn, increases job satisfaction and reduces workplace stress. Wang et al. (2021) found that remote work can weaken interpersonal relationships if not managed properly, leading to lower job satisfaction. However, strong communication and virtual collaboration tools can help maintain positive colleague attitudes. Similarly, Contreras et al. (2020) highlighted that maintaining trust and communication in remote teams is essential for sustaining job satisfaction. Employees who feel connected to their colleagues even virtually report higher satisfaction levels. Recent research continues to strengthen the argument that attitudes between colleagues are a key driver of job satisfaction, especially in modern, dynamic workplaces. A recent quantitative study by Bai and Zhou (2025) examined how coworker support affects job satisfaction and found that positive support from colleagues significantly increases job satisfaction while reducing work–family conflict and turnover intentions. This study is particularly important because it shows that colleague attitudes do not just influence satisfaction directly, but also indirectly by reducing stress and personal-life conflicts.. Similarly, Gašić et al. (2025) examined the relationship between flexible work arrangements, employee stress, and job satisfaction, finding that job satisfaction serves as an important mediating factor between working conditions and employee well-being. Their research suggests that supportive and positive workplace environments help employees manage stress more effectively, particularly in modern work settings where flexibility, remote work, and changing job demands can increase feelings of uncertainty or isolation. Although the study did not focus exclusively on coworker relationships, the findings indicate that positive interactions with colleagues contribute significantly to employees’ ability to cope with workplace pressures and maintain higher levels of satisfaction. The study highlights that employees who experience supportive communication, cooperation, and understanding from coworkers are more likely to feel emotionally supported during stressful situations. Positive coworker relationships can reduce feelings of burnout and work-related tension by creating a sense of belonging and teamwork. Employees who receive encouragement, assistance, and constructive feedback from colleagues are better able to adapt to demanding work conditions and maintain positive attitudes toward their jobs. In contrast, poor workplace relationships or lack of social support may intensify stress and reduce employee satisfaction, even in organizations that offer flexible work arrangements. Gašić et al.’s findings therefore reinforce the idea that social interactions among colleagues remain essential for employee well-being, regardless of changes in workplace structure or work flexibility. For instance, Wu and Lv (2024) found that positive social exchange relationships within teams significantly improve employee outcomes such as collaboration, innovation, and attitudes at work. This supports the idea that when colleagues treat each other with trust, fairness, and respect, employees develop more positive attitudes, which leads to higher job satisfaction. This aligns with earlier theories like Social Exchange Theory but provides stronger, quantitative evidence from recent data, reinforcing the importance of peer relationships in today’s organizations. Workplace relationships refer to the interactions and social connections among employees within an organization. These relationships are essential for collaboration, communication, and achieving organizational goals (Chiaburu & Harrison, 2008). Empirical research indicates that positive coworker relationships are strong predictors of job satisfaction (Bella, 2023).Similarly, workplace interactions contribute to employees’ perceptions of their work environment, which directly impacts satisfaction levels. Supportive relationships foster a sense of belonging and improve overall job attitudes (Park et al., 2017).Positive coworker attitudes such as trust, cooperation, and mutual respect play a vital role in enhancing job satisfaction. Research shows that employees who experience supportive peer relationships report higher levels of satisfaction due to increased emotional and instrumental support (Naz et al., 2020).Additionally, social capital theory suggests that strong interpersonal relationships create value through trust and shared understanding, which positively influences job satisfaction (Park et al., 2017). Employees working in collaborative environments are more likely to feel engaged and motivated, leading to improved job satisfaction. Effective communication is another key factor influencing coworker relationships. Clear and open communication fosters trust and reduces misunderstandings, thereby improving job satisfaction (Curado et al., 2022). Additionally, recent research increasingly utilizes advanced methods such as structural equation modeling (SEM) to analyze complex relationships involving mediating variables (Springer Review, 2026). Job satisfaction influenced by coworker attitudes leads to several organizational outcomes. Positive outcomes include increased employee performance, higher engagement, and improved service quality (Lin & Lin, 2015). Workplace relationships are increasingly recognized as fundamental to organizational functioning. Contemporary research argues that the quality of work is deeply tied to the quality of interpersonal relationships among employees, with communication acting as the central mechanism shaping these relationships (Sias & Shin, 2019). Coworker attitudes defined as employees’ affective and cognitive evaluations of their colleagues are considered a core component of job satisfaction. Early frameworks of job satisfaction measurement include coworker relations as a key facet, alongside pay, supervision, and work itself (Smith et al., 1969, as discussed in later studies). Empirical evidence shows that coworker satisfaction fluctuates daily and has a direct positive relationship with job satisfaction, suggesting that attitudes between colleagues are not only important but also dynamic (Ilies et al., 2010). Research in workplace environments shows that poor interpersonal dynamics can significantly undermine employee morale and satisfaction, even when other job conditions are favorable (Wood, 1994). Recent quantitative research indicates that workplace relationships remain important even in remote settings. Poor relationships and lack of inclusion are associated with lower job satisfaction, especially among marginalized groups (Rodgers et al., 2026). Interpersonal relationships in the workplace have gained increasing attention as a determinant of employee attitudes and well-being. Scholars argue that employees spend a substantial portion of their time interacting with colleagues, making these relationships a central aspect of the work experience (Dutton & Heaphy, 2003). Research shows that coworker support is positively associated with job satisfaction. For instance, a study by Caplan et al. (1975) found that social support from colleagues reduces work-related stress and enhances employee well-being.More recent quantitative research by Humphrey et al. (2007) indicates that social aspects of work, including coworker interactions, significantly contribute to job satisfaction beyond task-related factors. This suggests that job satisfaction is not solely driven by job design but also by interpersonal dynamics. Research by Karen A. Jehn (1995) demonstrates that relationship conflict within teams negatively affects satisfaction, while task-related cooperation improves it.Additionally, Sigal G. Barsade (2002) found that emotional contagion within groups influences individual job satisfaction, meaning that coworkers’ attitudes can spread and shape the overall emotional climate of the workplace.Amy C. Edmondson (1999) found that teams with higher psychological safety report greater job satisfaction and engagement. Positive coworker attitudes contribute to this environment by encouraging openness and trust. Similarly, Cortina et al. (2001) found that employees who experience workplace incivility report lower job satisfaction and higher psychological distress, highlighting the importance of addressing negative coworker attitudes. Dirks and Ferrin (2002) conducted a comprehensive meta-analysis examining the role of trust within organizational settings and found that trust in workplace relationships is strongly linked to employee job satisfaction, organizational commitment, and positive work attitudes. Their research demonstrates that when employees trust their colleagues and leaders, they are more likely to feel psychologically safe, valued, and supported within the organization. Trust reduces uncertainty in workplace interactions and encourages employees to collaborate openly, share ideas, and rely on one another for assistance. As a result, employees experience lower levels of stress and conflict, which contributes to greater job satisfaction and emotional well-being.The study further explains that trust enhances cooperation and teamwork because employees feel confident that their coworkers will act fairly, honestly, and competently. In high-trust environments, employees are more willing to communicate openly, engage in problem-solving, and participate in organizational activities without fear of exploitation or criticism. This supportive atmosphere increases employee motivation and strengthens interpersonal relationships, ultimately improving workplace morale and satisfaction. Conversely, low levels of trust can create suspicion, insecurity, and workplace tension, leading to dissatisfaction, reduced collaboration, and weaker organizational commitment. Dirks and Ferrin’s findings therefore highlight trust as a critical foundation for healthy coworker relationships and positive employee experiences. Similarly, Roderick M. Kramer (1999) argues that communication quality plays a central role in the development and maintenance of trust within organizations. According to Kramer, trust is built through consistent, open, and honest communication between employees and their coworkers or supervisors. Effective communication allows employees to exchange information clearly, understand organizational expectations, and develop mutual understanding, all of which strengthen workplace relationships. Frequent and transparent communication also reduces uncertainty and misunderstandings, helping employees feel more connected and secure in their work environment.Kramer further suggests that positive communication patterns encourage employees to perceive their coworkers as reliable, cooperative, and supportive. When employees communicate respectfully and share feedback constructively, stronger interpersonal bonds are formed, leading to improved teamwork and higher levels of satisfaction. In contrast, poor communication, lack of transparency, or inconsistent messaging can damage trust and create confusion, conflict, and emotional distance among employees. Such negative communication environments may weaken relationships and reduce job satisfaction. Kramer’s research therefore emphasizes that trust and communication are closely interconnected, and together they significantly influence employee attitudes, collaboration, and overall workplace satisfaction. Research by Wong and Law (2002) shows that EI is positively related to job satisfaction through improved interpersonal interactions. Research by Hofstede (2001) highlights that cultural values shape workplace interactions and expectations. Research by Grant M. Spreitzer and Jane E. Dutton (2005) highlights that relational work environments significantly influence employees’ psychological experiences, including job satisfaction. These scholars argue that positive interpersonal interactions foster meaningful work experiences, while negative interactions diminish them. Barry Schwartz (2011) emphasizes that employee well-being is strongly influenced by the quality of social relationships within the workplace. His research suggests that individuals derive a sense of meaning, identity, and emotional fulfillment from positive interactions with coworkers, supervisors, and teams. While salary and financial rewards remain important, Schwartz argues that social connection, recognition, mutual respect, and a sense of belonging often have a greater long-term impact on job satisfaction and psychological well-being. Employees who work in supportive social environments are more likely to experience motivation, engagement, and commitment to their organizations. In contrast, workplaces characterized by isolation, conflict, or weak interpersonal relationships can reduce morale and negatively affect overall satisfaction, even when compensation is high. Schwartz’s perspective highlights that work is not only an economic activity but also a deeply social experience that shapes employees’ emotional and mental well-being.Similarly, Gerald R. Salancik and Jeffrey Pfeffer (1978), through their Social Information Processing Theory, explain that employees do not form attitudes about their jobs solely based on objective job conditions such as salary, workload, or policies. Instead, employees actively interpret their work environment through social interactions and cues received from coworkers and supervisors. According to this theory, individuals observe how colleagues react to workplace situations and use these reactions to shape their own perceptions and attitudes. For example, when coworkers express enthusiasm, cooperation, and optimism, employees are more likely to perceive their jobs positively and experience greater job satisfaction. Conversely, when employees are surrounded by negative attitudes, complaints, or workplace tension, they may begin to interpret their own jobs more negatively, even if their actual working conditions remain unchanged. Salancik and Pfeffer’s work demonstrates that workplace attitudes are socially constructed and continuously influenced by interpersonal communication. Coworkers therefore play a critical role in shaping organizational climate, employee morale, and satisfaction levels. Positive social environments encourage trust, collaboration, emotional support, and stronger organizational commitment, whereas negative social interactions can increase stress, dissatisfaction, and turnover intentions. Their research reinforces the idea that employee satisfaction is not determined only by individual experiences but also by the broader social context in which employees work. George B. Graen and Mary Uhl-Bien (1995) suggest that high-quality leader relationships create positive group dynamics, which spill over into coworker interactions. Additionally, Talya N. Bauer and Berrin Erdogan (2015) found that employees working in high-quality exchange environments experience stronger coworker relationships, greater organizational support, and higher levels of job satisfaction. Their research is grounded in social exchange theory, which explains that workplace relationships develop through reciprocal interactions based on trust, respect, cooperation, and mutual support. According to Bauer and Erdogan, when employees perceive that they are treated fairly and valued by both supervisors and colleagues, they are more likely to respond with positive attitudes, stronger commitment, and increased satisfaction with their jobs.The researchers emphasize that high-quality workplace exchanges encourage open communication, teamwork, and collaboration among employees. In supportive environments, coworkers are more willing to share information, provide assistance, and offer emotional support during challenging tasks or stressful situations. These positive interactions create a sense of belonging and psychological safety, allowing employees to feel more comfortable expressing ideas, participating in group activities, and building meaningful professional relationships. As a result, employees develop stronger attachment to their organizations and experience greater motivation and satisfaction in their work.
 Research by Daniel J. Brass (1985) demonstrates that informal networks and friendships significantly influence job attitudes. Terence R. Mitchell et al. (2001) define job embeddedness as the extent to which employees are connected to their organization through links, fit, and sacrifice. Research by Jerald Greenberg (1990) shows that organizational justice affects how employees interact with each other. When employees perceive fairness, they are more likely to develop positive attitudes toward colleagues Burnout is another important outcome linked to coworker attitudes. Christina Maslach and Michael P. Leiter (1997) identify interpersonal conflict as a major contributor to burnout. Ikujiro Nonaka’s 1994 research argues that organizational knowledge is created through dynamic social interaction, particularly through the exchange between tacit knowledge (personal, experience-based knowledge) and explicit knowledge (formalized information). His work highlights that collaboration, dialogue, and shared experiences are central to innovation and organizational learning.Robin J. Ely’s 1995 research found that inclusive and supportive workplace environments contribute to more positive coworker relationships, stronger trust, and higher levels of employee job satisfaction. Her findings suggest that diversity alone is insufficient unless organizations also foster cultures where employees feel respected and included.
3.Research Gap
When looking at previous studies, it becomes clear that a lot of attention has been given to how managers and leaders affect employee job satisfaction. However, the everyday interactions employees have with their colleagues are often overlooked, even though these relationships play a major role in the work experience. There is still limited research that focuses specifically on how colleagues’ attitudes toward one another influence job satisfaction. In addition, many studies tend to group workplace relationships into one broad category instead of examining the different types of attitudes employees may experience. For example, positive behaviors like teamwork and encouragement are rarely studied alongside negative behaviors such as competition, exclusion or lack of cooperation in a detailed way. Furthermore, most existing studies are conducted at a single point in time and do not show how colleague attitudes may influence job satisfaction over a longer period. Because of these gaps, quantitative research is needed to better understand how attitudes between colleagues shape employees’ job satisfaction, especially in today’s evolving work environments.
4.Importance of the Research
This research is important because it looks at something employees deal with every day how their colleagues treat them at work. While a lot of attention is usually given to managers and leadership, the way coworkers interact with each other can also strongly When colleagues are supportive, respectful and easy to work with, it can make the workplace more positive and enjoyable. This often leads to higher job satisfaction, better motivation and improved performance. On the other hand, negative attitudes like conflict, lack of respect, or poor communication can make work stressful and reduce satisfaction. This study is useful for organizations because it can help them understand why employee relationships matter. It can also guide managers in creating a better work environment by encouraging teamwork and positive interactions. Overall, this research helps show that small, everyday interactions between colleagues can have a big impact on how satisfied people feel at work. This study is important because relationships between colleagues can greatly affect how employees feel about their jobs. In most workplaces, employees spend many hours working and communicating with their coworkers every day. As a result, the attitudes people show toward one another whether positive or negative can influence the overall working environment and employees’ level of job satisfaction. When colleagues treat each other with respect, support, and understanding, employees are more likely to feel comfortable, motivated, and happy at work. Positive relationships can encourage teamwork, reduce stress, and make the workplace more enjoyable. Employees who feel supported by their coworkers often perform better and develop a stronger commitment to their organization. In contrast, negative attitudes such as poor communication, conflict, disrespect, or unhealthy competition can create tension in the workplace and reduce employee satisfaction. The study is also important for organizations because job satisfaction plays a major role in employee productivity, performance, and retention. Employees who are satisfied with their jobs are more likely to remain loyal to the organization and contribute positively to its success. By understanding how colleague attitudes influence job satisfaction, organizations can create better workplace policies and encourage healthier relationships among employees. Furthermore, this quantitative study will provide useful information through measurable data and statistical analysis. The findings may help managers and human resource professionals identify ways to improve workplace relationships, such as promoting teamwork, effective communication, and conflict resolution. It may also guide organizations in creating a more positive and supportive work environment. Lastly, this study adds value to existing research on workplace behavior and employee satisfaction. It can serve as a helpful resource for future researchers who are interested in studying employee relationships, organizational culture, and workplace well-being. Overall, the study emphasizes that positive attitudes between colleagues are not only beneficial for employees but are also essential for the success and growth of organizations.

5.Aim
The aim of this study is to explore how the way colleagues treat and interact with each other influence the satisfaction people feel in their jobs. It focuses on everyday attitudes in the workplace such as being supportive, respectful, positive or, on the other hand, negative and difficult. By looking at these behaviors and comparing them with how happy employees say they are at work, the study aims to understand whether better relationships between colleagues lead to greater job satisfaction. Overall, the research hopes to highlight the importance of a positive work environment and show how simple changes in attitude can make a big difference in how people feel about their jobs.

6.Objectives
1.To measure the level of attitudes between colleagues in the workplace.
2.To measure the level of job satisfaction among colleagues in the organization. 
3.To examine the relationship between attitudes among colleagues and their job satisfaction. 
7.Research Questions
1. How do colleagues feel about the way they attitude with each other at work?
2.What is the current level of job satisfaction among colleagues within the organization?
3.Is there a significant relationship between attitudes among colleagues and employees’ job satisfaction?
8.Theory
The theory identified for this study is the Social Exchange Theory (SET), originally proposed by Homans (1958). SET suggests that social interactions are based on a system of exchanges where individuals provide benefits to others with the expectation of receiving rewards in return. In the context of the workplace, positive communication and supportive interactions among colleagues create a sense of trust, reciprocity, and belonging, which can enhance employees’ job satisfaction (Cropanzano & Mitchell, 2005). This theory is particularly useful for this study because it helps to measure the effectiveness of peer-to-peer communication which can influence colleague’s attitudes toward their jobs satisfaction.










9.Conceptual Framework

 Independent Variable for this study: Attitudes Between Colleagues
AT1: Happiness level with the work of colleagues
AT2: Feelings level among colleagues
AT3: Activity level with colleagues on days off
AT4: Similarity level among colleagues
Dependent Variable: Job Satisfaction
JSA1: Level of job satisfaction
JSA2: Satisfaction felt when thinking about the job
JSA3: Satisfaction with current job at HBAT
JSA4: Satisfaction with HBAT as an employer
JSA5: Overall satisfaction with current job at HBAT
Demographic Variable:
Age (categorized demographic variable)
10.Conceptual Framework Model
	          Attitudes Between Colleagues
                    (Independent Variable)
    ------------------------------------------------
    |              |              |               |
   AT1            AT2            AT3             AT4      
    ------------------------------------------------
                           ↓
                     Job Satisfaction
                    (Dependent Variable)
    ------------------------------------------------
    |              |              |       |        |
   JSA1           JSA2           JSA3    JSA4     JSA5
    ------------------------------------------------

                 Age (Demographic Variable)
                     [Control Variable]



This study examines the influence of attitudes between colleagues on job satisfaction among employees at HBAT. In this framework, attitudes between colleagues serve as the independent variable, measured through employees’ happiness with colleagues’ work, feelings toward colleagues, interactions outside work and perceived similarity with coworkers (AT1–AT4). Job satisfaction acts as the dependent variable, assessed through employees’ general job satisfaction, satisfaction when thinking about their job, satisfaction with their current role, satisfaction with HBAT as an employer, and overall satisfaction level (JSA1–JSA5). Additionally, age is included as a demographic control variable to account for potential differences in job satisfaction across age groups. The framework assumes that positive attitudes and relationships among colleagues are likely to contribute to higher levels of job satisfaction.

Statement of Hypothesis
Let us consider the following hypothesis,
H0: There is no relationship between attitudes among colleagues and their job satisfaction
H1: There is relationship between attitudes among colleagues and their job satisfaction


11.Research Methodology
11.1. Research Design
This study adopts a quantitative research approach to examine how attitudes between colleagues influence job satisfaction. A descriptive and correlational design is used, as the study aims to measure relationships between variables rather than manipulate them.
Population and Sample
The target population consists of employees working in HBAT organizations. A sample size for this study is 400 samples from secondary dataset in the moodle. The secondary data is collected from HBAT Employment Retention survey and coding frame. There are two variables which is independent variable and dependent variable. In this study, independent variable is attitudes between colleagues and dependent variable is job satisfaction. The questionnaire is divided into sections such as demographic information (age, experience), attitudes between colleagues job satisfaction level. 
	Attitudes Towards Colleagues

	AT1 is happiness level with the work of the colleagues 

	AT2 is feelings level among colleagues.

	AT3 is the activity level with the colleagues on days off.

	AT4 is the similarity level among colleagues.

	Job Satisfaction,

	JSA1 is the level of job satisfaction.

	JSA2 is the satisfaction level for the job to be felt when think of that job.

	JSA3 is to be satisfied with current job at HBAT.

	JSA4 is to be satisfied are with HBAT as an employer

	JSA5 is the indication for the satisfaction with current job with HBAT by placing in the blank with 0% is not satisfied at all and 100% is highly satisfied.

	Variable Description

	AT1 has 5-pt. Not Happy, Somewhat Happy, Happy, Very Happy, Extremely Happy

	AT2 has 7-pt. Very Unfavorable, Unfavorable, Somewhat Unfavorable, Neutral, Somewhat Favorable, Favorable, Very Favorable

	AT3 has 5-pt. Never, Rarely, Occasionally, Often, Very often

	AT4 has 6-pt. Not At All Similar, Slightly Similar, Somewhat Similar, Moderately Similar, Similar, Very Similar

	JSA1has 0-10, Strongly Disagree-Strongly Agree

	JSA2 has 7-pt Not at all satisfied-Very much satisfied

	JSA3 has 7-pt Very dissatisfied-very satisfied

	JSA4 has 5-pt. Not At All Satisfied, A Little Satisfied, Average Satisfaction, Satisfied At Lot, Very Much Satisfied

	JSA5 has 0-100 pt. Not Satisfied At All-Highly Satisfied

	Demographic variable, Age is categorized in 



This study looks at employees’ attitudes toward their colleagues, job satisfaction, and basic demographic information such as age. Employees’ attitudes toward colleagues are measured through four areas: how happy they are with the work of their colleagues (AT1), their general feelings toward coworkers (AT2), how often they spend time or engage in activities with colleagues outside of work (AT3), and how similar they feel they are to their colleagues (AT4). These responses are collected using rating scales that range from negative to positive experiences, such as not happy to extremely happy or very unfavorable to very favorable. Job satisfaction is measured using five indicators that explore employees’ overall feelings about their jobs and workplace. These include their general satisfaction with their job (JSA1), how satisfied they feel when thinking about their job (JSA2), satisfaction with their current role at HBAT (JSA3), satisfaction with HBAT as an employer (JSA4), and an overall rating of job satisfaction on a scale from 0% (not satisfied at all) to 100% (highly satisfied) (JSA5). Together, these variables help provide a fuller understanding of how employees feel about their coworkers, their workplace, and their overall work experience. 

11.2. Data Analysis Techniques
The data is analyzed by using statistical methods, such as Descriptive statistics (mean, median, frequency) to summarize data, Correlation analysis to examine the relationship between colleague attitudes and job satisfaction Statistical software such as SPSS is used for analysis.
Reliability and Validity
To ensure reliability, a Cronbach’s Alpha test is conducted to check internal consistency of the questionnaire. Validity is maintained by adapting questions from previously established studies and ensuring they align with the research objectives.

	Reliability Statistics

	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	.891
	.894
	4




	Item Statistics

	
	Mean
	Std. Deviation
	N

	AT1
	2.76
	1.394
	400

	AT2
	3.55
	1.726
	400

	AT3
	2.78
	1.419
	400

	AT4
	3.21
	1.611
	400




	Summary Item Statistics

	
	Mean
	Minimum
	Maximum
	Range
	Maximum / Minimum
	Variance
	N of Items

	Item Means
	3.075
	2.760
	3.553
	.793
	1.287
	.145
	4

	Item Variances
	2.383
	1.942
	2.980
	1.037
	1.534
	.244
	4




	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Squared Multiple Correlation
	Cronbach's Alpha if Item Deleted

	AT1
	9.54
	17.788
	.764
	.586
	.860

	AT2
	8.75
	15.382
	.764
	.585
	.861

	AT3
	9.53
	17.493
	.775
	.602
	.856

	AT4
	9.09
	16.291
	.756
	.572
	.861




	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	12.30
	28.712
	5.358
	4




	Reliability Statistics

	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	.281
	.844
	5




	Item Statistics

	
	Mean
	Std. Deviation
	N

	JSA1
	4.20
	1.339
	400

	JSA2
	4.20
	1.370
	400

	JSA3
	3.22
	1.316
	400

	JSA4
	2.67
	1.281
	400

	JSA5
	54.83
	20.599
	400




	Summary Item Statistics

	
	Mean
	Minimum
	Maximum
	Range
	Maximum / Minimum
	Variance
	N of Items

	Item Means
	13.823
	2.668
	54.832
	52.165
	20.556
	525.988
	5

	Item Variances
	86.269
	1.641
	424.303
	422.662
	258.557
	35708.460
	5




	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Squared Multiple Correlation
	Cronbach's Alpha if Item Deleted

	JSA1
	64.92
	518.873
	.586
	.448
	.230

	JSA2
	64.91
	517.287
	.598
	.453
	.226

	JSA3
	65.90
	523.897
	.511
	.384
	.240

	JSA4
	66.45
	522.507
	.551
	.411
	.237

	JSA5
	14.28
	17.988
	.653
	.433
	.811




	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	69.11
	556.402
	23.588
	5



Based on the reliability test, Cronbach’s alpha for AT1 to AT4 is greater than 0.7 but for the job satisfaction, all of are lower than 0.7 except JSA5 which Cronbach’s alpha is greater than 0.7.We removed JSA1 to JSA4 from the data analysis.

12. Findings and Data Analysis
Objective 1,
measuring the level of attitudes between colleagues

	Statistics

	
	AT1
	AT2
	AT3
	AT4

	N
	Valid
	400
	400
	400
	400

	
	Missing
	0
	0
	0
	0

	Mean
	2.76
	3.55
	2.78
	3.21

	Median
	3.00
	4.00
	3.00
	3.00




	Variable
	Response Category
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	AT1
	Not Happy
	100
	25.0
	25.0
	25.0

	
	Somewhat Happy
	86
	21.5
	21.5
	46.5

	
	Happy
	85
	21.3
	21.3
	67.8

	
	Very Happy
	68
	17.0
	17.0
	84.8

	
	Extremely Happy
	61
	15.3
	15.3
	100.0

	
	Total
	400
	100.0
	100.0
	

	AT2
	Very Unfavorable
	67
	16.8
	16.8
	16.8

	
	2
	64
	16.0
	16.0
	32.8

	
	3
	64
	16.0
	16.0
	48.8

	
	4
	57
	14.2
	14.2
	63.0

	
	5
	82
	20.5
	20.5
	83.5

	
	6
	66
	16.5
	16.5
	100.0

	
	Total
	400
	100.0
	100.0
	

	AT3
	Never
	104
	26.0
	26.0
	26.0

	
	Rarely
	78
	19.5
	19.5
	45.5

	
	Occasionally
	89
	22.3
	22.3
	67.8

	
	Often
	62
	15.5
	15.5
	83.3

	
	Very Often
	67
	16.8
	16.8
	100.0

	
	Total
	400
	100.0
	100.0
	

	AT4
	Not At All Similar
	77
	19.3
	19.3
	19.3

	
	2
	74
	18.5
	18.5
	37.8

	
	3
	74
	18.5
	18.5
	56.3

	
	4
	78
	19.5
	19.5
	75.8

	
	5
	56
	14.0
	14.0
	89.8

	
	Very Similar
	41
	10.3
	10.3
	100.0

	
	Total
	400
	100.0
	100.0
	



Objective 2, measuring the level of job satisfaction among colleagues in the organization
	
	Correlations

	
	JSA5
	Age

	JSA5
	Pearson Correlation
	1
	.115*

	
	Sig. (2-tailed)
	
	.021

	
	N
	400
	400

	Age
	Pearson Correlation
	.115*
	1

	
	Sig. (2-tailed)
	.021
	

	
	N
	400
	400

	*. Correlation is significant at the 0.05 level (2-tailed).



Objective 3, examining the relationship between attitudes among colleagues and their job satisfaction. 
Correlations

	
	AT1
	JSA5

	AT1
	Pearson Correlation
	1
	.111*

	
	Sig. (2-tailed)
	
	.027

	
	N
	400
	400

	JSA5
	Pearson Correlation
	.111*
	1

	
	Sig. (2-tailed)
	.027
	

	
	N
	400
	400

	*. Correlation is significant at the 0.05 level (2-tailed).




	Correlations

	
	JSA5
	AT4

	JSA5
	Pearson Correlation
	1
	.116*

	
	Sig. (2-tailed)
	
	.020

	
	N
	400
	400

	AT4
	Pearson Correlation
	.116*
	1

	
	Sig. (2-tailed)
	.020
	

	
	N
	400
	400

	*. Correlation is significant at the 0.05 level (2-tailed).





From the data analysis we know, the data is based on 400 valid responses for all four variables (AT1–AT4), with no missing values, which strengthens the reliability of the analysis. Overall, the mean scores for the variables range from 2.76 to 3.55, suggesting moderate responses across all items rather than extreme opinions.
AT1 (Happiness level):
The mean score is 2.76 with a median of 3, indicating that, on average, respondents feel slightly above neutral. However, the distribution shows that 25% of respondents are not happy, About 43% fall into somewhat happy or happy, Around 32% report very or extremely happy.
AT2 (Favorable attitude):
This variable has the highest mean (3.55) and a median of 4, indicating generally more positive perceptions. The responses are fairly spread out, but a larger proportion falls on the favorable side (ratings 4 to 6). This suggests that, overall, respondents lean toward a more positive evaluation in this area.
AT3 (Frequency-related measure):
The mean score (2.78) and median (3) indicate moderate frequency. A significant portion of respondents (45.5%) report “never” or “rarely,” while about 32% report “often” or “very often.” This shows that the behavior or experience being measured is not consistently frequent for many respondents.
AT4 (Similarity perception):
With a mean of 3.21 and a median of 3, responses are centered around neutrality. Most responses fall in the middle categories (2 to 4), suggesting that respondents neither strongly identify nor strongly disagree with the statement. Only a small percentage (10.3%) selected “very similar,” indicating weaker strong agreement.
The results show a small positive relationship between JSA5 and age. The correlation value is 0.115, which means that as age increases, JSA5 tends to increase slightly as well. However, this relationship is very weak, so age does not strongly influence JSA5.The significance value (p=0.021) is less than 0.05, which means the relationship is statistically significant
The analysis shows a positive relationship between attitudes among colleagues (AT1 and AT4) and job satisfaction (JSA5). For AT1 and JSA5, the correlation coefficient is 0.111, with a significance value of 0.027. For AT4 and JSA5, the correlation coefficient is 0.116, with a significance value of 0.020. In both cases, the p-values are less than 0.05, which means the relationships are statistically significant. 
Null Hypothesis (H₀): There is no relationship between attitudes among colleagues and job satisfaction.
Alternative Hypothesis (H₁): There is a relationship between attitudes among colleagues and job satisfaction.
Since both results are statistically significant (p < 0.05), we reject the null hypothesis (H₀) and accept the alternative hypothesis (H₁).


13.Discussion
Objective 1,
The overall results indicate moderate attitudes and perceptions across all variables, with no extreme positive or negative trends dominating the data. Most of the respondents show high level of happiness (AT1).AT2 stands out as the most positive dimension, suggesting that respondents generally hold favorable views in that area.AT3 reveals inconsistency, indicating that the measured behavior or experience does not occur regularly for many individuals.AT4 reflects neutrality, with most respondents showing neither strong agreement nor disagreement. This suggest that the overall environment or experience is not strongly positive. 
Objective 2,
The relationship between age and JSA5 is statistically significant, it is very weak in practical terms. This means that while older individuals may show slightly higher levels of JSA5, age is not a major factor in explaining differences in JSA5.
Objective 3,
The results show that attitudes among colleagues do have a significant impact on job satisfaction. In practical terms, this means that better relationships with colleagues are linked to higher job satisfaction.

14.Conclusion
This study shows that the way colleagues treat and interact with each other can affect how satisfied employees feel with their jobs. Positive relationships at work is linked with higher job satisfaction. Although the relationship is not very strong, the results still show that everyday interactions between coworkers matter in shaping employees’ experiences at work. FromAT1 The findings also suggest that most respondents are happy among colleagues.AT2 reflects the most positive responses, while AT3 and AT4 shows that some workplace behaviors and experiences are not consistently positive for everyone. In addition, age has a small but significant connection with job satisfaction, meaning older employees tends to feel slightly more satisfied with their jobs. From the previous study,it highlights the importance of building a healthy and positive work environment. Encouraging teamwork, good communication and respectful relationships among colleagues can help employees feel more comfortable, motivated and satisfied in their workplace.


15.Reflection
Working on this study help me to understand workplace relationships in a much deeper way. Before starting this research, I thought job satisfaction mainly depended on things like salary, workload, or promotions. However, after studying the attitudes between colleagues and analyzing the findings, I realize that the way coworkers treat and interact with each other can have a strong influence on how satisfied employees feel in their jobs. Based on my conceptual framework, I focuse on four areas of employees’ attitudes toward colleagues, including happiness with coworkers’ work, general feelings toward colleagues, social interaction outside work and perceived similarity with coworkers. Looking at the findings, I notice that most employees showe moderate attitudes overall, which means the workplace environment is not extremely positive or negative. This make me think that in many workplaces, people may not always feel very strongly about their colleagues, but they still manage to work together professionally. One finding that stand out to me is AT2, where employees generally have favorable views toward their coworkers. This suggests that having positive attitudes and mutual respect among colleagues can create a better working atmosphere. I also find it encouraging that most respondents report being happy with their colleagues’ work (AT1), as this may help improve teamwork and reduce workplace stress. At the same time, the findings for AT3 and AT4 make me think differently about workplace relationships. Since AT3 show inconsistency in spending time with colleagues outside of work, I realize that employees do not necessarily need to be close friends outside the workplace to work well together. Professional respect and cooperation during work hours may be enough to maintain a good working relationship. Similarly, the neutral responses in AT4 show that employees do not always need to share the same personalities, interests or backgrounds to function effectively as a team. Another interesting part of the findings is the relationship between age and overall job satisfaction (JSA5). Although the results show a statistically significant relationship, it is very weak in practical terms. This help me to understand that age alone does not strongly determine whether employees feel satisfied in their jobs. Instead, many other factors, especially workplace experiences and relationships, likely have a greater influence. The most meaningful finding for me was Objective 3, which show that attitudes among colleagues significantly affect job satisfaction. This result make me realize how important workplace relationships really are. When employees have better relationships, communicate positively, and support each other, they are more likely to feel happy and satisfied at work. On the other hand, poor attitudes between colleagues can negatively affect the workplace environment and reduce job satisfaction. Overall, this study is a valuable learning experience for me. It helpes me better understand how relationships at work can shape employee satisfaction and teach me the importance of using data to support conclusions. Most importantly, it shows me that a positive and respectful workplace environment can make a big difference in employees’ overall work experience.
Top of Form

Bottom of Form
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