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Abstract

The purpose of this paper is to examine the causes of poor attitude to work. The past decades have been characterized by 
unpredictable fluctuations in workers poor attitude. Organizations are faced with poor level of attitudes such as Erratic provision 
of services has become an increasing persistent problem facing the corporation and seriously affecting the general public,
Careless and casual handling of the existing tools and machines and General nonchalant attitude of staff in the discharge of their 
duties. What are the causes? This crucial and yet unresolved questions has been and is still a source of concern to the owners,
customers and members of the community as a whole and is critical for continuous research. Correspondingly, the review of the
literature signifies a momentous shortage in this area of research. This study will empirically analyse the causes of poor attitude
to work and is enriched by mixed methods such as questionnaire surveys and indepth interviews with respondents from various
sectors. An aggregate of 70 questionnaires were analyzed. Furthermore, interviews with 11 staff were conducted. Poor attitude to
work has a negative impact on productivity level of the organizations in Malaysia. Some of the prominent findings revealed that 
Malaysian workers widely held view that Poor Motivation, Inadequate Training and Development and Job Insecurity are the
possible causes of poor attitude to work. The findings may not claim to be exhaustive and conclusive, in view of other contextual 
and external factors that might not have been addressed.  Nevertheless, an organization cannot prosper well, succeed, grow or 
even survive without adequately addressing the issue of poor attitude. This paper provides some insights and practical
implications to management of corporations, as a matter of priority to formulate intervention and policies to that effect.
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1. Introduction

Workers are expected to portray good attitude to their customers both within and outside the organization.
Attitude towards work has a great importance on organizational development, because of this; poor attitude has been
and is still a source of concern to owners, regulators, customers and some co-workers. Consequently, in a
professional work setting, poor attitude can affect everyone and cause conflicts among workers. In some instances
poor attitude might be ignored by the majority of the workers and a good worker with a slight poor attitude does not
affect the corporff ation. According to [1] worker regardless of his discipline, have a moral attitude to play in an
organization.
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Poor attitude to work might include laziness, rudeness, tardiness, rumour mongering or any other activity or 
behaviour that deter the overall organizational goals and objectives. [2] Stated that if one worker begins 
complaining his discontent might spread to other workers. Hence poor attitude can have a detriment effect on work, 
causing workers to become apathetic and despondent which would resulted to occurrence of mistakes more often, 
and output would likely to be down. Most at times, group of workers can cause poor attitude to work by underlying 
for general discontent. Furthermore, involvement of human beings in running the affairs of any formal corporation 
is of significant importance, many writers have highlighted that workers are one of the primary element aspect that 
promote organizational effectiveness. [3] Stated that instead o

corporations demand. Many other factors may cause poor attitude to work such as external factors, work culture and 
machine condition. 

It is obvious that some  organizations are faced with poor level of attitudes such as Erratic provision of services 
has become an increasing persistent problem facing the corporation and seriously affecting the general public, 
Careless and casual handling of the existing tools and machines and General nonchalant attitude of staff in the 
discharge of their duties. In an attempt to conceptualize critically and on concrete basis on why there is poor attitude 
by workers towards the corporations, it is necessary to analyze and examine the causes of poor attitude to work. The 
rest of the paper contains, Prior researches related to the study, Methodology, Findings and Conclusion. 

2. Literature Review 

2.1. Causes of Poor Attitude to Work 

In an attempt to analyze the causes of poor attitude to work, several researches have been done before on workers 
attitude. [4] Mentioned attitude as an antecedent of behavioural intention. Work related attitudes such as job 
involvement and organizational commitment has a positive relationship with employees work behaviours [5]. [6] 
Found that 
attitude will reduce the workers interest in their works, become sensitive, arising communication problem and 
caused unhappy feeling which in turn causing negative work outcome. Attitudes toward real life work play a vital 
role in the translation of aggressive feelings into aggressive behaviour [7]. 

It is a clear fact that, if Malaysian society must survive, people must work. The working culture however, varies 
from society to society and also from organization to organization. [8] Suggested that People are seeking many new 
ways of live that is meaningful and less complicated. This new lifestyle actually has an impact on how an employee 
must be motivated and managed. [9] found that 
may be more influenced by their affective attitudes towards to the organization, which is their level of affective 
commitment to the organization and alternative employment opportunities available. Thus, the workers response to 
his work is the definition of situation he found himself [10]. 

However, a study by [11] revealed that organizational incentive in form of rewards; penalties and sanctions 
improve workers compliance. [12] Stressed that more impact could be expected from the internal incentives 
established by the organization. In a research conducted among Malaysian Workers by [13] showed that the 
implication on the level of job satisfaction among workers consists of Human Resource Management System, 
opportunities, leadership and policies. Based on the study of [14] the effects of worker productivity, commitment, 
leadership style, organizational success, and well-being in general, are key in promoting qualities that are 
instrumental in guiding an organization to job satisfaction. Managers need to foster intrapersonal, interpersonal, 
stress management, general mood and adaptability and effectively guide employees through the use of these skills. 
Similarly, in the words of [15] The consistency in the results suggest that staff motivation in both public and private 
organizations is prioritized by the employers leading to mutual gains to both parties  job satisfaction to employees 

their motivation and work performance [16]. 
Training and Development is an important aspect that must take place in most of the organization for the purpose 

of achieving the desired goals and objectives. Training of workers is frequently used as a means to address negative 
attitude and increase performance. [17] Indicated that the complexity of modern jobs requires the workers to be 
properly trained than in the past. In other words, training and retraining is quite often necessary for new and existing 
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workers in order to adapt with their new skills or jobs that rapidly and consistently changing with influx of new 
technologies. [18] Efforts are being made to measure the effect of training on workers and identifying factors which 
contribute to effective training. Hence, all organization must have a training program to ensure that their workers are 
introduced to the higher level of skills and knowledge. In a study conducted on The Effectiveness of Training in the 
Public Service by [19] suggested that public sector organizations had increase their concern with regards to the 
effectiveness of training and development since it is critical to enhanced on-the-job performance in order to achieve 
Key Performance Indicators (KPI) for each employees. [20] emphasized that adequate motivation to learn 
(Training) should be seen as a crucial aspect of the organizational training system where motivating individuals to 
learn up to date knowledge, skills, abilities and have good moral values (attitude) may strongly upgrade subsequent 
positive personal outcomes (e.g., satisfaction, performance, commitment, trust and good work ethics). Hence, these 
positive outcomes may lead employees to achieve and support both organizational and Human Resource 

[21]. However, inadequate or denial of workers participation in training program 
might lead them to develop poor attitude and perceptions that are against the overall goals and objectives of the 
organization. With the transformation of knowledge society, training and development has been identified as a 
strategic tool for competitive positioning [22]. The importance of giving adequate training to workers can never be 
overlooked because it is the part that needs to be focused, emphasized and concerned upon. Training can be 
considered as ineffective if the targeted group of workers is deterred from gaining access to it. Inadequate training 
assessment and analysis is due to lack of expertise and it is irrespective of the size of firms [23]. 

Furthermore, organizations in many countries have embarked on reformation, restructuring, layoff and 
downsizing in order to reduce labor cost and improve profitability. [24] Defined job insecurity as a subjective 

highly connected with job satisfaction. [25] found that lack of job satisfaction is among the factors that contribute to 

faced with the challenges of insecurity to their job. [26] Restructuring of organization through mergers, workers laid 
off and closing of companies has impact on thousands of workers worldwide through unemployment. Perception of 
potential threat to continuity in his or her current job (Poor attitude) is a product of workers interpretations of job 
insecurity and reactions to changes concerning their jobs. In the research of Employment Security as Moderator on 

and Well Being by [27] found that if the workers perceived 
that their job security was threatened and in jeopardy, this will affect their job satisfaction and well-being, thus, 
affecting their job performance. Likewise, [28] disclose that the more the workers experienced job insecurity the 
more it caused job dissatisfaction and increased physical symptom thus job insecurity have more extreme effect on 
individual than employment security. The findings of the study of [29] indicated that there is a negative relationship 
between job stress and job satisfaction. Today poor attitude among workers is an important problem almost every 
country suffers from. Even though, reasons might be attached to different perception of workers on the security of 
their job, it seems to be a great factor in every part of the world.  

However, workers perception may depend on the number of considerations such as labour market characteristics, 
family responsibility, age, gender e.t.c. [30] highlighted that Restructuring, downsizing or redesigning The new job 
responsibilities may include new tasks, technologies, and job specifications (knowledge, skills). The rationale 
behind the motive of increasing job insecurity can be resulted from technology, internationalization of capital, 
demographic change and government policies. Based on this angle, the contemporary business world is witnessing 
hard period from both workers and owners. [31] Mentioned that job insecurity is one of the most significant 
variables of worker satisfaction which express the general attitude of the workers towards their job. In organizations 
where workers are threatening with job insecurity, it is difficult to talk about social order, positive attitude, peace 
and stability [32]. Nevertheless, job insecurity is possible to introduce workers into severe consequences that affect 
their overall life situation and their performance in the organization. 

3. Methodology 

Researcher has Interviewed and administered questionnaire to the respondents in collecting data. It has taken 
place at Faculty of Cognitive Sciences and Human Resource Development (FCSHD), Universiti Malaysia Sarawak, 
94300 Kota Samarahan, Sarawak. The population of this research comprised workers of both public and private 
sector organizations in Sarawak Malaysia. This will cover many organizations, which is the total strength of workers 
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as a whole. The researcher Interviewed 11 informants and administered 70 questionnaires to workers of both public 
and private sector organizations in Sarwak-Malaysia, which were all duly completed and returned. Stratified random 
sampling method is used in data collection process. However, the sample size has been obtained through the model 
developed by [33]. 

 3.1. Research Instruments 

3.1.1. Interview 

The interview session was conducted to explore the re
 

3.1.2. Questionnaire      

The items of the questionnaire were adapt, adopt and modified through readings of previous related literature 
{[34], [35], [36], [37], [5] and [6]}. The questionnaire comprises close-ended questions and is further divided into 

Poor 
Motivation, Inadequate Training and Development and Job Insecurity are contained. The measurement scales that 
are used to measure those statements are ordinal in nature. Consequently, the format for these statements is based on 
Likert-type rating scales. 

4. Empirical Findings 

4.1. Correlation between Causes of Poor Attitude to Work 

The researcher wanted to know if there was any relationship between Poor motivation, Inadequate Training and 
Development, Job Insecurity and Work. The Independent variables were Poor motivation, Inadequate Training and 
Development, Job Insecurity which were all ordinal variables, and the Dependent Variable is work. Thus, the 
appropriate test to respond to hypothesis was Pearson correlation coefficient. 

4.1.1. Poor Motivation and Work 

: There is significant relationship between poor-motivation and work 

Table 1. Pearson Correlation between Poor Motivation and Work 

Independent Variables Pearson Correlation (r) Significant (2 tailed), p 
Poor Motivation 0.781 0.000 

 
Preliminary analyses were performed to ensure no violation of the assumptions of normality linearity and 

reliability. There was a very strong positive correlation between the two variables r=0.718, n=70, p=0.000 (p<0.05). 
Therefore, the First alternative Hypothesis is accepted. The positive correlation coefficient of 61% between the two 
variables shows that proper reward programs to workers will lead them (workers) to develop positive attitudes to 
their work. This is in line with the findings of [38] and [12]. 

4.1.2 Inadequate Training and Development and Work 

: There is significant relationship between inadequate Training and development and work  
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Table2. Pearson Correlation between Inadequate Training and Development and Work 

Independent Variables Pearson Correlation (r) Significant (2 tailed), p 

Inadequate Training and 
Development 

0.636 0.000 

 

Preliminary analyses were performed to ensure no violation of the assumptions of normality, reliability and 
linearity. There was a strong positive correlation between the two variables r=0.6.36, n=70, p=0.000 (p<0.05). 
Therefore, the Third alternative Hypothesis is accepted. The positive strong correlation coefficient of 40% between 
the two variables indicates that providing staff with adequate training and development will increase positive 
attitude to work. Thus, training and retraining is quite often necessary for new and existing workers in order to adapt 
with their new skills or jobs that is rapidly and consistently changing with influx of new technologies. This is in line 
with the findings of [39], [23] and [22]. 

4.1.3. Job Insecurity and Work 

: There is significant relationship between job insecurity and work 

Table 3. Pearson Correlation between Job Insecurity and Work 

Independent Variables Pearson Correlation (r) Significant (2 tailed), p 
Job Insecurity 0.496 0.000 

 

Preliminary analyses were performed to ensure no violation of the assumptions of normality, reliability and 
linearity. There was a moderate positive correlation between the two variables r=0.496, n=70, p=0.000 (p<0.05). 
Therefore, the Fourth alternative Hypothesis is accepted. The positive moderate correlation coefficient of 24% 
between the two variables indicates that perception of job security among workers towards their work will increase 
will increase positive attitude to work. Thus, it is a known fact if staff perceived their jobs are secured, the tendency 
is an increase in productivity level. This is in line with the findings [27], [28] and [40]. 

4.2. Thematic Findings (Interview) 

The data from the interviews were analyzed to elicit thematic of causes of poor attitude to work. Four main 
themes were identified Theme 1: Poor motivation, Theme 2: Inadequate Training and Development, Theme 3: Job 
insecurity and Theme 4: Work. These findings were compatible with the findings from the survey questionnaire. All 
the themes and survey findings highlighted that in order to address the issue of poor attitude among workers, the 
management of corporations should take into consideration the issues of motivation, training and development, and 
job security. 

5. Practical Implications 

The findings of this study revealed that Malaysian workers widely held view that Poor Motivation, Inadequate 
Training and Development and Job Insecurity are the possible causes of poor attitude to work. The findings may not 
claim to be exhaustive and conclusive, in view of other contextual and external factors that might not have been 
addressed [41]. 

5.1. Conclusion 

From the analysis made, it can be concluded that an organization cannot prosper well, succeed, grow or even 
survive without adequately addressing the issue of poor attitude. The low productivity being experienced in the 
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corporations, will be a history if workers are well motivated, trained, certain about the security of their job, 
promoted, and given a feeling of importance by management. This paper provides some insights and practical 
implications to management of corporations in Malaysia, as a matter of priority to formulate intervention and 
policies to that effect. Importantly, this study can be used as a means for a more comprehensive study on causes of 
poor attitude to work. 
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