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A B S T R A C T 

The study aimed to determine the influence of the attitude of employees toward work and work 

environment toward work self-efficacy. To deepen the understanding of the study, literature was 
reviewed and theories were established. The study used the descriptive correlational research design 

and it used questionnaires to gather the data. The study found that the cognitive attitude of employees 
toward work is high but the work environment is at a moderate level. Taking the independent variables 

together, both are correlated to the work self-efficacy of employees. It means that both, attitude toward 
work and work environment can affect work self-efficacy. Therefore, the hypothesis of the study is 

accepted. 

© 2021 by the authors. Licensee SSBFNET, Istanbul, Turkey. This article is an open access article 

distributed under the terms and conditions of the Creative Commons Attribution (CC BY) license 
(http://creativecommons.org/licenses/by/4.0/).    

 

 

Introduction 

Organizational success is always the primary aim of any organization. It is the reason why an organization is structured in such a 

way that the vision and the mission of the organization will be achieved. The management is responsible for the success of the 

organization. Realizing the vision and mission requires the management to pay attention to different organizational factors that may 

contribute to the success of the organization. Neglecting to give attention to different factors of the organization may lead to failure. 

Thus, achieving organizational success is not always simple and easy. It is complex because it involves different factors that need to 

be given serious attention which need hard work to work on the details. 

Many factors may contribute to organizational success such as management, leadership, work environment, organizational 

relationship, motivation, satisfaction, performance, organizational climate, treatment, and employees' attitude. These factors are 

interrelated because neglecting one factor may affect the other factors. This is the reason why an organization is called a system. The 

management needs to have a comprehensive outlook on the organization and give attention to different issues. Based on my 

experience, some issues that are given little attention by management are the attitude of employees toward their work and the work 

environment in which employees perform their tasks. The management undermined the effect of these issues on the performance of 

the organization. Some studies about the effect of attitude on work performance have been conducted such as Khan and Ghauri 

(2014), Susanty and Miradipta (2013), Abdalkrim and Elhalim (2016), Hettiararchchi and Jayarathna (2014). These studies had the 

same findings that attitude toward work affects performance and commitment.  Related to the effect of work environment on the 
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performance, studies had been done such as Al-Omari and Okasheh (2017), Hafeez, et.al (2019), Duru and Shimawua (2017). These 

studies have found a positive correlation between work environment and performance. After searching different literature, there have 

been no studies yet on the effect of attitude toward work, work environment on work self-efficacy of employees.  

The issue of self-efficacy is very important in performing a job. The organization or the management needs to have employees who 

believe in themselves that they can carry out their duties and responsibilities. Therefore, the management must know the extent of 

the self-efficacy of their employees and continue to develop or improve their self-efficacy through different means. In the school 

context, self-efficacy becomes a very serious issue because the teachers must convey self-confidence to their students that they are 

capable and knowledgeable about the subject matter they are teaching. The challenge of management is how to help the employees 

or teachers to improve their self-efficacy. It must be recognized that enhancing self-efficacy is not also simple as how we talk about 

it because self-efficacy is contributed by different factors such as knowledge, skills, past mastery experience, vicarious experience, 

and many other individuals and social factors that contribute to it. In other words, self-efficacy is context-dependency in which the 

environment may block or facilitate self-efficacy (Conger & Kanungo, 1988). Thus, the current study aims to see the different 

dimensions of attitude and work environment and to find out if they affect the work self-efficacy of employees. Changing attitudes 

and changing the work environment can help improve self-efficacy.  

The study is divided into several parts. The first part is the introduction which explains the rationale or the background of the study 

and the objective of the study. The second part is the review of the literature. It investigates other related literature that discusses the 

current topic. The purpose is to provide a better understanding of the topic on hand and to propose theories of the study as the basis 

for investigation. The third part is the research methodology that explains the research design, population, locale, procedures, data 

gathering instruments, and statistical treatment of data. The fourth part is the data presentation and analysis. This part presents the 

data that was gathered through questionnaires in table form and followed by interpretation and analysis. The fifth part is the result 

and discussion which discusses further the implication of the research to the management of the organization and finally its 

conclusion.  

Literature Review        

The purpose of the literature review is to gain more ideas about the subject matter based on the past literature or researches. Besides 

gaining more ideas, it helps establish the theories of the study to be investigated. Finding more literature on the subject matter would 

help the researcher to establish a solid understanding of the topic and to establish theories that guide the investigation. Therefore, the 

literature review will be arranged thematically based on the topic of the study.  

The Definition of Attitude and attitude toward work and its Effect on work performance 

Defining attitude is an important step to understanding and defining attitude toward the work. Merriam Webster dictionary defines 

attitude as "a mental position concerning a fact or state" and a feeling toward a fact or state". The essential element of this definition 

is a mental and emotional position of a person toward a fact, person, object, or event. A similar definition is offered by the Cambridge 

dictionary which defines attitude as  “a feeling or opinion about something or someone, or a way of behaving that is caused by this”. 

This definition offers three dimensions of attitude which are affective, cognitive, and conative elements. This suggests that feeling 

and opinions cause certain behaviour and therefore behaviour is not separated from feeling and opinion and forms an integral part of 

attitude. Feeling and opinion boil down to certain behaviour. This definition offers us the additional element of attitude which is 

behaviour. Mental and feeling toward a certain object or someone lead to a certain behaviour toward such object or someone. Based 

on these definitions, attitude is the area of social psychology. It has been discussed by social psychologists since the early 19th century. 

Thus, the concept of attitude is considered an old concept and it is within the field of social psychology as Allport (1935, p. 798) 

contended that "the concept of attitude is probably the most distinctive and indispensable in the contemporary American social 

psychology. No other term appears more frequently in the experimental and theoretical literature”. Then Allport (1935, p. 810) 

defined attitude as “mental and a neural state of readiness, organized through experience, exerting a directive or dynamic influence 

upon the individual's response to all objects and situations with which it is related". This definition refers to attitude as a set of beliefs, 

emotions, and behaviour toward a particular person, object, or event as a result of experience. In other words, a person forms certain 

beliefs, emotions that lead to a certain behaviour toward that particular person, object, or event. The attitude influences or drives the 

behaviour of the person (Cherry, 2021). According to Titchener (1910), as cited by Ortmeyer (1949), attitude may or may not appear 

in consciousness or appear as passive or active imagination which is composed of sensations, images, and feelings, and argued that 

they are behind everything that influences the behaviour. Along with such a concept, Koffka (1935) contended that attitude is a force 

directed toward the object and the origin of the ego of the individual and according to Dewey (1922), as cited by Ortmeyer (1949) it 

is acquired and self-active which lead to action. Thus, Thurstone (1929) defines attitude as “man’s inclination and feelings, prejudice 

or bias, preconceived notions, ideas, fear, threats, and convictions about any specific topics”.  It is seen as the power behind the 

behaviour of an individual toward a certain object or a person (Baysal & Tekarslan, 1996, p. 254). Ajzen (1993), Myers (2013), 

Perloff (2013), Liska (1974) consider attitudes as a cognitive, affective, and conative response toward a certain object, person, or 

event.   

Based on the above definitions, we can define the attitude toward work as a mental and emotional state toward the work which affects 

the behavioural intention to work. Aries and Rizqi (2013) defined attitude toward work as the feelings of the workers toward different 

https://www.researchgate.net/profile/Iqra-Hafeez-4?utm_content=businessCard&utm_source=publicationDetail&rgutm_meta1=AC%3A25177276
https://dictionary.cambridge.org/us/dictionary/english/feeling
https://dictionary.cambridge.org/us/dictionary/english/opinion
https://dictionary.cambridge.org/us/dictionary/english/behave
https://dictionary.cambridge.org/us/dictionary/english/cause
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aspects of the work environment. It is their feelings, emotions, belief, judgment, appraisals, opinions toward the work and its 

environment. This definition is important to consider because work cannot be performed apart from the environment. While Önal, 

(2015) as cited by Akcay, et.al (2016) defined attitude toward work as "tendencies occurring based on individuals' evaluations of 

their work". In line with the definition of Ajzen (1993), Myers (2013), Perloff (2016), Liska (1974), attitude toward work means a 

cognitive, affective, and conative response of the worker toward the work. It is what employees believe, and feel about the work 

which affects their behaviour toward the work. The response or the judgment of the employees toward the work may be positive or 

negative depending on their experience with the work (Abun, et.al 2021).  

As we have understood from the effect of attitude toward behaviour, the same is true with the attitude toward work.  It can affect the 

work performance of employees as found by the study of Abun, et.al (2021). The study found that there is a correlation between the 

attitude toward work and work performance. Abdalkrim and Elhalim (2016), also had found that attitude toward work affects not 

only job performance but even job satisfaction. A similar study by Akcay, et.al (2016) also pointed out that the attitude of employees 

toward their work affects their work. Those findings suggest that the management must be able to change the attitude of employees 

toward their work to improve their performance level. Improving employees' attitude toward work can lead to job satisfaction, 

commitment and workaholism, and turnover intention (Borst, et.al, 2019). Therefore, negative attitudes toward the work must be 

reversed to become positive because it can affect their performance (Menon & Priyadarshini, 2018). A positive attitude toward work 

enhances the performance of the employees (Almeida, et.al, 2012).     

Work Environment: Humanistic and Entrepreneurial Environment 

In the early days of management, particularly in the 1900s, managers were trapped by Taylor's style of management. Taylor 

introduced scientific management to improve productivity. Decisions were no longer using the rule of thumb of the management but 

decisions should be based on data, science. Every time the management introduced something, then they measure the effect if it 

increases productivity or not. Among other things, Taylor assumed that salary, production techniques, and work environment were 

important factors to increase workers' productivity, though in reality it was caused by the assembly line in the factory (Walden, 2004). 

This was the time, the management was busy devising incentives, production techniques, and physical environment set-ups, 

standardized jobs, to improve efficiency and increase productivity, while management neglects social processes in decision making, 

the well-being of employees, and job satisfaction of employees (Walden, 2004). From the early researches about the work 

environment, we can only argue that the work environment is a generic term to include many aspects of organizational management. 

It includes not only the physical environment of the workplace but includes the social and psychological work environment. 

Therefore, researchers related to the workplace environment have broadened the coverage of their investigation on the work 

environment which includes internal and external work environments. Since the environment is an umbrella term that covers many 

dimensions of the organization, many researchers have come out with different dimensions of the workplace environment. Briner 

(2000) as cited by Oludeyi (2015) identified several elements that are comprising work environments such as physical settings (office 

setups, buildings), job characteristics (work complexities), broader organizational features (culture, history), and extra organizational 

setting (an external environment that affects the workplace). Opperman (2002) as quoted by Yusuf and Metiboba, (2012) and Oludeyi 

(2015) identified three elements of the work environment namely technical environment (tools, equipment, technological 

infrastructure, and other physical or technical elements of the workplace), human-environment (human relationships among 

employees and supervisors), tasks and the national environment which encompasses suppliers, customers, stakeholders, socio-

cultural factors, national economy, technology, legal system, institutional policies and work policies and philosophies. 

Based on the concept of work environment that we have discussed above, then we define work environment as everything inside and 

outside the organization that affects the work performance. Investigating the work environment as a whole would be complex and 

thus, researchers need to identify which area of the work environment needs to be given attention. Since it encompasses many 

elements, thus, the current study focuses on one of the factors identified by Opperman (2002) which is the human environment. The 

current study focuses on two elements of the human environment which are humanistic and entrepreneurial environment (Abun, et.al, 

2021). These two dimensions explain how employees are treated by the organization.  

Humanistic Environment  

To understand the concept of a humanistic environment, one needs to define the word humanistic. The dictionaries offer us the 

different meanings of humanistic. According to Cambridge Dictionary, humanistic is an adjective verb and as an adjective verb, it 

means " treating people with respect and making certain they are safe, happy, healthy, etc”. The definition focuses on the concern for 

proper treatment of people and their physical and psychological well-being. In the context of organizational management, it means 

that the management has a strong interest in human welfare, values, and dignity (McLeod. 22020) and not on rules, procedures, and 

obedience to authority to achieve the organizational objective as the bureaucratic management does (Friedrich, 1940, Finer, 1941 as 

cited by Abun, et.al. 2021). Adaui & Habisch, (2013) contended that the concern of the management is human dignity which is 

defined as how the management treats their employees with respect and finds ways how to make them happy in the workplace. This 

is in line with the concern of humanistic psychology. Humanistic psychology emphasizes an approach that is centred on the whole 

human being (Cherry, 2020). As advised by humanistic psychology, the focus of management is to allow people to exercise their 

free will, develop their self-efficacy and actualize their full potentials. Mele (2016) argued that humanistic management seeks profits 

for human ends. In other words, the focus of management is the employees and not profit. Profit is only a means for human ends and 

https://dictionary.cambridge.org/us/dictionary/english/treat
https://dictionary.cambridge.org/us/dictionary/english/people
https://dictionary.cambridge.org/us/dictionary/english/respect
https://dictionary.cambridge.org/us/dictionary/english/certain
https://dictionary.cambridge.org/us/dictionary/english/safe
https://dictionary.cambridge.org/us/dictionary/english/happy
https://dictionary.cambridge.org/us/dictionary/english/healthy
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therefore humans should not be treated as a means to an end which is profit. This concept emphasizes respect for human dignity and 

showing care for their well-being (Mele, 2016).      

A humanistic environment is the opposite of a mechanistic environment. The humanistic environment is a result of humanistic 

management practices which focus on the well-being of human beings or employees (Abun, et.al, 2021). While the mechanistic 

environment is the result of mechanistic management which focuses on techniques or procedures (Mele, 2016). In this environment, 

the employees are required to follow the prescribed procedures and techniques to perform their job to achieve their goals. In this 

regard, the concern of the management is providing procedures and techniques to be followed by employees in carrying out their 

tasks.  The employees are not free to initiate their ways to perform their tasks but only to follow the prescribed techniques or 

procedures. This management has been criticized as treating people like machines (Abun, et.al, 2021) and therefore it is dehumanizing 

(Bodley, 2002). Though procedures and techniques cannot be separated from doing a job, however, the focus of humanistic 

management is the well-being of a human person which includes physical and psychological well-being. Caring for the employees 

is the central concern of humanistic management. Based on these concepts, we can define what a humanistic environment is. Abun, 

et.al (2021) defined a humanistic work environment as a "work condition" in which employees are treated as human beings with 

dignity. Human being has dignity because of reason or rationality and consequently, a human being has free will. Therefore, 

recognizing human dignity means that the management treats the employees as rational beings and allows the employees to exercise 

free will in carrying out their duties and responsibility. In this regard, the management must allow the employees to be autonomous 

and free in performing their tasks (Abun, et.al, 2021). Consequently, the management allows participation in decision-making. Peter 

Drucker argued that management is about people which suggests that management needs to respect the whole person with his values, 

power, structure, and responsibilities(Linkletter and Maciariello 2011; Maciariello 2014). Lilienthal (1967as cited by Mele, 2016) 

contended that management should understand the individuals and motivate them to attain their goals. This idea suggests that 

management is not only acting as a supervisor but motivators and facilitators. Bersin (2014 as cited by Abun, 2021) identified the 

elements of a humanistic environment such as meaningful work, great leadership, growth opportunities, inclusiveness, flexibility, a 

fun environment and trusted leadership. Abun, et.al. (2021) argued that meaningful work can only be achieved when the employees 

are given the autonomy and freedom to exercise their duties and responsibilities toward the attainment of the goals. He argued further 

that a great and trusted leader helps the employees to grow. Thus, a humanistic environment is marked by inclusivity which means 

no discriminatory treatment and a fun environment.   

Though certain authors pointed out that humanistic management does not work and does not support organizational success as pointed 

out by McGuire, et.al (2005), however, there are also some studies proving otherwise which found favourable findings concerning 

the effect of humanistic environment or humanistic management on organizational success or performance. For example, Daley 

(1986) found a moderate correlation between humanistic management and organizational performance. Abun, et.al (2021) also found 

a positive correlation between humanistic management practices to the work engagement of employees. A certain study also found 

a positive influence of humanistic management practices and corporate social responsibility (Hu, et.al, 2018).    

Entrepreneurial environment   

To understand the concept of entrepreneurial environment, we need to understand the meaning of environment and the word 

"entrepreneurial". According to Merriam-Webster Dictionary, environment means “the circumstances, objects, or conditions by 

which one is surrounded” or “the aggregate of social and cultural conditions that influence the life of an individual or community”. 

Cambridge Dictionary defines it as “the conditions that you live or work in and the way that they influence how you feel or 

how effectively you can work”. In the summary, the environment is a condition that surrounds someone that can affect one's work, 

mind, and behaviour. Thus, this definition provides a multidimensional construct of the work environment which includes a physical, 

social, cultural, and psychological dimension of the environment.  While the word "entrepreneurial" is the adjective verb of the 

entrepreneur which is defined as “the one who organizes, manages, and assumes the risks of a business or enterprise" or "a person 

who starts a business and is willing to risk a loss to make money" (Online Merriam Webster Dictionary). The key element of this 

definition is risk-taking. A similar definition is found in the Dictionary.Com which defines an entrepreneur as "a person who 

organizes and manages any enterprise, especially a business, usually with considerable initiative and risk”. Schumpeter (1934) 

defined an entrepreneur as "the bearers of uncertainty and who are not afraid of taking the risk".  There is another additional element 

found in the definition of entrepreneur from Dictionary. Com and Schumpeter (1934) namely initiation and bearer of uncertainty. 

Based on those definitions, the characteristics of an entrepreneur are risk-taker, initiator, and uncertainty bearer. Thus, the word 

“entrepreneurial” has something to do with certain characteristics of an entrepreneur. Ki-Wong et.al (2005) identified two strong 

characteristics of an entrepreneur such as risk-taking propensity and need for achievement. While Gurol and Atsan (2006) mentioned 

six entrepreneurial characteristics and they are tolerance for ambiguity, self-confidence, risk-taking propensity, internal locus of 

control (Rotter, 1966), higher need for achievement (McClelland, 1961), and higher innovativeness.  

After knowing those definitions of environment, entrepreneurial, and entrepreneur, one can define what entrepreneurial environment 

is. It is referring to a workplace where autonomy, freedom, risk-taking, creativity, and innovation are allowed or encouraged (Abun, 

et.al, 2021). Within this environment, employees are rewarded when they propose innovation to solve an existing problem and 

allowed to introduce a new method of doing a thing (Langer, et.al. 2019), Employees are encouraged to bring out new ideas on how 

to solve the existing problem, to compete for one another, motivated to go higher, motivated to take a risk, and allowing freedom to 

perform works in their way to achieve result because result matters and not process (Abun, 2021).  

https://link.springer.com/article/10.1007/s41463-016-0011-5#ref-CR59
https://link.springer.com/article/10.1007/s41463-016-0011-5#ref-CR64
https://link.springer.com/article/10.1007/s41463-016-0011-5#ref-CR58
https://dictionary.cambridge.org/us/dictionary/english/conditions
https://dictionary.cambridge.org/us/dictionary/english/live
https://dictionary.cambridge.org/us/dictionary/english/work
https://dictionary.cambridge.org/us/dictionary/english/influence
https://dictionary.cambridge.org/us/dictionary/english/feel
https://dictionary.cambridge.org/us/dictionary/english/effectively
https://dictionary.cambridge.org/us/dictionary/english/work
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Related to the effect of the entrepreneurial environment on the business performance, studies had been done by Musthofa, et.al 

(2017), Radipere (2014), Cuevas-Vargas, et.al (2019), Suryna, et.al (2019), Yi, et.al (2021), Mahmood and Hanafi (2013), and Akbar, 

et.al (2020), Fairos, et.al (2010), Kraus, et.al (2011), Zulkifli and Rosli (2013), and Oyeku, et.al (2020). These studies indicate 

entrepreneurial work environment matters to the business or organizational performance. Organizational success and competitiveness 

require an entrepreneurial environment in which the employees release their potentials to achieve organizational success. All their 

studies found that entrepreneurial orientation work environment is the strongest predictor of business performance. They even 

recommended that an entrepreneurial orientation work environment is necessary at the beginning stage of a business.  

Work Self-Efficacy and Its Sources 

Recently self-efficacy has increasingly become an important research topic because of its relevance to work performance which led 

Schwarzer, & Jerusalem, (1995) to construct a general self-efficacy scale. The scale has been used and modified by some to measure 

work-related self-efficacy. Originally the self-efficacy theory was introduced by Bandura (1977) when he argued that performance 

is influenced by the individual’s perception of his/her capability. Bandura (1977) believed that all individuals are capable to achieve 

their goals provided that they have the opportunity and the self-efficacy to pursue their goals. It is argued further that those who are 

successful are not necessarily better than those who are still struggling because they might not have the opportunities to obtain 

mastery experience which is necessary to develop self-efficacy (Gallagher, 2012). Self-efficacy is defined as one’s belief in his/her 

capability to reach a certain level of performance (Bandura, 1994). It is an optimistic self-belief in one's capability to perform certain 

tasks and accomplish the goal. Such self-belief influences how someone feels thinks, and motivates himself/herself how to behave. 

It supports the accomplishment of tasks and objectives. When one has a strong self-efficacy belief, he/she can take the difficult tasks 

and see difficult tasks as challenges (Bandura, 1994). He/she tends to set challenging goals to achieve and he/she would find means 

or ways to achieve them and never give up on problems or challenges and always look at problems and challenges as a lesson to 

learn and improve.   

Self-efficacy belief is not innate because many factors affect self-efficacy belief which has nothing to do with traits or character.  

Bandura (1977) had identified four sources of self – efficacy namely enactive mastery experience, vicarious experience, verbal 

persuasion, and physiological and affective states. Enactive mastery experience refers to the successful experience in the past in 

performing a certain task. The person's experience affects his/her elf-efficacy belief that he/she can do it again. We often hear people 

say, "If I did it successfully before, I can do it too now". The successful experience motivates the person to take the challenge and 

pursue the task. Besides one's own experience, one's self-efficacy belief can be the result of watching someone's experience in 

performing a certain task which is called vicarious experience. He/she has witnessed his/her peers doing it successfully and now 

he/she compares himself/herself with them and he/she believes that he/she can do it too. We often also hear people say, "If they can 

do it, why can't I?" Other people's experience becomes the source of motivation for a person to motivate himself/herself that he/she 

also do what others are doing. From observing others' experiences, one can get a new idea of how to execute the new task (Hoffart, 

2017). Beyond experience, one gains self-efficacy belief after hearing people's positive comments which are called verbal persuasion. 

Recognition and encouragement from other people or one's idol, help someone to believe in himself/herself that he/she is capable. 

Verbal persuasion from others helps boost one's self-confidence to carry out a difficult task. However, even if someone has many 

experiences and supports from other people, those are not enough if the physical and emotional state of the person does not allow the 

person to perform an activity. The physical and emotional state may affect the self-efficacy of the person to do a task. For example, 

when one experiences injury, or experiences depression, one may be discouraged to do an activity. It is important to have physical 

and emotional fitness. Though physical and emotional well-being is not a strong determinant factor to predict self-efficacy, however, 

Bandura (1982) argued that boosting self-efficacy is much easier when one is feeling healthy and well. Thus, someone needs to 

manage anxiety and enhance mood when confronted by challenging situations (Lopez-Garrido, 2020).    

The author of self-efficacy theory is Bandura (1977) and he defined self-efficacy as the person's belief in his/her capability to perform 

successfully certain behaviour or activity. Such belief is influenced by perceived individual capabilities and other individual factors 

and environmental factors. Studies have found that self-efficacy is context-dependence which means that the context or the 

environment where the behaviour is performed may serve as a barrier or facilitator. The work environment may promote or demote 

self-efficacy. The organizational theorist argues that the environment or the context where people are working can influence self-

efficacy (Block, 1987, Conger, 1986). For example, empowering leadership and empowered managers would help to enhance self-

efficacy. Nordlof, et.al (2019) argued out that self-efficacy is context – dependence because the social environment can limit or boost 

self-efficacy. Conger and Kanungo (1988) identified several contextual elements that influence self-efficacy such as organizational 

factors, supervisory style of leadership, and reward system. Conger and Kanungo recommended that enhancing employees’ self-

efficacy is necessary to eliminate work environment factors that are not promoting self-efficacy to grow.  
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Conceptual Framework 

Independent Variables                                                      Dependent Variable       

        

 

 

 

     

  

Figure 1: The conceptual framework indicates the correlation between the independent variables and dependent variables. Attitude 

toward work and work environment are predictors of self-efficacy; Source: Abun, et.al (2021), Pepe, et.al (2010). 

Statement of the problems 

As indicated by the conceptual framework the study aims to determine the influence of attitude toward work and work environment 

on work self-efficacy. It specifically seeks to answer the following research problems:  

i. What is the attitude of employees toward their work in terms of:  

a. Cognitive attitude  

b. Affective attitude 

ii. What is the work environment of the Divine Word Colleges of Laoag in terms of: 

a. Humanistic environment 

b. Entrepreneurial environment 

iii. What is the work self-efficacy of the employees?  

a. Is there a relationship between attitude toward work, work environment, and self-efficacy? 

Assumption  

Attitude toward work and work environment affects self-efficacy, and they can be measured.  

Hypothesis 

Perception of people toward their work and the work environment may affect their work self-efficacy. Thus, the study hypothesizes 

that there is a correlation between attitude toward work, work environment, and self-efficacy.  

The Scope and Delimitation of the study 

The scope of the current study is the employees of the Divine Word College of Laoag, Ilocos Norte and it investigates only the 

attitude toward work specifically on the cognitive and affective dimension, work environment which include humanistic and 

entrepreneurial environment and work self-efficacy.     

Research Methodology 

As a general standard for scientific research, it has to follow the research methodology. The current research is following a specific 

method of investigation or research methodology. Wilkinson (2000) and Leedy (1974) opined that research methodology is an 

established process for conducting the inquiry. It applies certain methods to determine, select, and analyze the data related to the 

concerned topic.  Therefore, current study utilizes methods of investigation such as research design, data gathering instruments 

method, the population of the study, the locale of the study, data gathering procedures, and the statistical treatment of data. 

Research Design of the study         

The research design of the study is the descriptive assessment and descriptive correlational research design. Ariola (2006) argued 

that a descriptive correlation study is to determine the relationship among variables without seeking to establish a causal connection. 

Descriptive research is simply describing a population, a situation, or a phenomenon. It describes profiles, frequency distribution, 

characteristics of people and, situations or phenomena. In short, it answers the question of what, when, how, where, and not why 

question (McCombes, 2020).   

The locale of the study 

The locale of the study was the Divine Word College of Laoag. This college is in Laoag City, the capital of Ilocos Norte.  

 

Attitude toward work: 

Cognitive Attitude & Affective Attitude 

Work Environment: 

Humanistic environment & 

Entrepreneurial environment 

Work Self-Efficacy 
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Population  

The respondents of the study were the employees of the college. Considering the number of employees is limited, therefore, the total 

enumeration sampling used and all faculty and employees from the two colleges were taken as respondents. 

Data Gathering instruments  

The study adopted validated questionnaires of Abun, et.al (2021) on attitude toward work, and Abun, et. al (2021) on the work 

environment, and Pepe, et.al (2010) on Work Self-Efficacy.  

Data Gathering Procedures 

To preserve the integrity of scientific study the questionnaires were distributed only after the President of the college approved. The 

researcher sent a letter to the president and after the letter of the request was approved, the questionnaires were distributed by the 

researcher's representative. Then the researcher's representative from the college collected the data and submitted it to the researcher 

for tabulation.       

Ethical Procedures 

This research was conducted after the research ethics committee examined and approved the content if it does not violate ethical 

standards and if it does not cause harm to human life and the environment. 

Statistical Treatment of Data 

To analyze the data, descriptive and inferential statistics were used. The weighted mean was applied to determine the level of attitude 

of employees toward work, work environment and work self-efficacy. Multiple Linear Regression (MLR) was applied to measure 

the correlation between the attitude of employees toward work, work environment, and work self-efficacy. The following ranges of 

values with their descriptive interpretation used:  

Statistical Range             Descriptive Interpretation                        

4.21-5.00                         strongly agree/ Very High 

3.41-4.20                         Agree / High          

2.61-3.40                         somewhat agree/ Moderate      

1.81-2.60                         Disagree/Low 

1.00-1.80                         Strongly disagree/Very Low 

Data Presentation and Analysis 

As scientific research requires, the study must follow prescribed research methodology and be supported by data. Thus, this part 

presents the data that was gathered through research questionnaires. The presentation and analysis follow the arrangement of the 

statement of the problems.  

Problem no 1: What is the attitude of employees toward their work in terms of:  

a. Cognitive attitude  

b. Affective attitude 

Table 1: The Attitude of Employees toward their work in terms of Cognitive Attitude 

Indicators  Mean  DR 

1.   I think I know my work.   4.00  A 

2.   I think that I have the knowledge to perform my work.   3.97  A 

3.   I think that I have enough experience to carry out my tasks.   3.92  A 

4.   I think that I am familiar with all the details of my work.   3.92  A 

5.   I think that I have the skills to carry out my work.   3.95  A 

6.   I think I can carry out my work without the help of others.   3.78  A 

Composite Mean  3.92  A 

Source: Abun, et.al (2021). 

Based on the data presented in the table, it shows that as a whole the cognitive attitude of employees toward their work gains a 

composite mean rating of 3.92 which is described as "agree/high". This rating indicates that the cognitive attitude of employees 

toward their work is not very high and it is also not very low, low, or moderate but it is high. Even when the indicators are taken 

separately, they all are rated within the same composite mean rating with the same description as "high". This finding suggests that 

employees think that they know their work (4.00), know to perform their work (3.97), have enough experience to carry out their task 

(3.92), are familiar with the details of their work (3.92), have skills to carry out their work (3.95) and can carry out their work without 

the help of others (3.78).                                      
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Table 2:  The Attitude of Employees toward their work in terms of Affective Attitude 

Indicators  Mean  DR 

1.   I feel happy with my work.   3.74  A 

2.   I love the work I am doing.   3.86  A 

3.   My work gives me satisfaction.   3.87  A 

4.   I feel good because my work matches my skills.   3.85  A 

5.   My work is important to me.   3.93  A 

6.   My work gives me a sense of meaning.   3.91  A 

Composite Mean  3.86  A 

Source: Abun, et.al (2021).  

Following the cognitive attitude toward work is the affective attitude toward work. As reflected by the data in the table, it reveals 

that as a whole, the affective attitude of employees toward their work obtained a composite mean of 3.86 which is interpreted as 

"agree/high". This mean rating signifies that as a whole the employees' affective attitude toward their work is not very high and it is 

also not very low, low, or moderate but it is high. Even if the items are taken singly, all items are rated within the same mean rating 

with the interpretation of "high/agree". This suggests that all employees agree that they are happy with their work (3.74), love their 

work (3.86), their work gives them satisfaction (3.87), sense of meaning (3.91), they feel good because it matches their skills and 

thinks that their work is important to them.     

Table 3: Summary of Attitude of Employees toward their Work 

Items  Mean  DR 

1.   Cognitive Attitude      3.92 A 

2.   Affective Attitude      3.86  A 

Weighted Mean      3.89 A 

In summary of the attitude of employees toward their work, the data manifest that as a whole the attitude of employees toward their 

work is considered high. This rating suggests that the employees believe that they know their work and love their work.   

Problem 2: What is the work environment of the Divine Word Colleges in the Ilocos Region in terms of: 

a. Humanistic environment 

b. Entrepreneurial environment 

Table 4: The Work Environment of the Divine Word Colleges in the Ilocos Region in terms of Humanistic Environment 

Indicators   Mean  Dr 

1.  The management considers the ideas of employees when making decisions.   3.17  SWA 

2.  The management always tries its best to serve the needs of employees.   3.15  SWA 

3.  The management listens to the employees when the employees counter problems in their work.   3.16  SWA 

4.  The management respects and treat the employees as human beings with dignity.   3.23  SWA 

5.  The management recognizes the effort of the employees to help the institution.   3.21  SWA 

6.  There is open communication between employees and management.   3.10  SWA 

7.  When making decisions, the management always considers the consequence of the decision on the 

employees. 

  3.17  SWA 

8.  The management prioritizes the employees' condition first before work.   3.12  SWA 

Composite Mean  3.16  SWA 

Source: Abun, et.al (2021).  

As indicated by the data on the table, it displays that as a whole, the humanistic work environment of the Divine Word College of 

Laoag gained a composite mean rating of 3.16 which is described as “somewhat agree/moderate”. This indicates that as a whole the 

humanistic environment is not very high or high and it is also not very low or low but to a moderate extent. In other words, the 

environment is not very humanistic but moderately humanistic. Even if the indicators are taken separately, all indicators are rated 

within the same mean rating level with the same interpretation of “somewhat agree/moderate”. In other words, all employees think 

that management's concern for the employees is only to a moderate extent, and it is not very high and not very low. This is evidenced 

by the individual rating that the management moderately considers the ideas of employees when making decisions (3.17), prioritizes 

the employees' condition first before work (3.12), tries its best to serve the needs of employees. tries its best to serve the needs of 

employees (3.15), listens to the employees when the employees counter problems in their work (3.16), respects and treat the 

employees as human beings with dignity (3.23), recognizes the effort of the employees to help the institution (3.21), considers the 

consequence of the decision on the employees (3.17), and prioritizes the employees' condition first before work (3.12).                                          

 



Abun et al., International Journal of Research in Business & Social Science 10(7) (2021), 129-141 
 

 137 

Table 5: The Work Environment of the Divine Word Colleges in the Ilocos Region in terms of Entrepreneurial Environment 

Indicators  Mean  Dr 

1.  Employees are encouraged to take the risk.    3.26  SWA 

2.  Employees in this organization are praised for developing innovative solutions.   3.21  SWA 

3.  This organization has a strong commitment to innovation.     3.24  SWA 

4.  People who develop innovative solutions to problems are recognized.   3.17  SWA 

5.  This institution is a very dynamic and entrepreneurial place. People are willing to stick their necks out 

and take risks.  

  3.19  SWA 

6.  Employees are free to perform their work in their way to achieve the result.   3.25  SWA 

7.  The institution is result-oriented and not process-oriented.   3.21  SWA 

Composite Mean  3.22  SWA 

Source: Abun, et.al (2021) 

After the humanistic work environment is the entrepreneurial work environment. As manifested by the data on the table, it appears 

that as a whole the entrepreneurial work environment of the Divine Word College of Laoag got a 3.22 composite mean rating which 

is understood as "somewhat agree/moderate”. This rating demonstrates that as a whole the entrepreneurial work environment is not 

very high or high and it is also not very low, or low but it is moderate. Even when the indicators are taken separately, all items got 

the same level of mean rating within the same interpretation which is somewhat “somewhat agree or moderate”. Employees believe 

that the management moderately encourages employees to take a risk (3.26), praises employees for developing innovative solutions 

(3.21), recognizes employees who propose innovative solutions to existing problems (3.17), and also the employees believe that the 

institution has a moderate commitment to innovation (3.24), has a moderate commitment to result-oriented behaviour (3.21) and 

moderately allows the employees to perform their work in their way to achieve the result (3.25).      

Table 6: Summary of Work Environment 

Items  Mean  DR 

1.   Humanistic Environment      3.16 SWA 

2.   Entrepreneurial Environment      3.22  SWA 

Weighted Mean      3.19 SWA 

In summary, the data shows that the work environment of the institution is not very humanistic and not very entrepreneurial but 

moderately humanistic and moderately entrepreneurial. It just means that the management is not strongly but moderately pro 

employees and the management is not very strong in supporting entrepreneurial behaviour by allowing employees to be innovative 

and creative.    

Problem 3: What is the work self-efficacy of the employees?  

Table 7: The Work Self-Efficacy of Employees 

Indicators  Mean  DR 

1.   I can achieve the goals assigned to me.   3.88  A 

2.   I can follow the schedules and working deadlines.   3.92  A 

3.   I can learn new working methods.   3.91  A 

4.   I believe I can concentrate all my energy on work.   3.89  A 

5.   I know that I can finish assigned work.   3.91  A 

6.   I can collaborate with other colleagues.   3.88  A 

7.   I can work with people of diverse experiences and ages.   3.86  A 

8.   I can establish good relationships with direct superiors.   3.89  A 

9.   I can behave respectfully with clients.   3.95  A 

10. I can work in a team.   3.94  A 

Composite Mean  3.90  A 

Source:  Pepe, et.al (2010)   

Based on the data presented in the table, it shows that as a whole the work self-efficacy of employees gained a composite mean rating 

of 3.90 which is considered as “agree/high”. This composite mean rating points out that as a whole the work self-efficacy of 

employees is not very high and it is also not very low or low but it is high. Even when the indicators are taken separately, they all are 

rated within the same mean rating and the same interpretation which is agree/high. Such rating suggests that the employees agree 

that they can achieve the goals assigned to them (3.88), can follow the schedules and working deadlines (3.92), can learn new working 

methods (3.91), can concentrate all the energy on work (3.89), can finish assigned work (3.91), can collaborate with other colleagues 

(3.88), can work with people of diverse experiences and ages (3.86), can establish good relationships with direct superiors (3.89), 

can behave respectfully with clients (3.95), and can work in a team (3.94).                                
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Problem 4: Is there a relationship between Attitude toward Work, Work Environment, and Self-efficacy 

Table 8: Relationship between attitude toward work, work environment, and Self-efficacy 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .733a .538 .533 .45928 

a. Predictors: (Constant), work environment, attitude toward work 

 

Table 9: ANOVA and Coefficients 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 45.864 2 22.932 108.717 .000b 

Residual 39.445 187 .211   

Total 85.309 189    

a. Dependent Variable: Work Self-Efficacy b. Predictors: (Constant), work environment, attitude toward work 

 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) .940 .204  4.614 .000 

Attitude toward work .715 .061 .688 11.651 .000 

Work Environment  .059 .044 .078 1.328 .186 

 

a. Dependent Variable: Work Self-efficacy 

Source: IBM SPSS Software 

As reflected in the correlation table, the Multilinear regression analysis indicated that as a whole, the employees’ work attitude and 

work environment considered together significantly predicted the work self-efficacy of the respondents, F (2, 187) = 108.72 p < .01 

with 73% overlap between the two predictors and the outcome of work self-efficacy. This finding suggests that both, attitude toward 

work and work environment could affect work self-efficacy. However, taking it singly, the data reveals that work environment is not 

correlated with the work self-efficacy and it is only the respondents’ attitude towards work has a significant relationship with work 

self-efficacy, with a slope of .715 (p =.000); .940 quantified the Y-intercept for the regression equation.  

Result and Discussion 

Following the result of the study, it shows that the attitude of employees toward their work is considered high which indicates that 

they believe that they know their work and love their work. However, given such a high cognitive and affective attitude, the work 

environment does not follow. The humanistic and entrepreneurial work environments are rated moderately. The management is not 

so much employees-oriented and innovation and creativity-driven. The finding of correlation analysis indicates that though the work 

environment is not very high or high but moderate, however, it does not affect the self-efficacy of employees but only the attitude 

toward work. Taking the attitude toward work and the work environment together, both affect the work self-efficacy of employees.  

The finding of the study recommends that developing work self-efficacy of employees is necessarily paying attention to their attitude 

toward work and work environment. Enhancing the employees' attitude toward work can help boost employees' work self-efficacy 

and at the same time improving the work environment can help the development of work self-efficacy. Failing to pay attention to the 

attitude of employees and work environment may affect work self-efficacy negatively. Thus, the management's function is to identify 

areas that affect the attitude of employees toward their work and improve the humanistic and entrepreneurial environment of the 

organization.  

The current finding contributes to the enrichment of the discussion on work self-efficacy and factors that affect work self-efficacy. 

Work self-efficacy is not just influenced by other factors such as work experience, and education (Abun, 2021) or mastery experience, 

vicarious experience, verbal persuasion, and physical/emotional condition (Bandura, 1977) but also attitude and work environment. 

Even if the employees have self-efficacy but if they have a negative attitude and a bad environment, then work self-efficacy can be 

affected.    
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Conclusion 

The study aims to determine the effect of attitude toward work and work environment on the work self-efficacy of the employees. 

The study found that the cognitive and affective attitude of employees toward their work is high but the work environment particularly 

humanistic and entrepreneurial work environment is moderate. It is also found that the work self-efficacy of the employees is 

considered high. The study further found that both attitudes toward work and work environment when they are taken together 

correlate to work self-efficacy. It means that both can affect the work self-efficacy of employees. Based on this finding, then the 

hypothesis of the study is accepted.     
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