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Abstract 
 
Today, it is important for organizations to successfully adapt to ongoing changes, not only domestically 
but also globally. Successful implementation of change, an advantage over other organizations, and 
maintaining high job performance become the most important task in the organization (Doll et al., 2017). 
However, organizational change is not successful for all organizations, and practice shows that in many 
cases, organizations fail to make changes, leading to declining employee performance or even 
organizational disruption (Lewis, 2019; Fernandez and Rainey, 2017). Organizations implementing 
organizational change are often asked what psychosocial factors are important to successful change, to 
ensuring the quality of the work of employees and to the successful functioning of the organization. 
Organizational change in organizations often involves reorganizing institutions, reviewing staff structure, 
resulting in a sense of insecurity for themselves and the future of the organization, and often creating 
negative employee attitudes toward ongoing organizational change. Employee attitudes toward 
organizational change are an important psychosocial factor that can determine how successful an 
organization will be in implementing change (Armenakis et al., 2007). Negative employee attitudes 
towards change reduce the employee job performance, as employees undergo a lot of stress during 
change, resulting in worsening relationships with colleagues and interpersonal conflicts (Jaramillo et al., 
2013). The purpose of this work is to carry out a review of the literature on the employees' attitudes and 
the importance of employees' attitudes towards organizational change in the employee job performance. 
Given the above purpose of this work, literature analysis from electronic databases: SpringerLink, Taylor 
& Francis Online, APA PsycNET, Google Scholar, and others were performed. These databases were 
chosen because they contain the most research on organizational psychology. Keywords were used in the 
research: attitudes, work performance, changes, etc. Based on these criteria, 322 articles were selected in 
the initial research sample, but after the initial review of the articles, 107 articles were selected and 
subjected to the following research steps. Practical implication of this research: the results of the research 
are expected to help better understand employees' attitudes towards organizational change and their 
significance for the job performance, to understand why attention should be paid to the relationship 
between these phenomena. This would help organizations to develop more effective plans for 
implementing organizational change, and to streamline employee communication about ongoing changes. 
Defining employees' attitudes towards organizational change and their significance for the job 
performance will allow organizations to work more effectively with employee attitudes and thus be more 
successful in implementing organizational change. 
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1. Introduction  
 

In organizations today, change is very common and inevitable, driven by business growth, 
innovation, globalization, various rules, competition and rising consumer expectations (Pasmore 2011). 
The organizational change began to be explored as early as World War II when Lewin began to do so.  
His research focus was on the behavior of the individual to change and their process. Lewin's theories 
inspired research into the role of human behavior in organizational dynamics (Al-Haddad, 2015).  
Change can be described as covering both internal and external change processes within the organization. 
These may be changes in the organization aimed at improving or replacing certain elements of the 
organization (Zakarevicius, 2003). Although changes in the organization are usually associated with 
positive results and success, they present many challenges to employees. Organizations expect change not 
only to enable employees to learn new skills or procedures if the change demands it but also to maintain a 
positive attitude to work and high quality of performance. Technology-based organizations are 
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undergoing a great deal of change (Garcı´a-Arca and Prado-Prado 2007), but it is not only these 
organizations that are undergoing major changes these days. It is important to understand that the success 
of organizational change depends not only on the actions of the organization but also on the employees. 
The perception of employees determines the attitude of the employees, which determines their behavior at 
work and the quality of work performance. 

Thus, even when relatively small in an organization, employees who are experienced or aware of 
uncertainty can form negative attitudes toward change and resist it. Negative employee attitudes towards 
change can have a profound impact on employee engagement, quality of performance, and relationships 
with other employees and managers. As a result, change management requires a great deal of effort to 
manage it, often through structural or leadership interventions using various messages to change 
employees' beliefs about ongoing organizational change (Armenakis and Harris, 2009). Often, 
organizational factors, such as communication during change, have a positive impact on employee 
attitudes and attitudes. It is also important how employees perceive other factors, such as organizational 
support, organizational justice, which are critical to the quality of their performance and positive attitudes. 
It is also important to keep in mind that it is the employee who is responsible for making the various 
changes at work. Employees can help managers create positive experiences in executing change (Cullen, 
2014). It can be said that if the employee develops negative attitudes towards organizational changes, 
which may lead to poor relations with colleagues, the management will be poor and the quality of 
performance will decrease. However, if employees have the perception that change is positive for or 
about the organization, they can even help the manager implement it. First and foremost, the employee 
needs to understand his or her changing environment and determine how certain changes will affect his or 
her daily life, financial situation, career opportunities, and so on. (Bartunek et al., 2006). Given that 
employee attitudes are relevant to his or her productive work and the organization, the following work 
describes these elements in greater detail and their relationship. The purpose of this paper is to conduct a 
literature analysis of attitudes to change and their implications for work performance in research papers 
published between 1990 and 2020 and to answer the question of whether attitudes toward change are 
related to the quality of work performance. 

 
2. Methods  

 
Given the above purpose of this work, literature analysis from electronic databases: 

SpringerLink, Taylor & Francis Online, APA PsycNET, Google Scholar, and others were performed. 
These databases were chosen because they contain the most research on organizational psychology. 
Keywords were used in the research: attitudes, work performance, changes, etc. Based on these criteria, 
322 articles were selected in the initial research sample, but after the initial review of the articles, 107 
articles were selected and subjected to the following research steps. 

Criteria used for literature analysis: 1) research papers should have been written no earlier than 
1990, 2) full text of research papers available online, 3) main research topic is related to employee 
attitude and/or work quality. Criteria for the exclusion of works: 1) works older than 1990, 2) works with 
repetitive titles. 

In the first phase of the study, abstracts were read and entries that did not meet the criteria above 
or those whose abstracts did not correspond to the research topic were rejected. Then, in the second phase 
of the research, the full text of the thesis was read to find out the main theme of the study and whether the 
thesis could be included in the analysis. Finally, the information required by the research topic was 
selected from the selected articles. 
 
3. Attitudes and their significance in the organization 
 

Everyone is guided by their attitudes when making certain decisions or behaviors. Attitudes are 
described as favorable or unfavorable, a reaction to the appreciation of a subject or person, often based on 
beliefs, but expressed in feelings and behavioral intentions (Eagly and Chaiken, 2005). Positive attitudes 
towards change are important for achieving the goals of the organization because only then can the 
organization function properly (Eby et al., 2000). Employee attitudes can be affected by a variety of 
social, economic, political, religious and cultural factors. The employee of the organization acts based on 
social circumstances and the decision-maker of the organization. It is wise to be aware of preferences 
because strong attitudes are likely to affect a person's behavior. Attitude towards a manager, salary, 
benefits, promotion or anything can cause positive or negative reactions. However, while the description 
of the attitudes seems to be clear, there is some contradiction in the literature regarding the understanding 
of the attitudes as a construct. It is noticeable that some authors claim that attitudes are a construct of one 
dimension, while others argue that attitudes consist of a model consisting of three components: cognitive, 
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emotional, and behavioral. Some authors disagree with this categorization of claims and argue that it is 
not possible to measure all three components separately, which makes preferences a one-dimensional 
construct that can be positive or negative. Besides, the authors note that all three components are 
interrelated and one of them is negative, the other is also negative, indicating that it is a single construct. 
However, other authors object to this by arguing that attitudes can be formed from any component and it 
would be difficult to assess how they are formed if we did not have a three-component model (Kwon  
& Vogt, 2010). 

The cognitive component is the thoughts or ideas about the subject of attitudes. These thoughts 
are often described as beliefs that are formed from the attributes of the subject-matter of the attitudes 
when relevant links are created. Symptoms can be assessed both positively, negatively, and neutrally 
(Eagly, Chaiken, 1993). 

Affective component - feelings, moods, sympathetic nervous system activity, which is felt when 
confronted with the object of attitudes. The emotional component is based on emotional experiences or 
choices and may be expressed in admiration or anger. Thus, the emotional response can be both positive 
and negative depending on whether the subject of the attitudes is evaluated as liked or not (Eagly, 
Chaiken, 1993). 

Behavioral component - An action that is expressed when confronted with the subject of 
attitudes. Behavioral reactions may not be expressed immediately upon encountering the subject-matter 
but also after a while. In this, these reactions are different from the emotional and the sensual. Depending 
on how the subject-matter of the attitudes is evaluated, attitudes can take the form of positive behavior 
that is based on and conducive to attitudes, or negative - opposing or disturbing (Eagly, Chaiken, 1993). 

This three-component model can be useful in helping to identify and measure different reactions 
to objects of attitudes and attitudinal change or formation. 
 
4. The relationship between attitudes and job performance 
 

Of particular importance are not only the individual elements of attitudes towards organizational 
change and the quality of work performance but also the interrelation between them. Employee attitudes 
play a particularly important role in the organization as they shape employee behavior and individual 
elements within the organization (Silverthorne, 2004). Employees who are more committed to the 
organization make a more significant contribution to the activities of the organization and the quality of 
their work (Freund and Carmeli, 2003). In research papers, authors describe job performance as the 
totality of work values that include the behavior that an employee uses to achieve organizational goals 
(Rich et al., 2010). Usually, the quality of work performance is divided into three parts: task performance, 
contextual performance, and counterproductive performance. When an organization implements 
organizational change, employees experience a great deal of stress, anxiety, and uncertainty. This affects 
employee satisfaction, commitment, and quality of performance (Buchanan et al., 2006). In the process of 
change, performance quality is an indicator of whether employees have adapted to change and are 
performing their tasks properly (Van den Heuvel et al., 2010). To understand whether employees are 
successfully adapting to ongoing changes and maintaining a high quality of performance, it is important 
to determine the importance of employees' attitudes to the changes in performance. Positive employee 
attitudes towards and changes in the organization result in less willingness of employees to leave the 
workplace and increased employee productivity (Jernigan et al., 2002). It is also noticeable that 
commitment to the organization is a critical factor that determines the quality of work performance of 
employees, and therefore positive attitudes towards change make employees feel more committed to their 
organization (Lee, 2000). It is worth noting that one of the essential factors in change management is 
employee resistance to change, influencing the success or failure of any change and closely related to 
positive or negative attitudes toward change (Bouckenooghe, 2009). High levels of employee resistance 
to change mean that employees are unable to do their job productively, and it is noticeable that 
organizations' productivity may also decline as a result of the change. Indeed, individuals ’attitudes are a 
good predictor of any organization’s willingness to change (Hayes, 2010). This is considered to be one of 
the most important factors that determine a person's intentions to behave in support of or resistance to 
change. This resistance can be expressed in many ways and different dimensions, from hesitation about 
ongoing change to hostility to or attempt to disrupt them (Jones et al., 2008). Positive attitudes toward 
change can lead to positive behavioral intention and positive subsequent behavior, such as active 
engagement with change (Oreg, 2003) or a strong commitment to change (Spreitzer and Mishra, 2002). 
Analyzing employee attitudes toward change and the job performance can be based on Ajzen's theory of 
planned behavior, which provides a theoretical basis for this relationship. Ajzen's theory of planned 
behavior is one of the most widely used theories in scholarly work that can explain human behavior.  
The theory itself is made up of three main components that describe people's behavior: These are attitude 
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to behavior, subjective norm and behavior control. The combination of these three elements and their 
combinations results in employee behavioral intention, which shows that the greater the behavioral 
intention, the more the individual has a certain behavior (Ajzen, 2002). Therefore, it can be seen that 
positive attitudes and the subsequent job performance of employees are based precisely on this theory. 
Positive attitudes are noted to play a key role in the innovation process (Thomas, 2003). Conversely, 
negative attitudes toward change will be a negative factor in trying to successfully implement change, 
which will lead to lower job performance and lower quality of organization (Vakola and Nikolaou, 2006). 
Negative attitudes toward change lead to negative behavioral intention and corresponding behaviors, such 
as absenteeism (Martin et al., 2006) or retirement (Cunningham, 2006). Empirical research also supports 
the idea that employee attitudes are significantly related to the job performance (Hettiararchchi et.al, 
2014). It is also worth noting that employee attitudes toward a object, whether positive or negative, are 
communicated and can easily spread to coworkers (Martin, 2014). 
 
5. Conclusions 
 

Summarizing the importance of employee attitudes to change in the employee job performance, 
we find that these factors are closely related. This results in the positive attitude of employees towards 
change, the employee has positive intentions towards change and determines the quality of his / her job 
performance. Because the change process is relevant and active worldwide, regardless of the area in 
which the organization operates, these changes are essential for organizations to properly prepare for and 
implement upcoming changes, as this process of change is one of the success factors of the organization. 
Identifying employees 'attitudes as change approaches is also an important process, perhaps as important 
as planning change itself, as understanding employees' attitudes toward ongoing changes can prevent a 
collapse of change. Likewise, understanding employees' attitudes toward change may allow organizations 
to properly plan the work of their employees so that their work is done qualitatively, both during and after 
the change. Organizational Personnel Management departments can also pay close attention to employee 
attitudes toward change, as, as stated above, attitudes are a changing factor, and successful changes to 
these attitudes can bring about both faster and better-quality change. 
 
Acknowledgments 
 
The presented project proposal is funded by the European Social Fund under the measure  
No 09.3.3-LMT-K-712 "Development of scientific competence of scientists, other researchers and 
students through practical research activities". 

 
 

References 
 
Al-Haddad, S., & Kotnour, T. (2015). Integrating the organizational change literature: a model for 

successful change. Journal of Organizational Change Management, 28(2), 234-262. 
Armenakis, A. A., & Harris, S. G. (2009). Reflections: Our journey in organizational change research and 

practice. Journal of change management, 9(2), 127-142. 
Bartunek, J. M., Rousseau, D. M., Rudolph, J. W., & DePalma, J. A. (2006). On the receiving end: 

Sensemaking, emotion, and assessments of an organizational change initiated by others.  
The Journal of applied behavioral science, 42(2), 182-206. 

Bouckenooghe, D. (2009). Change recipients' attitudes toward change: a review study. Vlerick Leuven 
Gent Management School. 

Buchanan, D. A., Fitzgerald, L., & Ketley, D. (Eds.). (2006). The sustainability and spread of 
organizational change: modernizing healthcare. Routledge. 

Cullen, K. L., Edwards, B. D., Casper, W. C., & Gue, K. R. (2014). Employees’ adaptability and 
perceptions of change-related uncertainty: Implications for perceived organizational support, job 
satisfaction, and performance. Journal of Business and Psychology, 29(2), 269-280. 

Cunningham, G. B. (2006). The relationships among commitment to change, coping with change, and 
turnover intentions. European Journal of Work and Organizational Psychology, 15(1), 29-45. 

Doll, G. A., Cornelison, L. J., Rath, H., & Syme, M. L. (2017). Actualizing culture change:  
The Promoting Excellent Alternatives in Kansas Nursing Homes (PEAK 2.0) program. 
Psychological services, 14(3), 307. 

Eagly, A. H., & Chaiken, S. (2005). Attitude Research in the 21st Century: The Current State of 
Knowledge. 

p-ISSN: 2184-2205  e-ISSN: 2184-3414  ISBN: 978-989-54312-9-8 © 2020

192



Eagly, A.H. & Chaiken, S. (1993). The psychology of attitudes. Fort Worth, TX: Harcourt Brace 
Jovanovich. This volume provides a comprehensive review of all aspects of research on the 
psychology of attitudes 

Eby, L. T., Adams, D. M., Russell, J. E., & Gaby, S. H. (2000). Perceptions of organizational readiness 
for change: Factors related to employees' reactions to the implementation of team-based selling. 
Human relations, 53(3), 419-442. 

Fernandez, S., & Rainey, H. G. (2017). Managing successful organizational change in the public sector. 
In Debating Public Administration (pp. 7-26). Routledge. 

Freund, A., & Carmeli, A. (2003). An empirical assessment: reconstructed model for five universal forms 
of work commitment. Journal of Managerial Psychology. 

Garcı´a-Arca, J., & Prado-Prado, J. C. (2007). The implementation of new technologies through a 
participative approach. Creativity and Innovation Management, 16, 386–396. doi:10.1111/j.1467- 
8691.2007.00450. 

Hayes, J. (2018). The theory and practice of change management. Palgrave. 
Hettiararchchi, H. A. H., & Jayarathna, S. M. D. Y. (2014). The effect of employee work related attitudes 

on employee job performance: A study of tertiary and vocational education sector in Sri Lanka. 
Jaramillo, F., Mulki, J. P., & Boles, J. S. (2013). Bringing meaning to the sales job: The effect of ethical 

climate and customer demandingness. Journal of Business Research, 66(11), 2301-2307. 
Jernigan, I. E., Beggs, J. M., & Kohut, G. F. (2002). Dimensions of work satisfaction as predictors of 

commitment type. Journal of managerial psychology. 
Jones, L., Watson, B., Hobman, E., Bordia, P., Gallois, C., & Callan, V. J. (2008). Employee perceptions 

of organizational change: impact of hierarchical level. Leadership & Organization Development 
Journal. 

Kwon, J., & Vogt, C. A. (2010). Identifying the role of cognitive, affective, and behavioral components in 
understanding residents’ attitudes toward place marketing. Journal of Travel Research, 49(4),  
423-435. 

Lee, H. R. (2000). An empirical study of organizational justice as a mediator in the relationships among 
leader-member exchange and job satisfaction, organizational commitment, and turnover intentions 
in the lodging industry (Doctoral dissertation, Virginia Tech). 

Lewis, L. (2019). Organizational change. John Wiley & Sons, Incorporated. 
Martin, A. J., Jones, E. S., & Callan, V. J. (2006). Status differences in employee adjustment during 

organizational change. Journal of Managerial Psychology. 
Martin, L. (2014). The effect of stress on job satisfaction and employee attitude: A case study of Guinness 

Ghana Limited (Doctoral dissertation). 
Oreg, S. (2003). Resistance to change: Developing an individual differences measure. Journal of applied 

psychology, 88(4), 680. 
Pasmore, W. A. (2011). Tipping the balance: Overcoming persistent problems in organizational change. 

In Research in organizational change and development (pp. 259-292). Emerald Group Publishing 
Limited. 

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and effects on job 
performance. Academy of management journal, 53(3), 617-635. 

Silverthorne, C. (2004). The impact of organizational culture and person‐organization fit on 
organizational commitment and job satisfaction in Taiwan. Leadership & Organization 
Development Journal. 

Spreitzer, G. M., & Mishra, A. K. (2002). To stay or to go: Voluntary survivor turnover following an 
organizational downsizing. Journal of Organizational Behavior: The International Journal of 
Industrial, Occupational and Organizational Psychology and Behavior, 23(6), 707-729. 

Thomas, B. (2003). Innovation support networks and SMEs in industrial South Wales. International 
Journal of Applied Management Studies, 1(2), 15-27. 

Vakola, M., & Nikolaou, I. (2005). Attitudes towards organizational change. Employee relations. 
Van den Heuvel, M., Demerouti, E., Bakker, A. B., & Schaufeli, W. B. (2010). Personal resources and 

work engagement in the face of change. Contemporary occupational health psychology: Global 
perspectives on research and practice, 1, 124-150. 

Walker, H. J., Armenakis, A. A., & Bernerth, J. B. (2007). Factors influencing organizational change 
efforts: An integrative investigation of change content, context, process and individual differences. 
Journal of Organizational Change Management, 20,761–773. doi:10.1108/09534810710831000. 

Zakarevičius, P. (2003). Pokyčiai organizacijose: priežastys, valdymas, pasekmės: monografija. 

Psychological Applications and Trends 2020

193




