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Abstract

This study examines the influence of a toxic workplace environment on employee
performance, organizational support perception, and employee well-being
among workers in Java lIsland, Indonesia. Utilizing a quantitative research
approach, data were collected from 321 permanent employees. Structural
Equation Modeling with Partial Least Square (PLS) was employed for analysis.
Findings indicate that a toxic workplace environment does not directly impact
employee performance, organizational support perception, or employee well-
being. However, organizational support perception significantly affects employee
performance, and employee well-being also significantly impacts employee
performance. Moreover, a toxic workplace environment does not indirectly
influence employee performance through organizational support perception or
employee well-being as mediating factors. Despite the lack of direct impact, this
research contributes novelty by utilizing perception of organizational support and
employee well-being as mediating variables for the relationship between toxic
workplace environment and employee performance. Practically, the study
underscores the importance of addressing organizational support and employee
well-being to enhance employee performance in organizations. Managers and
organizational leaders must prioritize creating conducive work environments and
providing adequate support to foster employee well-being, ultimately leading to
improved organizational performance.
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Introduction

The era of globalization is an era full of
challenges and fierce competition. Organizations or
companies competing in globalization must have a
solid  competitive  advantage. ~ Competitive
advantage can be achieved through human resource
management, where human resources are an
essential component of the company that creates the
value of competitive advantage, which means that
without human resources, the company cannot have
a competitive advantage over other organizations or
companies. One of the contributions to realizing a
competitive organization is the performance of the
organization, as indicated by the performance of
human resources or each individual in it, in this
case, employee performance.

Employee performance plays a vital role in an
organization's achieving its goals. Employee
performance refers to the extent of accomplishment
of tasks or activities aimed at fulfilling the goals,
objectives, mission, and vision outlined in an
organization's strategic plan (Schleu & Huffmeier,
2021). Performance can be measured from the
quality and quantity of work handling results by
employees (Audenaert et al., 2021; Diamantidis &
Chatzoglou, 2018). Quality perspective is evaluated
by assessing work outcomes according to
organizational standards, while quantity is
determined by the rate of task completion or the
number of units produced by employees. Skilled
and competent employees contribute to the
company's performance, and their departure can
lead to losses for the organization.

Badan Pusat Statistik (BPS) states that the
quality of Indonesian workers in 2020 has decreased
more than the previous year due to the pandemic, so
the performance provided has not been maximized
(Katadata Media Network, 2021). In Indonesia, high
job mobility and dynamic movements occur on the
island of Java. One of the provinces on the island of
Java is East Java, which in 2023 was moderated due
to the impact of the globalization crisis. However,
its performance is predicted to increase in 2024,
even though the global crisis still threatens the five-
year democratic party. "Bumi Majapahit" has high
resilience in the economic sector (Kompas, 2023).
This can be an illustration related to workers'
performance on the island of Java, where
performance is a highly calculated achievement by
every organization in fulfilling the company's vision
going forward.

One of the factors that drive performance
levels is the work environment. The work
environment is a condition or situation in which all
workers or employees of a company are interrelated
and related in carrying out all work activities. The
condition of the work environment in the company
can affect employee performance, productivity, and
ideas both positively and negatively. A conducive
and healthy work environment can help increase
employee efficiency and productivity. On the
contrary, if the work environment is not well
organized, it can negatively influence employees.

Pickering et al. (2017) mentioned that there
are two types of work environments, namely,
collaborative work environments and toxic work
environments. A collaborative work environment is
a friendlier place with the right mix of fun,
engagement, and behavior of the organization's
residents, in this case, employees (Wolfetal., 2015).
Meanwhile, toxic work environments are defined by
narcissistic behaviors such as offensive and
aggressive leaders, threatening behaviors from
managers to coworkers, bullying, and exclusion
(Rasool et al., 2021). Simply put, a collaborative
work environment can increase employee
productivity, and a toxic work environment can
decrease employee performance.

Over the past few decades, Indonesia has
witnessed significant industrialization,
urbanization, and economic growth. According to
Trading Economics data (2023), Indonesia is one of
the countries with high economic growth among the
G20 countries (Pertumbuhan Ekonomi Indonesia
Kuartal 1 2023 Tertinggi Kedua Dunia, Cek
Datanya, 2023). Data from the Badan Pusat Statistik
(BPS) shows that Indonesia's economic growth in
the first quarter of 2023 was recorded at 5.03
percent, slightly higher than in the previous year's
first quarter (Kontan, 2023). However, high
economic growth does not equate to guaranteed
public welfare. Many working people are still living
on less than a decent standard of living and in high-
toxic work environments.

In today's competitive job market, more and
more individuals want to be able to compete with
each other and excel over other individuals in all
kinds of ways. This is a reflection that not all work
environments are in a healthy condition. The social
environment is considered one of the factors that can
affect employee performance (Rasool, 2019). Based
on McKinsey's (2021) data on Employee Mental
Health and Burnout in Asia: A Time to Act, a quarter



of employees worldwide experience burnout. In
Asia alone, that figure rises to one in three
employees experiencing it. By a large margin,
across 15 countries and all dimensions, "toxic work
behaviors" are the most significant predictor of
burnout symptoms and intention to resign."

In Indonesia, toxic work environments pose a
dilemma for employees to stay or resign voluntarily
from the company. A report released by MIT Sloan
Management Review revealed that a toxic
workplace culture is more than ten times more likely
to cause employees to quit their jobs than the cause
of low pay (Fachri, 2023). An International Labor
Organization report in 2022 found that 1 in 5 people
feel their workplace is toxic, where 70.93 percent of
workers in Indonesia have been victims of an
unhealthy work environment (Kompas.com, 2023).
This condition emphasizes that the work
environment in Indonesia is still very much in need
of attention to be improved.

Employee perceptions of organizational
support are another factor that can support improved
employee performance. According to Colakuglu et
al. in Waileruny (2014), perceived organizational
support can be defined as employee perceptions of
how much the company values and cares about
employees. When the organization provides
support, employees will feel more valued in terms
of contributions and welfare that are considered, so
as a result, employees tend to be more enthusiastic
about fulfilling job responsibilities (Alshaabani et
al., 2021).

Another factor supporting the improvement of
employee performance is employee well-being.
Employee well-being is associated with a person's
feelings of happiness based on a sense of security
and satisfaction (Avey et al., 2010), so it can be seen
that if the work environment is not cooperative, it
will very certainly disturb a person's sense of
security and employees may increasingly distance
themselves from involvement with the company and
employee  well-being  will be  disrupted.
Sivapragasam and Raya (2017) explain that
employee well-being in the workplace can play an
essential role in developing relationships between
employees to achieve superior performance and
employee safety and health for the company in the
future.

This study aims to analyze the influence of
toxic work environments on employee performance,
organizational support perceptions, and employee
well-being in Java Island. The research involves

understanding the impact of unhealthy work
environments on employee performance and how
organizational support perceptions and employee
well-being can affect these dynamics. In this
context, focus is also given to the relationship
between toxic work environments, organizational
support perceptions, and employee well-being as
factors influencing employee performance in the
region. This study also aims to address the research
directive (Rasool et al., 2021; Haeruddin et al.,
2022; Kurniawan et al., 2023), which suggests the
necessity of conducting research in other countries
for comparison purposes and utilizing different
organizational outcome variables, mainly focusing
on employee performance.

Concerning the relationship between a toxic
workplace environment and employee performance,
Haeruddin et al. (2022) demonstrated that the
degree of employee performance is influenced by
the work environment, with a toxic workplace
having a detrimental impact on employee
performance. A toxic work environment can reduce
employee motivation to complete tasks optimally so
that contributions to the company will decrease. A
toxic workplace environment will affect work
efficiency and worsen the level of fatigue in
employees. Kurniawan et al. (2023) showed results
that the toxic workplace environment did not have a
significant effect on employee performance directly.
Although it does not have a direct effect, there is still
a negative influence given by the toxic work
environment, which causes a decrease in employee

performance levels. Therefore, this study
hypothesizes:
Hi: Toxic workplace environment affects employee
performance.

Toxic work environments harm employee
performance outcomes, such as stress and burnout.
Wang et al. (2020) discovered that perceived
support from the organization positively influences
employee commitment and performance in the
workplace, leading to enhanced outcomes. When
employees feel support from the organization, their
cognitive and emotional evaluations of the
organization will be stronger. According to Rasool
et al. (2021), a high level of organizational support
will allow employees to produce high performance,
even if that performance decreases due to
unfavorable work environment characteristics.
Based on the explanation above, the hypothesis is
obtained:



H»: Toxic workplace environment affects perceived
organizational support.

Mental health is closely related to work
environment conditions. An unpleasant work
environment can disrupt a person's sense of security
and negatively impact well-being. Toxic workplace
environments have consequences that are closely
related to employees' mental health, such as
increased stress, anxiety, fear, and insecurity. Al-
Somaidaee (2023) asserted that the repercussions of
toxic workplace environments on employee health
pose challenges in attaining employee well-being.
Salin et al. (2023) supplemented this by indicating
that such environments lead to reduced employee
performance and productivity. The prolonged cycle
of negative influences from the toxic workplace
environment will ultimately impact employee well-
being and performance. Based on the explanation
above, the hypothesis is obtained:

Hs: Toxic workplace environment affects employee
well-being.

Employee perceptions of organizational
support can increase employee motivation and
increase productivity. Research by Ridwan et al.
(2020) states that perceptions of organizational
support affect employee performance. Employees
with high perceptions of organizational support feel
that the organization is willing to provide this
assistance in the situation most in need of job
support. Employees will feel valued, cared for, and
recognized, and the interchange provided can
increase work diligence and respect for one another.
This situation can improve employee performance.
(Afsar et al., 2015; Fry et al., 2017; Wang et al.,
2020) show that the perception of organizational
support has a positive impact on employee
performance and can increase commitment and
productivity to the organization so that company
values can be maintained. Based on the explanation
above, the hypothesis is obtained:
Ha:  Perceived organizational
employee performance.

It is the productivity and viability of
employees that determine the efficiency and
viability of an organization. Employee performance
plays a vital role in productivity and is critical to
understanding organizational performance (Inuwa,
2016). Nowadays, employee well-being is an issue
in the business environment. Employee well-being,
in general, is to improve employee health in terms
of work safety. Yan et al. (2020) explain
performance as a record of the results obtained for a

support affects

certain period, where when employees feel that their
welfare is guaranteed and cared for, the interchange
that can be given to the organization is an active
contribution so that the results of employee
performance also increase. Based on the explanation
above, the hypothesis is obtained:
Hs: Employee well-being affects
performance.

Fry et al

employee

(2017) show that perceived
organizational support significantly influences
performance outcomes, employee work
commitment, and employee performance. Perceived
organizational support has a positive impact on
dynamic behavior in the workplace. When
employees feel support from the organization, work
motivation leads to high productivity. So, it can be
assumed that high organizational support will allow
employees to produce high performance, even if
that performance decreases due to unfavorable work
environment characteristics (Rasool et al., 2021).
Based on the explanation above, the hypothesis is
obtained:

He: Toxic workplace environment affects employee
performance through perceived organizational
support as mediation.

The work environment is designed to organize
its workforce according to the social nature of
individuals to produce better performance.
According to Haeruddin et al. (2022), the workplace
environment significantly influences employee
performance, with a toxic work environment having
a detrimental effect. Arenas et al. (2015) discovered
that employee well-being serves as a motivator for
all levels of staff, from executives to administrative
personnel. This suggests that organizational
commitment contributes to employee well-being.
Additionally, Fotiadis et al. (2021) concluded that
the quality of work life is intertwined with employee
performance due to the reciprocal nature of
organizational behavior. An employee will perform
nicely and optimally if concern for the organization
arises, even if the performance decreases due to
unfavorable work environment characteristics
(Rasool et al., 2021). Based on the explanation
above, the hypothesis is obtained:

H7: Toxic workplace environment affects employee
performance through employee well-being as
mediation.

Figure 1 illustrates the research framework
utilized in this study. Straight arrows indicate direct
relationships between variables, while dashed



arrows indicate indirect relationships with
mediation among the variables used in this study,
and the hypotheses being tested are already stated.

Perceived
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Support (POS)

Toxic Workplace

* remain
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Figure 1. Research Model

Methodology

The type of research used in this study is
quantitative research. Quantitative research
involves using numbers through structured
questions in data collection (Sekaran & Bougie,
2016). The population taken for this study consists
of permanent employees working on the island of
Java. This research uses a non-probability sampling
technique. Non-probability sampling is a sample
selected based on the availability of respondents or
researcher considerations based on criteria
(Sekaran & Bougie, 2016). The criteria for
respondents in this study are permanent
employees located on the island of Java, with a
minimum tenure of 1 (one) year. This criterion is
used in this study assuming that permanent
employees who have worked for one year or more
have understood the situation or conditions of the
environment and the behavior of their superiors or
coworkers in the workplace. Determination of
sample size by Hair et al. (2014) suggests that the
minimum sample size is 100 or more. The research
sample amounted to 321 employees.

- level

This study will utilize questionnaire items
adapted from the research of Rasool et al. (2021),
Wang et al. (2020), Ahmed et al. (2020), and Tastan
et al. (2015). Adaptation of the questionnaire was
conducted by carefully translating and modifying it
to ensure that the meanings of the items between
the original language and the designated language
consistent (Tran, 2009, p.16). The
translation was performed using back translation, a
process where the research questionnaire items

" are translated from the original language to the

designated language and then back to the original
language to ensure the congruence of meanings
(Tran, 2009, p.32).

The survey on toxic work environments was

.. adopted from the studies conducted by Anjum et

al. (2018) and Rasool et al. (2019), as utilized in
Rasool et al.'s (2021) research, boasting a reliability
of 0.935 and comprising seven items.
Meanwhile, the questionnaire assessing
employees' perception of support was sourced
from Wang et al. (2020), also featured in Rasool et
al.'s (2021) investigation, demonstrating a reliability
level of 0.784 and consisting of 4 items. The
questionnaire gauging employee well-being was
adapted from Ahmed et al. (2020) and incorporated
into Rasool et al.'s (2021) research, showcasing a
reliability level of 0.843 and comprising six items.
Lastly, the survey concerning employee
performance was drawn from William and
Anderson (1991, in Tastan, 2015), boasting a
reliability level of 0.797 and 7 items. Each of these
surveys employs a Likert scale with a 5-point range,
spanning from strongly disagree to agree strongly.

Data were analyzed using Structural Equation
Modeling with Partial Least Square (PLS) method
using SmartPLS 4. Partial Least Square (PLS) is a
variant-based structural equation analysis (SEM)
that tests measurement and structural models
simultaneously. There are two measurement
models in SmartPLS, namely the outer model and
the inner model. The outer model is used to test
validity and reliability, while the inner model is used
to test the research model's feasibility and the
proposed hypothesis.

Result and Discussion
Validity and reliability tests were used to
evaluate the outcomes of examining the



measurement model. First, a validity test is
employed to examine a questionnaire's list of
questions to identify the research variables. The
preliminary step included identifying variables with
a factor loading value exceeding 0.7 and discarding
those with a factor loading beneath this threshold
(Hair et al., 2019). The validity test results for the
variables toxic workplace environment, perceived
organizational support, employee well-being, and
employee performance indicate that the count
value on each question for each variable is more
significant than 0.7, indicating that the data in this
study are valid (Table 1). Only one indicator was
invalid, exhibiting an outer loading value below 0.5.
This indicator pertains to the first item of the toxic
workplace variable. Hence, it had to be deleted.
The test for convergent validity is based not only on
the outer loading values but also on the Average
Variance Extracted (AVE) values. A variable is
considered valid if its AVE value is more significant
than 0.5 (Hair et al., 2019).

Table 1. Loading Factor and AVE

EW6 0.786
EP1 0.876
EP2 0.932
EP3 0.915
Pfrr;‘op:;‘;iie EP4 0937  0.806
EPS 0.794
EP6 0.908
EP7 0.914

Source: primary data processing

The reliability test is conducted to determine
the accuracy of the constructed structural model,
ensuring that the data can be considered reliable or
consistent (Hair et al., 2019). Reliability testing can
be assessed by examining Cronbach's alpha and
composite reliability values. A variable in a study is
deemed reliable if Cronbach's alpha value reaches
or exceeds 0.7 and the composite reliability value is
between 0.6 and 0.7, which is considered good
(Hair et al., 2019). As seen in Table 2, all the
variables in this study have Cronbach's alpha and
composite reliability values above 7, indicating they

Variable Indicators Outer AVE A
Loading are reliable.
w2 0.854 Table 2. Results of Reliability Tests
TW3 0.794 i Cronbach’s Composite
Variable Aloh Reliabilit
Toxic TWA4 0.806 pha €llability
0.655 Toxic Workplace (TW) 0.897 0.930
Workplace (TW) w5 0.730
Perceived Organizational Support (POS) 0.839 0.844
TW6 0.867
Employee Well-being (EW) 0.914 0.931
TW7 0.796
Employee Performance (EP) 0.959 0.961
POs1 0.854 Source: primary data processing
Perceived POS2 0.808
Organizational 0.674 In hypothesis testing, the value to be
Support (POS) POS3 0.815 observed is the t-statistic value, which ideally
POS4 0.805 should exceed 1.96 for a hypothesis to be accepted
EW1 0.820 or to have a significant influence. Similarly, the p-
: value needs to be considered; if the value is less
EW2 0.815 than 0.05, then the hypothesis in the study can be
Empl Well- i i .
mp pyee e EW3 0.849 0.698 accepted, and the opposite appll.es as \{vell Tab!e 3
being (EW) presents the results of hypothesis testing within a
EW4 0.872 study investigating the effects of various factors on
EW5S 0.870 employee performance, perceived organizational

support, and employee well-being. The



interpretation of the table is based on the t-statistic

POS1 POS2 POS3 POS4
and p-value for each hypothesis. X
0000 0000 0000 0000
Table 3. Results of Hypothesis Tests -

Hypothesis t-statistic p-vali y A
. . TW02 EP2
ic Workplace Environment -> Employee v~ Perecived Organizational Support gz
formance 0.614 0.53  Twos ™ EP3

‘0000\

TW04  «000— 0005 EP3
ic Workplace Environment -> Perceived Twos &% -
:anizational Support 1.310 0.19 Z:‘:’Z Toxic Workplace o - Employee Performance w%::n

TWO06 / \ EPs

N
ic Workplace Environment -> Employee W07 S
I-being 1.339 0.18 e Weling
/a?“"’“ “0000 0000 "V”V\‘“m\
ceived Organizational Support -> 24111 000 EWL EW2 EWws EW4 EWS  EW6
ployee Performance
| Well-bei Emol Figure 2. Inner Model Results

ployee VVell-being -> Employee 2.648 0.008 Suppowutieg: primary data processing
formance
ic Workplace Environment -> Perceived This study addresses discrepancies in
anizational Support -> Employee 1.172 0.24previoRejesteatch findings. According to Haeruddin
formance et al. (2022), it is known that employee
ic Workplace Environment -> Employee performa_nce is influenced by the workplace

1310 0.258nvirofipiegtedvhere a toxic work environment can

ll-being -> Employee Performance

Source: primary data processing

negatively impact employee performance. A toxic
work environment can decrease employees'
motivation to complete tasks effectively, reducing

In summary, the study supports the hypotheses

that perceived organizational support and
employee well-being directly contribute to
improved employee performance. However, it

rejects the hypotheses concerning the direct and
indirect negative impacts of a toxic workplace
environment on employee performance, perceived
organizational support, and employee well-being.
The results of the inner model testing can be seen
in Figure 2.
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their contributions to the company. Specifically, a
toxic work environment fundamentally affects work
efficiency and exacerbates levels of work fatigue
among employees. On the other hand, Kurniawan
et al. (2023) found results indicating that a toxic
work environment does not significantly affect
employee performance. Despite the lack of a direct
effect, there is still a negative influence exerted by
a toxic work environment, resulting in decreased
employee performance. Therefore, the findings of
this study confirm the research by Kurniawan et al.
(2023), stating that a toxic work environment does
not significantly affect employee performance. This
discrepancy may occur because individuals have a
high sense of responsibility as employees, allowing
them to complete tasks effectively even in a toxic
work environment.

The findings of this study also contradict the
research conducted by Wang et al. (2020), which
suggests that a toxic work environment influences
employees' perceptions of organizational support.
In Wang et al.'s study, employees were reported to



feel less motivated to complete tasks and could
overlook organizational support due to the toxicity
of the work environment. However, in this research,
the negative behavior experienced did not
significantly alter employees' perceptions of
organizational support in Java Island, as employees
often feel supported by their organization or
workplace, even in challenging situations.

The study by Rasool et al. (2021) suggests
that when an organization pays attention to the
well-being of its employees, the impact of a toxic
work environment can be reduced, leading to
sustainable organizational performance. However,
this research found that a toxic work environment
does not affect the well-being of employees in Java
Island. Although a toxic work environment can
negatively impact employees, arguments suggest
this may not directly affect their well-being. Some
employees may be able to cope with a toxic work
environment by employing effective coping
mechanisms or having social support outside of
work to help them manage stress (Anjum & Ming,
2018). Personal coping strategies and perceptions
of control over the situation in the workplace can
also help employees maintain their well-being.
However, it is essential to remember that a toxic
work environment still has significant adverse
effects and can affect various aspects of employees'
lives if not adequately addressed.

Employees' perception of organizational
support can enhance their motivation and increase
productivity. The study by Ridwan et al. (2020)
states that organizational support perception
influences employee performance. Employees with
a high perception of organizational support feel
that the organization is willing to provide it in
situations where they most need job support.
Employees feel valued, cared for, and recognized,
and the reciprocation provided can increase their
perseverance and mutual respect. The findings of
this research align with the study by Chen et al.
(2020) regarding the influence of organizational
support perception on employee performance.
That study highlights the importance of
organizational support in providing a new
perspective for critical organizational stakeholders
and authorities to develop performance-related
management strategies. Effective performance
management will result in continuous learning,
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collaboration, and  work
initiatives.

Yan et al. (2020) define performance as the
recorded outcomes obtained over a specific period,
wherein when employees feel their well-being is
assured and attended to, the reciprocal
contribution they can provide to the organization is
active participation, thereby enhancing employee
performance outcomes. The findings of this
research support Yan et al.'s (2020) statement that
employee  well-being influences employee
performance. This study found that the sense of
security felt by employees in the workplace would
drive work motivation to effectively fulfill job
responsibilities according to each individual's job
description. When job responsibilities are
satisfactorily fulfilled, completing tasks encourages
employees to be more diligent.

So far, no research has been found
regarding the influence of a toxic work environment
on employee performance mediated by
organizational support perception. However, a
study by Kurniawan et al. (2023) used other
mediating variables in the relationship between a
toxic work environment and employee
performance, namely employee engagement and
work stress, and the results showed that both
variables could act as mediators. However, in this
study, organizational support perception could not
mediate the relationship between a toxic work
environment and employee performance. This is
suspected to occur due to two reasons. First, the
presence of alternative mediating factors that more
directly affect employee performance than
organizational support perception. Second, the
respondents in this study come from diverse
organizations, resulting in unique dynamics in their
work culture and organizational structure, which
makes organizational support perception unable to
mediate the relationship between a toxic work
environment and employee performance.

Su and Swanson (2019) posit employee
well-being as a commendable achievement for
individuals exhibiting innovative work behavior,
wherein the outcomes of such thinking can lead to
enhanced employee performance. To date, no prior
research has examined the influence of a toxic work
environment on employee performance mediated
by organizational support perception. However, a

problem-solving,



study by Kurniawan et al. (2023) was identified,
which utilized other mediating variables, such as
employee engagement and work stress, to
investigate the impact of a toxic work environment
on employee performance, vyielding results
indicating that both mediator variables mediated
the relationship between a toxic work environment
and employee performance. Nevertheless, the
findings of this research indicate that employee
well-being cannot mediate the relationship
between a toxic work environment and employee
performance. Employee well-being is influenced by
multifaceted factors extending beyond the
workplace, including personal life, health, and
relationships  (Pagan-Castafio et al.,, 2020).
Therefore, even if employees experience a sense of
well-being, it may not directly translate into
improved performance if other factors related to
the toxic work environment persist. Well-being
encompasses various dimensions, such as physical
health, emotional stability, and social connections,
which may not directly impact organizational
efforts to address workplace toxicity. As a result,
the complexity and diverse nature of well-being
makes it less suitable as a mediator for the
relationship between a toxic work environment and
employee performance.

Employee engagement and work stress, as
identified in the study by Kurniawan et al. (2023),
may play more direct roles in mediating the
relationship between a toxic work environment and
employee performance than overall well-being.
Employee engagement reflects the extent to which
employees are invested in their work, while work
stress captures the negative psychological and
emotional experiences resulting from workplace
toxicity. Compared to overall well-being, these
variables may offer more direct pathways through
which the toxic work environment affects employee
performance, a broader and potentially less specific
construct. Therefore, the failure to find employee
well-being as a mediator could be attributed to the
more direct and specific role played by employee
engagement and work stress in mediating the
relationship between a toxic work environment and
employee performance.

Conclusion

12

In conclusion, this study vyields significant
theoretical contributions regarding the influence of
a toxic workplace environment on employee
performance, organizational support perception,
and employee well-being among workers in Java
Island, Indonesia. Firstly, it was observed that a
toxic workplace environment does not influence
employee performance, organizational support
perception, or employee well-being. Additionally,
the perception of organizational support was found
to significantly impact employee performance,
while employee well-being also significantly affects
employee performance. Furthermore, the study
revealed that a toxic workplace environment does
not indirectly influence employee performance
through organizational support perception or
employee well-being as mediating factors among
workers in Java Island. Despite the lack of impact,
this research contributes novelty by using the
perception of organizational support and employee
well-being as mediating variables for the
relationship between toxic workplace environment
and employee performance. These findings provide
valuable insights into the dynamics of workplace
environments and their effects on employee
outcomes, underscoring the importance of
addressing organizational support and well-being
for enhancing employee performance.

This study offers practical implications for
managers or individuals within organizations tasked
with monitoring employee performance. In efforts
to enhance organizational performance reflected
through employee performance, a growing body of
research highlights the workplace environment as a
significant factor influencing employee
performance. The workplace is where everything
can impact employees' physical and mental well-
being in fulfilling job tasks, both directly and
indirectly. Managers or individuals in authority
within organizations must pay attention to the
workplace environment to foster good employee
performance. Organizations or companies, as
controllers of the situations and conditions within
the workplace, can contribute to improving
employee performance. One crucial aspect to
consider is ensuring the availability of support that
employees can receive. Therefore, companies need
to actively enhance employee performance
through various means, such as setting individual



goals to encourage employees to continually
develop new approaches to achieve them
continually, thus feeling appreciated for their goals
and values. Being a flexible organization is an action
that significantly attracts employee contributions.
Another implication is to pay close attention to
employee well-being. The well-being experienced
by employees during work serves as a turning point
for the performance they will provide to the
company. Employee well-being can be seen from
the positive attitudes exhibited by workers, which
may arise from the positive intentions they
experience while working. Managers can be more
empathetic and show their concern for employee
relations to create a balance in employees' lives,
both in their work and personal lives, for each
individual working as office staff in companies on
Java Island.
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Abstract

This study examines the influence of a toxic workplace environment on employee
performance, organizational support perception, and employee well-being
among workers in Java lIsland, Indonesia. Utilizing a quantitative research
approach, data were collected from 321 permanent employees. Structural
Equation Modeling with Partial Least Square (PLS) was employed for analysis.
Findings indicate that a toxic workplace environment does not directly impact
employee performance, organizational support perception, or employee well-
being. However, organizational support perception significantly affects employee
performance, and employee well-being also significantly impacts employee
performance. Moreover, a toxic workplace environment does not indirectly
influence employee performance through organizational support perception or
employee well-being as mediating factors. Despite the lack of direct impact, this
research contributes novelty by utilizing perception of organizational support and
employee well-being as mediating variables for the relationship between toxic
workplace environment and employee performance. Practically, the study
underscores the importance of addressing organizational support and employee
well-being to enhance employee performance in organizations. Managers and
organizational leaders must prioritize creating conducive work environments and
providing adequate support to foster employee well-being, ultimately leading to
improved organizational performance.
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Introduction

The era of globalization is an era full of challenges and fierce competition.
Organizations or companies competing in globalization must have a solid
competitive advantage. Competitive advantage can be achieved through human
resource management, where human resources are an essential component of the
company that creates the value of competitive advantage, which means that without
human resources, the company cannot have a competitive advantage over other
organizations or companies. One of the contributions to realizing a competitive
organization is the performance of the organization, as indicated by the performance
of human resources or each individual in it, in this case, employee performance.

Employee performance plays a vital role in an organization's achieving its
goals. Employee performance refers to the extent of accomplishment of tasks or
activities aimed at fulfilling the goals, objectives, mission, and vision outlined in an
organization's strategic plan (Schleu & Huffmeier, 2021). Performance can be
measured from the quality and quantity of work handling results by employees
(Audenaert et al., 2021; Diamantidis & Chatzoglou, 2018). Quality perspective is
evaluated by assessing work outcomes according to organizational standards, while
quantity is determined by the rate of task completion or the number of units
produced by employees. Skilled and competent employees contribute to the
company's performance, and their departure can lead to losses for the organization.

Badan Pusat Statistik (BPS) states that the quality of Indonesian workers in
2020 has decreased more than the previous year due to the pandemic, so the
performance provided has not been maximized (Katadata Media Network, 2021).
In Indonesia, high job mobility and dynamic movements occur on the island of Java.
One of the provinces on the island of Java is East Java, which in 2023 was
moderated due to the impact of the globalization crisis. However, its performance
is predicted to increase in 2024, even though the global crisis still threatens the five-
year democratic party. "Bumi Majapahit" has high resilience in the economic sector
(Kompas, 2023). This can be an illustration related to workers' performance on the
island of Java, where performance is a highly calculated achievement by every
organization in fulfilling the company's vision going forward.

One of the factors that drive performance levels is the work environment. The
work environment is a condition or situation in which all workers or employees of
a company are interrelated and related in carrying out all work activities. The
condition of the work environment in the company can affect employee
performance, productivity, and ideas both positively and negatively. A conducive
and healthy work environment can help increase employee efficiency and
productivity. On the contrary, if the work environment is not well organized, it can
negatively influence employees.

Pickering et al. (2017) mentioned that there are two types of work
environments, namely, collaborative work environments and toxic work
environments. A collaborative work environment is a friendlier place with the right
mix of fun, engagement, and behavior of the organization's residents, in this case,
employees (Wolf et al., 2015). Meanwhile, toxic work environments are defined by
narcissistic behaviors such as offensive and aggressive leaders, threatening
behaviors from managers to coworkers, bullying, and exclusion (Rasool et al.,



2021). Simply put, a collaborative work environment can increase employee
productivity, and a toxic work environment can decrease employee performance.

Over the past few decades, Indonesia has witnessed significant
industrialization, urbanization, and economic growth. According to Trading
Economics data (2023), Indonesia is one of the countries with high economic
growth among the G20 countries (Pertumbuhan Ekonomi Indonesia Kuartal I 2023
Tertinggi Kedua Dunia, Cek Datanya, 2023). Data from the Badan Pusat Statistik
(BPS) shows that Indonesia's economic growth in the first quarter of 2023 was
recorded at 5.03 percent, slightly higher than in the previous year's first quarter
(Kontan, 2023). However, high economic growth does not equate to guaranteed
public welfare. Many working people are still living on less than a decent standard
of living and in high-toxic work environments.

In today's competitive job market, more and more individuals want to be able
to compete with each other and excel over other individuals in all kinds of ways.
This is a reflection that not all work environments are in a healthy condition. The
social environment is considered one of the factors that can affect employee
performance (Rasool, 2019). Based on McKinsey's (2021) data on Employee
Mental Health and Burnout in Asia: A Time to Act, a quarter of employees
worldwide experience burnout. In Asia alone, that figure rises to one in three
employees experiencing it. By a large margin, across 15 countries and all
dimensions, "toxic work behaviors" are the most significant predictor of burnout
symptoms and intention to resign."

In Indonesia, toxic work environments pose a dilemma for employees to stay
or resign voluntarily from the company. A report released by MIT Sloan
Management Review revealed that a toxic workplace culture is more than ten times
more likely to cause employees to quit their jobs than the cause of low pay (Fachri,
2023). An International Labor Organization report in 2022 found that 1 in 5 people
feel their workplace is toxic, where 70.93 percent of workers in Indonesia have been
victims of an unhealthy work environment (Kompas.com, 2023). This condition
emphasizes that the work environment in Indonesia is still very much in need of
attention to be improved.

Employee perceptions of organizational support are another factor that can
support improved employee performance. According to Colakuglu et al. in
Waileruny (2014), perceived organizational support can be defined as employee
perceptions of how much the company values and cares about employees. When
the organization provides support, employees will feel more valued in terms of
contributions and welfare that are considered, so as a result, employees tend to be
more enthusiastic about fulfilling job responsibilities (Alshaabani et al., 2021).

Another factor supporting the improvement of employee performance is
employee well-being. Employee well-being is associated with a person's feelings
of happiness based on a sense of security and satisfaction (Avey et al., 2010), so it
can be seen that if the work environment is not cooperative, it will very certainly
disturb a person's sense of security and employees may increasingly distance
themselves from involvement with the company and employee well-being will be
disrupted. Sivapragasam and Raya (2017) explain that employee well-being in the
workplace can play an essential role in developing relationships between employees
to achieve superior performance and employee safety and health for the company
in the future.



This study aims to analyze the influence of toxic work environments on
employee performance, organizational support perceptions, and employee well-
being in Java Island. The research involves understanding the impact of unhealthy
work environments on employee performance and how organizational support
perceptions and employee well-being can affect these dynamics. In this context,
focus is also given to the relationship between toxic work environments,
organizational support perceptions, and employee well-being as factors influencing
employee performance in the region. This study also aims to address the research
directive (Rasool et al., 2021; Haeruddin et al., 2022; Kurniawan et al., 2023),
which suggests the necessity of conducting research in other countries for
comparison purposes and utilizing different organizational outcome variables,
mainly focusing on employee performance.

Concerning the relationship between a toxic workplace environment and
employee performance, Haeruddin et al. (2022) demonstrated that the degree of
employee performance is influenced by the work environment, with a toxic
workplace having a detrimental impact on employee performance. A toxic work
environment can reduce employee motivation to complete tasks optimally so that
contributions to the company will decrease. A toxic workplace environment will
affect work efficiency and worsen the level of fatigue in employees. Kurniawan et
al. (2023) showed results that the toxic workplace environment did not have a
significant effect on employee performance directly. Although it does not have a
direct effect, there is still a negative influence given by the toxic work environment,
which causes a decrease in employee performance levels. Therefore, this study
hypothesizes:

H;: Toxic workplace environment affects employee performance.

Toxic work environments harm employee performance outcomes, such as
stress and burnout. Wang et al. (2020) discovered that perceived support from the
organization positively influences employee commitment and performance in the
workplace, leading to enhanced outcomes. When employees feel support from the
organization, their cognitive and emotional evaluations of the organization will be
stronger. According to Rasool et al. (2021), a high level of organizational support
will allow employees to produce high performance, even if that performance
decreases due to unfavorable work environment characteristics. Based on the
explanation above, the hypothesis is obtained:

Ha: Toxic workplace environment affects perceived organizational support.

Mental health is closely related to work environment conditions. An
unpleasant work environment can disrupt a person's sense of security and negatively
impact well-being. Toxic workplace environments have consequences that are
closely related to employees' mental health, such as increased stress, anxiety, fear,
and insecurity. Al-Somaidaee (2023) asserted that the repercussions of toxic
workplace environments on employee health pose challenges in attaining employee
well-being. Salin et al. (2023) supplemented this by indicating that such
environments lead to reduced employee performance and productivity. The
prolonged cycle of negative influences from the toxic workplace environment will
ultimately impact employee well-being and performance. Based on the explanation
above, the hypothesis is obtained:

Hs: Toxic workplace environment affects employee well-being.



Employee perceptions of organizational support can increase employee
motivation and increase productivity. Research by Ridwan et al. (2020) states that
perceptions of organizational support affect employee performance. Employees
with high perceptions of organizational support feel that the organization is willing
to provide this assistance in the situation most in need of job support. Employees
will feel valued, cared for, and recognized, and the interchange provided can
increase work diligence and respect for one another. This situation can improve
employee performance. (Afsar et al., 2015; Fry etal., 2017; Wang et al., 2020) show
that the perception of organizational support has a positive impact on employee
performance and can increase commitment and productivity to the organization so
that company values can be maintained. Based on the explanation above, the
hypothesis is obtained:

Ha: Perceived organizational support affects employee performance.

It is the productivity and viability of employees that determine the efficiency
and viability of an organization. Employee performance plays a vital role in
productivity and is critical to understanding organizational performance (Inuwa,
2016). Nowadays, employee well-being is an issue in the business environment.
Employee well-being, in general, is to improve employee health in terms of work
safety. Yan et al. (2020) explain performance as a record of the results obtained for
a certain period, where when employees feel that their welfare is guaranteed and
cared for, the interchange that can be given to the organization is an active
contribution so that the results of employee performance also increase. Based on
the explanation above, the hypothesis is obtained:

Hs: Employee well-being affects employee performance.

Fry et al. (2017) show that perceived organizational support significantly
influences performance outcomes, employee work commitment, and employee
performance. Perceived organizational support has a positive impact on dynamic
behavior in the workplace. When employees feel support from the organization,
work motivation leads to high productivity. So, it can be assumed that high
organizational support will allow employees to produce high performance, even if
that performance decreases due to unfavorable work environment characteristics
(Rasool et al., 2021). Based on the explanation above, the hypothesis is obtained:
He: Toxic workplace environment affects employee performance through perceived
organizational support as mediation.

The work environment is designed to organize its workforce according to the
social nature of individuals to produce better performance. According to Haeruddin
et al. (2022), the workplace environment significantly influences employee
performance, with a toxic work environment having a detrimental effect. Arenas et
al. (2015) discovered that employee well-being serves as a motivator for all levels
of staff, from executives to administrative personnel. This suggests that
organizational commitment contributes to employee well-being. Additionally,
Fotiadis et al. (2021) concluded that the quality of work life is intertwined with
employee performance due to the reciprocal nature of organizational behavior. An
employee will perform nicely and optimally if concern for the organization arises,
even if the performance decreases due to unfavorable work environment
characteristics (Rasool et al., 2021). Based on the explanation above, the hypothesis
is obtained:



H7: Toxic workplace environment affects employee performance through employee
well-being as mediation.

Figure 1 illustrates the research framework utilized in this study. Straight
arrows indicate direct relationships between variables, while dashed arrows indicate
indirect relationships with mediation among the variables used in this study, and the
hypotheses being tested are already stated.

Perceived

Organizational

Support (POS)

H,

Employee

Toxic Workplace
Performance (EP)

(TW)

Figure 1. Research Model

Methodology

The type of research used in this study is quantitative research. Quantitative
research involves using numbers through structured questions in data collection
(Sekaran & Bougie, 2016). The population taken for this study consists of
permanent employees working on the island of Java. This research uses a non-
probability sampling technique. Non-probability sampling is a sample selected
based on the availability of respondents or researcher considerations based on
criteria (Sekaran & Bougie, 2016). The criteria for respondents in this study are
permanent employees located on the island of Java, with a minimum tenure of 1
(one) year. This criterion is used in this study assuming that permanent employees
who have worked for one year or more have understood the situation or
conditions of the environment and the behavior of their superiors or coworkers in
the workplace. Determination of sample size by Hair et al. (2014) suggests that the
minimum sample size is 100 or more. The research sample amounted to 321
employees.



This study will utilize questionnaire items adapted from the research of
Rasool et al. (2021), Wang et al. (2020), Ahmed et al. (2020), and Tastan et al.
(2015). Adaptation of the questionnaire was conducted by carefully translating and
modifying it to ensure that the meanings of the items between the original
language and the designated language remain consistent (Tran, 2009, p.16). The
translation was performed using back translation, a process where the research
questionnaire items are translated from the original language to the designated
language and then back to the original language to ensure the congruence of
meanings (Tran, 2009, p.32).

The survey on toxic work environments was adopted from the studies
conducted by Anjum et al. (2018) and Rasool et al. (2019), as utilized in Rasool et
al.'s (2021) research, boasting a reliability level of 0.935 and comprising seven
items. Meanwhile, the questionnaire assessing employees' perception of support
was sourced from Wang et al. (2020), also featured in Rasool et al.'s (2021)
investigation, demonstrating a reliability level of 0.784 and consisting of 4 items.
The questionnaire gauging employee well-being was adapted from Ahmed et al.
(2020) and incorporated into Rasool et al.'s (2021) research, showcasing a
reliability level of 0.843 and comprising six items. Lastly, the survey concerning
employee performance was drawn from William and Anderson (1991, in Tastan,
2015), boasting a reliability level of 0.797 and 7 items. Each of these surveys
employs a Likert scale with a 5-point range, spanning from strongly disagree to
agree strongly.

Data were analyzed using Structural Equation Modeling with Partial Least
Square (PLS) method using SmartPLS 4. Partial Least Square (PLS) is a variant-based
structural equation analysis (SEM) that tests measurement and structural models
simultaneously. There are two measurement models in SmartPLS, namely the
outer model and the inner model. The outer model is used to test validity and
reliability, while the inner model is used to test the research model's feasibility and
the proposed hypothesis.

Result and Discussion

Validity and reliability tests were used to evaluate the outcomes of
examining the measurement model. First, a validity test is employed to examine a
questionnaire's list of questions to identify the research variables. The preliminary
step included identifying variables with a factor loading value exceeding 0.7 and
discarding those with a factor loading beneath this threshold (Hair et al., 2019).
The validity test results for the variables toxic workplace environment, perceived
organizational support, employee well-being, and employee performance indicate
that the count value on each question for each variable is more significant than
0.7, indicating that the data in this study are valid (Table 1). Only one indicator was
invalid, exhibiting an outer loading value below 0.5. This indicator pertains to the
first item of the toxic workplace variable. Hence, it had to be deleted. The test for
convergent validity is based not only on the outer loading values but also on the
Average Variance Extracted (AVE) values. A variable is considered valid if its AVE
value is more significant than 0.5 (Hair et al., 2019).



Table 1. Loading Factor and AVE

Variable Indicators Outer Loading AVE
TW2 0.854
TW3 0.794
Toxic Workplace (TW) Twa 0.806 0.655
TW5 0.730
TW6 0.867
TW7 0.796
POS1 0.854
Perceived Organizational POS2 0.808 0.674
Support (POS) POS3 0.815
POS4 0.805
EW1 0.820
EW2 0.815
EW3 0.849
Employee Well-being (EW) 0.698
EW4 0.872
EWS 0.870
EW6 0.786
EP1 0.876
EP2 0.932
EP3 0.915
Employee Performance EP4 0.937 0.806
EP5 0.794
EP6 0.908
EP7 0.914

Source: primary data processing

The reliability test is conducted to determine the accuracy of the constructed
structural model, ensuring that the data can be considered reliable or consistent
(Hair et al., 2019). Reliability testing can be assessed by examining Cronbach's
alpha and composite reliability values. A variable in a study is deemed reliable if
Cronbach's alpha value reaches or exceeds 0.7 and the composite reliability value



is between 0.6 and 0.7, which is considered good (Hair et al., 2019). As seen in
Table 2, all the variables in this study have Cronbach's alpha and composite
reliability values above 7, indicating they are reliable.

Table 2. Results of Reliability Tests

Variable Cronbach’s Composite

Alpha Reliability
Toxic Workplace (TW) 0.897 0.930
Perceived Organizational Support (POS) 0.839 0.844
Employee Well-being (EW) 0.914 0.931
Employee Performance (EP) 0.959 0.961

Source: primary data processing

In hypothesis testing, the value to be observed is the t-statistic value, which
ideally should exceed 1.96 for a hypothesis to be accepted or to have a significant
influence. Similarly, the p-value needs to be considered; if the value is less than
0.05, then the hypothesis in the study can be accepted, and the opposite applies
as well. Table 3 presents the results of hypothesis testing within a study
investigating the effects of various factors on employee performance, perceived
organizational support, and employee well-being. The interpretation of the table
is based on the t-statistic and p-value for each hypothesis.

Table 3. Results of Hypothesis Tests

Hypothesis t-statistic p-value Information

Toxic Workplace Environment -> Employee

Hi Performance 0.614 0.539 Rejected

Toxic Workplace Environment -> Perceived

H, Organizational Support 1.310 0.190 Rejected

Toxic Workplace Environment -> Employee

Hs; Well-being 1.339 0.181 Rejected

He Perceived Organizational Support -> 4111 0000 supported
Employee Performance

Hs Employee Well-being -> Employee 7 648 0.008 Supported
Performance
Toxic Workplace Environment -> Perceived

Hs Organizational Support -> Employee 1.172 0.241 Rejected
Performance

Hy Toxic Workplace Environment -> Employee 1310 0.259 Rejected

Well-being -> Employee Performance




Source: primary data processing

In summary, the study supports the hypotheses that perceived organizational
support and employee well-being directly contribute to improved employee
performance. However, it rejects the hypotheses concerning the direct and
indirect negative impacts of a toxic workplace environment on employee
performance, perceived organizational support, and employee well-being. The
results of the inner model testing can be seen in Figure 2.
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Figure 2. Inner Model Results
Source: primary data processing

This study addresses discrepancies in previous research findings. According
to Haeruddin et al. (2022), it is known that employee performance is influenced by
the workplace environment, where a toxic work environment can negatively
impact employee performance. A toxic work environment can decrease
employees' motivation to complete tasks effectively, reducing their contributions
to the company. Specifically, a toxic work environment fundamentally affects work
efficiency and exacerbates levels of work fatigue among employees. On the other
hand, Kurniawan et al. (2023) found results indicating that a toxic work
environment does not significantly affect employee performance. Despite the lack
of a direct effect, there is still a negative influence exerted by a toxic work
environment, resulting in decreased employee performance. Therefore, the
findings of this study confirm the research by Kurniawan et al. (2023), stating that
a toxic work environment does not significantly affect employee performance. This
discrepancy may occur because individuals have a high sense of responsibility as
employees, allowing them to complete tasks effectively even in a toxic work
environment.



The findings of this study also contradict the research conducted by Wang
et al. (2020), which suggests that a toxic work environment influences employees'
perceptions of organizational support. In Wang et al.'s study, employees were
reported to feel less motivated to complete tasks and could overlook
organizational support due to the toxicity of the work environment. However, in
this research, the negative behavior experienced did not significantly alter
employees' perceptions of organizational support in Java Island, as employees
often feel supported by their organization or workplace, even in challenging
situations.

The study by Rasool et al. (2021) suggests that when an organization pays
attention to the well-being of its employees, the impact of a toxic work
environment can be reduced, leading to sustainable organizational performance.
However, this research found that a toxic work environment does not affect the
well-being of employees in Java Island. Although a toxic work environment can
negatively impact employees, arguments suggest this may not directly affect their
well-being. Some employees may be able to cope with a toxic work environment
by employing effective coping mechanisms or having social support outside of
work to help them manage stress (Anjum & Ming, 2018). Personal coping
strategies and perceptions of control over the situation in the workplace can also
help employees maintain their well-being. However, it is essential to remember
that a toxic work environment still has significant adverse effects and can affect
various aspects of employees' lives if not adequately addressed.

Employees' perception of organizational support can enhance their
motivation and increase productivity. The study by Ridwan et al. (2020) states that
organizational support perception influences employee performance. Employees
with a high perception of organizational support feel that the organization is willing
to provide it in situations where they most need job support. Employees feel
valued, cared for, and recognized, and the reciprocation provided can increase
their perseverance and mutual respect. The findings of this research align with the
study by Chen et al. (2020) regarding the influence of organizational support
perception on employee performance. That study highlights the importance of
organizational support in providing a new perspective for critical organizational
stakeholders and authorities to develop performance-related management
strategies. Effective performance management will result in continuous learning,
collaboration, problem-solving, and work initiatives.

Yan et al. (2020) define performance as the recorded outcomes obtained
over a specific period, wherein when employees feel their well-being is assured
and attended to, the reciprocal contribution they can provide to the organization
is active participation, thereby enhancing employee performance outcomes. The
findings of this research support Yan et al.'s (2020) statement that employee well-
being influences employee performance. This study found that the sense of
security felt by employees in the workplace would drive work motivation to
effectively fulfill job responsibilities according to each individual's job description.
When job responsibilities are satisfactorily fulfilled, completing tasks encourages
employees to be more diligent.
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So far, no research has been found regarding the influence of a toxic work
environment on employee performance mediated by organizational support
perception. However, a study by Kurniawan et al. (2023) used other mediating
variables in the relationship between a toxic work environment and employee
performance, namely employee engagement and work stress, and the results
showed that both variables could act as mediators. However, in this study,
organizational support perception could not mediate the relationship between a
toxic work environment and employee performance. This is suspected to occur
due to two reasons. First, the presence of alternative mediating factors that more
directly affect employee performance than organizational support perception.
Second, the respondents in this study come from diverse organizations, resulting
in unique dynamics in their work culture and organizational structure, which
makes organizational support perception unable to mediate the relationship
between a toxic work environment and employee performance.

Su and Swanson (2019) posit employee well-being as a commendable
achievement for individuals exhibiting innovative work behavior, wherein the
outcomes of such thinking can lead to enhanced employee performance. To date,
no prior research has examined the influence of a toxic work environment on
employee performance mediated by organizational support perception. However,
a study by Kurniawan et al. (2023) was identified, which utilized other mediating
variables, such as employee engagement and work stress, to investigate the impact
of a toxic work environment on employee performance, yielding results indicating
that both mediator variables mediated the relationship between a toxic work
environment and employee performance. Nevertheless, the findings of this
research indicate that employee well-being cannot mediate the relationship
between a toxic work environment and employee performance. Employee well-
being is influenced by multifaceted factors extending beyond the workplace,
including personal life, health, and relationships (Pagan-Castafio et al., 2020).
Therefore, even if employees experience a sense of well-being, it may not directly
translate into improved performance if other factors related to the toxic work
environment persist. Well-being encompasses various dimensions, such as
physical health, emotional stability, and social connections, which may not directly
impact organizational efforts to address workplace toxicity. As a result, the
complexity and diverse nature of well-being makes it less suitable as a mediator
for the relationship between a toxic work environment and employee
performance.

Employee engagement and work stress, as identified in the study by
Kurniawan et al. (2023), may play more direct roles in mediating the relationship
between a toxic work environment and employee performance than overall well-
being. Employee engagement reflects the extent to which employees are invested
in their work, while work stress captures the negative psychological and emotional
experiences resulting from workplace toxicity. Compared to overall well-being,
these variables may offer more direct pathways through which the toxic work
environment affects employee performance, a broader and potentially less specific
construct. Therefore, the failure to find employee well-being as a mediator could
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be attributed to the more direct and specific role played by employee engagement
and work stress in mediating the relationship between a toxic work environment
and employee performance.

Conclusion

In conclusion, this study yields significant theoretical contributions regarding
the influence of a toxic workplace environment on employee performance,
organizational support perception, and employee well-being among workers in
Java Island, Indonesia. Firstly, it was observed that a toxic workplace environment
does not influence employee performance, organizational support perception, or
employee well-being. Additionally, the perception of organizational support was
found to significantly impact employee performance, while employee well-being
also significantly affects employee performance. Furthermore, the study revealed
that a toxic workplace environment does not indirectly influence employee
performance through organizational support perception or employee well-being
as mediating factors among workers in Java Island. Despite the lack of impact, this
research contributes novelty by using the perception of organizational support and
employee well-being as mediating variables for the relationship between toxic
workplace environment and employee performance. These findings provide
valuable insights into the dynamics of workplace environments and their effects
on employee outcomes, underscoring the importance of addressing organizational
support and well-being for enhancing employee performance.

This study offers practical implications for managers or individuals within
organizations tasked with monitoring employee performance. In efforts to
enhance organizational performance reflected through employee performance, a
growing body of research highlights the workplace environment as a significant
factor influencing employee performance. The workplace is where everything can
impact employees' physical and mental well-being in fulfilling job tasks, both
directly and indirectly. Managers or individuals in authority within organizations
must pay attention to the workplace environment to foster good employee
performance. Organizations or companies, as controllers of the situations and
conditions within the workplace, can contribute to improving employee
performance. One crucial aspect to consider is ensuring the availability of support
that employees can receive. Therefore, companies need to actively enhance
employee performance through various means, such as setting individual goals to
encourage employees to continually develop new approaches to achieve them
continually, thus feeling appreciated for their goals and values. Being a flexible
organization is an action that significantly attracts employee contributions.
Another implication is to pay close attention to employee well-being. The well-
being experienced by employees during work serves as a turning point for the
performance they will provide to the company. Employee well-being can be seen
from the positive attitudes exhibited by workers, which may arise from the positive
intentions they experience while working. Managers can be more empathetic and
show their concern for employee relations to create a balance in employees' lives,
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both in their work and personal lives, for each individual working as office staff in
companies on Java Island.
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Toxic Workplaces and Employee Performance: The
Mediating Role of Organizational Support and Well-being in
Java \Island\

Abstract

This study examines the influence of a toxic workplace environment on employee
performance, organizational support perception, and employee well-being
among workers in Java lIsland, Indonesia. Utilizing a quantitative research
approach, data were collected from 321 permanent employees. Structural
Equation Modeling with Partial Least Square (PLS) was employed for analysis.
Findings indicate that a toxic workplace environment does not directly impact
employee performance, organizational support perception, or employee well-
being. However, organizational support perception significantly affects employee
performance, and employee well-being also significantly impacts employee
performance. Moreover, a toxic workplace environment does not indirectly
influence employee performance through organizational support perception or
employee well-being as mediating factors. Despite the lack of direct impact, this
research contributes novelty by utilizing perception of organizational support and
employee well-being as mediating variables for the relationship between toxic
workplace environment and employee performance. Practically, the study
underscores the importance of addressing organizational support and employee
well-being to enhance employee performance in organizations. Managers and
organizational leaders must prioritize creating conducive work environments and
providing adequate support to foster employee well-being, ultimately leading to
improved organizational performance.
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Introduction

The era of globalization is an era full of challenges and fierce competition.
Organizations or companies competing in globalization must have a solid
competitive advantage. Competitive advantage can be achieved through human
resource management, where human resources are an essential component of the
company that creates the value of competitive advantage, which means that without
human resources, the company cannot have a competitive advantage over other
organizations or companies. One of the contributions to realizing a competitive
organization is the performance of the organization, as indicated by the performance
of human resources or each individual in it, in this case, employee performance.

Employee performance plays a vital role in an organization's achieving its
goals. Employee performance refers to the extent of accomplishment of tasks or
activities aimed at fulfilling the goals, objectives, mission, and vision outlined in an
organization's strategic plan (Schleu & Huffmeier, 2021). Performance can be
measured from the quality and quantity of work handling results by employees
(Audenaert et al., 2021; Diamantidis & Chatzoglou, 2018). Quality perspective is
evaluated by assessing work outcomes according to organizational standards, while
quantity is determined by the rate of task completion or the number of units
produced by employees. Skilled and competent employees contribute to the
company's performance, and their departure can lead to losses for the organization.

Badan Pusat Statistik (BPS) states that the quality of Indonesian workers in
2020 has decreased more than the previous year due to the pandemic, so the
performance provided has not been maximized (Katadata Media Network, 2021).
In Indonesia, high job mobility and dynamic movements occur on the island of Java.
One of the provinces on the island of Java is East Java, which in 2023 was
moderated due to the impact of the globalization crisis. However, its performance
is predicted to increase in 2024, even though the global crisis still threatens the five-
year democratic party. "Bumi Majapahit" has high resilience in the economic sector
(Kompas, 2023). This can be an illustration related to workers' performance on the
island of Java, where performance is a highly calculated achievement by every
organization in fulfilling the company's vision going forward.

One of the factors that drive performance levels is the work environment. The
work environment is a condition or situation in which all workers or employees of
a company are interrelated and related in carrying out all work activities. The
condition of the work environment in the company can affect employee
performance, productivity, and ideas both positively and negatively. A conducive
and healthy work environment can help increase employee efficiency and
productivity. On the contrary, if the work environment is not well organized, it can
negatively influence employees.

Pickering et al. (2017) mentioned that there are two types of work
environments, namely, collaborative work environments and toxic work
environments. A collaborative work environment is a friendlier place with the right
mix of fun, engagement, and behavior of the organization's residents, in this case,
employees (Wolf et al., 2015). Meanwhile, toxic work environments are defined by
narcissistic behaviors such as offensive and aggressive leaders, threatening
behaviors from managers to coworkers, bullying, and exclusion (Rasool et al.,



2021). Simply put, a collaborative work environment can increase employee
productivity, and a toxic work environment can decrease employee performance.

Over the past few decades, Indonesia has witnessed significant
industrialization, urbanization, and economic growth. According to Trading
Economics data (2023), Indonesia is one of the countries with high economic
growth among the G20 countries (Pertumbuhan Ekonomi Indonesia Kuartal I 2023
Tertinggi Kedua Dunia, Cek Datanya, 2023). Data from the Badan Pusat Statistik
(BPS) shows that Indonesia's economic growth in the first quarter of 2023 was
recorded at 5.03 percent, slightly higher than in the previous year's first quarter
(Kontan, 2023). However, high economic growth does not equate to guaranteed
public welfare. Many working people are still living on less than a decent standard
of living and in high-toxic work environments.

In today's competitive job market, more and more individuals want to be able
to compete with each other and excel over other individuals in all kinds of ways.
This is a reflection that not all work environments are in a healthy condition. The
social environment is considered one of the factors that can affect employee
performance (Rasool, 2019). Based on McKinsey's (2021) data on Employee
Mental Health and Burnout in Asia: A Time to Act, a quarter of employees
worldwide experience burnout. In Asia alone, that figure rises to one in three
employees experiencing it. By a large margin, across 15 countries and all
dimensions, "toxic work behaviors" are the most significant predictor of burnout
symptoms and intention to resign."

In Indonesia, toxic work environments pose a dilemma for employees to stay
or resign voluntarily from the company. A report released by MIT Sloan
Management Review revealed that a toxic workplace culture is more than ten times
more likely to cause employees to quit their jobs than the cause of low pay (Fachri,
2023). An International Labor Organization report in 2022 found that 1 in 5 people
feel their workplace is toxic, where 70.93 percent of workers in Indonesia have been
victims of an unhealthy work environment (Kompas.com, 2023). This condition
emphasizes that the work environment in Indonesia is still very much in need of
attention to be improved.

Employee perceptions of organizational support are another factor that can
support improved employee performance. According to Colakuglu et al. in
Waileruny (2014), perceived organizational support can be defined as employee
perceptions of how much the company values and cares about employees. When
the organization provides support, employees will feel more valued in terms of
contributions and welfare that are considered, so as a result, employees tend to be
more enthusiastic about fulfilling job responsibilities (Alshaabani et al., 2021).

Another factor supporting the improvement of employee performance is
employee well-being. Employee well-being is associated with a person's feelings
of happiness based on a sense of security and satisfaction (Avey et al., 2010), so it
can be seen that if the work environment is not cooperative, it will very certainly
disturb a person's sense of security and employees may increasingly distance
themselves from involvement with the company and employee well-being will be
disrupted. Sivapragasam and Raya (2017) explain that employee well-being in the
workplace can play an essential role in developing relationships between employees
to achieve superior performance and employee safety and health for the company
in the future.



This study aims to analyze the influence of toxic work environments on
employee performance, organizational support perceptions, and employee well-
being in Java Island. The research involves understanding the impact of unhealthy
work environments on employee performance and how organizational support
perceptions and employee well-being can affect these dynamics. In this context,
focus is also given to the relationship between toxic work environments,
organizational support perceptions, and employee well-being as factors influencing
employee performance in the region. This study also aims to address the research
directive (Rasool et al., 2021; Haeruddin et al., 2022; Kurniawan et al., 2023),
which suggests the necessity of conducting research in other countries for
comparison purposes and utilizing different organizational outcome variables,
mainly focusing on employee performance.

Concerning the relationship between a toxic workplace environment and
employee performance, Haeruddin et al. (2022) demonstrated that the degree of
employee performance is influenced by the work environment, with a toxic
workplace having a detrimental impact on employee performance. A toxic work
environment can reduce employee motivation to complete tasks optimally so that
contributions to the company will decrease. A toxic workplace environment will
affect work efficiency and worsen the level of fatigue in employees. Kurniawan et
al. (2023) showed results that the toxic workplace environment did not have a
significant effect on employee performance directly. Although it does not have a
direct effect, there is still a negative influence given by the toxic work environment,
which causes a decrease in employee performance levels. Therefore, this study
hypothesizes:

H;: Toxic workplace environment affects employee performance.

Toxic work environments harm employee performance outcomes, such as
stress and burnout. Wang et al. (2020) discovered that perceived support from the
organization positively influences employee commitment and performance in the
workplace, leading to enhanced outcomes. When employees feel support from the
organization, their cognitive and emotional evaluations of the organization will be
stronger. According to Rasool et al. (2021), a high level of organizational support
will allow employees to produce high performance, even if that performance
decreases due to unfavorable work environment characteristics. Based on the
explanation above, the hypothesis is obtained:

Ha: Toxic workplace environment affects perceived organizational support.

Mental health is closely related to work environment conditions. An
unpleasant work environment can disrupt a person's sense of security and negatively
impact well-being. Toxic workplace environments have consequences that are
closely related to employees' mental health, such as increased stress, anxiety, fear,
and insecurity. Al-Somaidaee (2023) asserted that the repercussions of toxic
workplace environments on employee health pose challenges in attaining employee
well-being. Salin et al. (2023) supplemented this by indicating that such
environments lead to reduced employee performance and productivity. The
prolonged cycle of negative influences from the toxic workplace environment will
ultimately impact employee well-being and performance. Based on the explanation
above, the hypothesis is obtained:

Hs: Toxic workplace environment affects employee well-being.



Employee perceptions of organizational support can increase employee
motivation and increase productivity. Research by Ridwan et al. (2020) states that
perceptions of organizational support affect employee performance. Employees
with high perceptions of organizational support feel that the organization is willing
to provide this assistance in the situation most in need of job support. Employees
will feel valued, cared for, and recognized, and the interchange provided can
increase work diligence and respect for one another. This situation can improve
employee performance. (Afsar et al., 2015; Fry etal., 2017; Wang et al., 2020) show
that the perception of organizational support has a positive impact on employee
performance and can increase commitment and productivity to the organization so
that company values can be maintained. Based on the explanation above, the
hypothesis is obtained:

Ha: Perceived organizational support affects employee performance.

It is the productivity and viability of employees that determine the efficiency
and viability of an organization. Employee performance plays a vital role in
productivity and is critical to understanding organizational performance (Inuwa,
2016). Nowadays, employee well-being is an issue in the business environment.
Employee well-being, in general, is to improve employee health in terms of work
safety. Yan et al. (2020) explain performance as a record of the results obtained for
a certain period, where when employees feel that their welfare is guaranteed and
cared for, the interchange that can be given to the organization is an active
contribution so that the results of employee performance also increase. Based on
the explanation above, the hypothesis is obtained:

Hs: Employee well-being affects employee performance.

Fry et al. (2017) show that perceived organizational support significantly
influences performance outcomes, employee work commitment, and employee
performance. Perceived organizational support has a positive impact on dynamic
behavior in the workplace. When employees feel support from the organization,
work motivation leads to high productivity. So, it can be assumed that high
organizational support will allow employees to produce high performance, even if
that performance decreases due to unfavorable work environment characteristics
(Rasool et al., 2021). Based on the explanation above, the hypothesis is obtained:
He: Toxic workplace environment affects employee performance through perceived
organizational support as mediation.

The work environment is designed to organize its workforce according to the
social nature of individuals to produce better performance. According to Haeruddin
et al. (2022), the workplace environment significantly influences employee
performance, with a toxic work environment having a detrimental effect. Arenas et
al. (2015) discovered that employee well-being serves as a motivator for all levels
of staff, from executives to administrative personnel. This suggests that
organizational commitment contributes to employee well-being. Additionally,
Fotiadis et al. (2021) concluded that the quality of work life is intertwined with
employee performance due to the reciprocal nature of organizational behavior. An
employee will perform nicely and optimally if concern for the organization arises,
even if the performance decreases due to unfavorable work environment
characteristics (Rasool et al., 2021). Based on the explanation above, the hypothesis
is obtained:



H7: Toxic workplace environment affects employee performance through employee
well-being as mediation.

Figure 1 illustrates the research framework utilized in this study. Straight
arrows indicate direct relationships between variables, while dashed arrows indicate
indirect relationships with mediation among the variables used in this study, and the
hypotheses being tested are already stated.
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Figure 1. Research Model

Methodology

The type of research used in this study is quantitative research. Quantitative
research involves using numbers through structured questions in data collection
(Sekaran & Bougie, 2016). The population taken for this study consists of
permanent employees working on the island of Java. This research uses a non-
probability sampling technique. Non-probability sampling is a sample selected
based on the availability of respondents or researcher considerations based on
criteria (Sekaran & Bougie, 2016). The criteria for respondents in this study are
permanent employees located on the island of Java, with a minimum tenure of 1
(one) year. This criterion is used in this study assuming that permanent employees
who have worked for one year or more have understood the situation or
conditions of the environment and the behavior of their superiors or coworkers in
the workplace. Determination of sample size by Hair et al. (2014) suggests that the
minimum sample size is 100 or more. The research sample amounted to 321
employees.



This study will utilize questionnaire items adapted from the research of
Rasool et al. (2021), Wang et al. (2020), Ahmed et al. (2020), and Tastan et al.
(2015). Adaptation of the questionnaire was conducted by carefully translating and
modifying it to ensure that the meanings of the items between the original
language and the designated language remain consistent (Tran, 2009, p.16). The
translation was performed using back translation, a process where the research
questionnaire items are translated from the original language to the designated
language and then back to the original language to ensure the congruence of
meanings (Tran, 2009, p.32).

The survey on toxic work environments was adopted from the studies
conducted by Anjum et al. (2018) and Rasool et al. (2019), as utilized in Rasool et
al.'s (2021) research, boasting a reliability level of 0.935 and comprising seven
items. Meanwhile, the questionnaire assessing employees' perception of support
was sourced from Wang et al. (2020), also featured in Rasool et al.'s (2021)
investigation, demonstrating a reliability level of 0.784 and consisting of 4 items.
The questionnaire gauging employee well-being was adapted from Ahmed et al.
(2020) and incorporated into Rasool et al.'s (2021) research, showcasing a
reliability level of 0.843 and comprising six items. Lastly, the survey concerning
employee performance was drawn from William and Anderson (1991, in Tastan,
2015), boasting a reliability level of 0.797 and 7 items. Each of these surveys
employs a Likert scale with a 5-point range, spanning from strongly disagree to
agree strongly.

Data were analyzed using Structural Equation Modeling with Partial Least
Square (PLS) method using SmartPLS 4. Partial Least Square (PLS) is a variant-based
structural equation analysis (SEM) that tests measurement and structural models
simultaneously. There are two measurement models in SmartPLS, namely the
outer model and the inner model. The outer model is used to test validity and
reliability, while the inner model is used to test the research model's feasibility and
the proposed hypothesis.

Result and Discussion

Validity and reliability tests were used to evaluate the outcomes of
examining the measurement model. First, a validity test is employed to examine a
questionnaire's list of questions to identify the research variables. The preliminary
step included identifying variables with a factor loading value exceeding 0.7 and
discarding those with a factor loading beneath this threshold (Hair et al., 2019).
The validity test results for the variables toxic workplace environment, perceived
organizational support, employee well-being, and employee performance indicate
that the count value on each question for each variable is more significant than
0.7, indicating that the data in this study are valid (Table 1). Only one indicator was
invalid, exhibiting an outer loading value below 0.5. This indicator pertains to the
first item of the toxic workplace variable. Hence, it had to be deleted. The test for
convergent validity is based not only on the outer loading values but also on the
Average Variance Extracted (AVE) values. A variable is considered valid if its AVE
value is more significant than 0.5 (Hair et al., 2019).



Table 1. Loading Factor and AVE

Variable Indicators Outer Loading AVE
TW2 0.854
TW3 0.794
Toxic Workplace (TW) Twa 0.806 0.655
TW5 0.730
TW6 0.867
TW7 0.796
POS1 0.854
Perceived Organizational POS2 0.808 0.674
Support (POS) POS3 0.815
POS4 0.805
EW1 0.820
EW2 0.815
EW3 0.849
Employee Well-being (EW) 0.698
EW4 0.872
EWS 0.870
EW6 0.786
EP1 0.876
EP2 0.932
EP3 0.915
Employee Performance EP4 0.937 0.806
EP5 0.794
EP6 0.908
EP7 0.914

Source: primary data processing

The reliability test is conducted to determine the accuracy of the constructed
structural model, ensuring that the data can be considered reliable or consistent
(Hair et al., 2019). Reliability testing can be assessed by examining Cronbach's
alpha and composite reliability values. A variable in a study is deemed reliable if
Cronbach's alpha value reaches or exceeds 0.7 and the composite reliability value



is between 0.6 and 0.7, which is considered good (Hair et al., 2019). As seen in
Table 2, all the variables in this study have Cronbach's alpha and composite
reliability values above 7, indicating they are reliable.

Table 2. Results of Reliability Tests

Variable Cronbach’s Composite

Alpha Reliability
Toxic Workplace (TW) 0.897 0.930
Perceived Organizational Support (POS) 0.839 0.844
Employee Well-being (EW) 0.914 0.931
Employee Performance (EP) 0.959 0.961

Source: primary data processing

In hypothesis testing, the value to be observed is the t-statistic value, which
ideally should exceed 1.96 for a hypothesis to be accepted or to have a significant
influence. Similarly, the p-value needs to be considered; if the value is less than
0.05, then the hypothesis in the study can be accepted, and the opposite applies
as well. Table 3 presents the results of hypothesis testing within a study
investigating the effects of various factors on employee performance, perceived
organizational support, and employee well-being. The interpretation of the table
is based on the t-statistic and p-value for each hypothesis.

Table 3. Results of Hypothesis Tests

Hypothesis t-statistic p-value Information

Toxic Workplace Environment -> Employee

Hi Performance 0.614 0.539 Rejected

Toxic Workplace Environment -> Perceived

H, Organizational Support 1.310 0.190 Rejected

Toxic Workplace Environment -> Employee

Hs; Well-being 1.339 0.181 Rejected

He Perceived Organizational Support -> 4111 0000 supported
Employee Performance

Hs Employee Well-being -> Employee 7 648 0.008 Supported
Performance
Toxic Workplace Environment -> Perceived

Hs Organizational Support -> Employee 1.172 0.241 Rejected
Performance

Hy Toxic Workplace Environment -> Employee 1310 0.259 Rejected

Well-being -> Employee Performance




Source: primary data processing

In summary, the study supports the hypotheses that perceived organizational
support and employee well-being directly contribute to improved employee
performance. However, it rejects the hypotheses concerning the direct and
indirect negative impacts of a toxic workplace environment on employee
performance, perceived organizational support, and employee well-being. The
results of the inner model testing can be seen in Figure 2.

POS1  POS2  POS3 POS4

0000 0000 0000 009

\ / EP1
TW02 /'° \ / /EPZ
AN

0150~ Perceived Organizational Support  ~p i

/
TWO03 000 EP3
0000"
C
TWO04  4-0000—] L P 000> EP3
N
0.000 5
TWO05 v EP4

9% Toxic Workplace , Employee Performance 1
4 0.008 o

0000 - : 0000
TW06 / \ \ EPS
v N
TWO07 EP6
/NN T

Employee Wellbeing
0000 UWW o000 0Qop YW v 000

s NN

EW1 EW2 EW3 EW4 EWS EW6

Figure 2. Inner Model Results
Source: primary data processing

This study addresses discrepancies in previous research findings. According
to Haeruddin et al. (2022), it is known that employee performance is influenced by
the workplace environment, where a toxic work environment can negatively
impact employee performance. A toxic work environment can decrease
employees' motivation to complete tasks effectively, reducing their contributions
to the company. Specifically, a toxic work environment fundamentally affects work
efficiency and exacerbates levels of work fatigue among employees. On the other
hand, Kurniawan et al. (2023) found results indicating that a toxic work
environment does not significantly affect employee performance. Despite the lack
of a direct effect, there is still a negative influence exerted by a toxic work
environment, resulting in decreased employee performance. Therefore, the
findings of this study confirm the research by Kurniawan et al. (2023), stating that
a toxic work environment does not significantly affect employee performance. This
discrepancy may occur because individuals have a high sense of responsibility as
employees, allowing them to complete tasks effectively even in a toxic work
environment.



The findings of this study also contradict the research conducted by Wang
et al. (2020), which suggests that a toxic work environment influences employees'
perceptions of organizational support. In Wang et al.'s study, employees were
reported to feel less motivated to complete tasks and could overlook
organizational support due to the toxicity of the work environment. However, in
this research, the negative behavior experienced did not significantly alter
employees' perceptions of organizational support in Java Island, as employees
often feel supported by their organization or workplace, even in challenging
situations.

The study by Rasool et al. (2021) suggests that when an organization pays
attention to the well-being of its employees, the impact of a toxic work
environment can be reduced, leading to sustainable organizational performance.
However, this research found that a toxic work environment does not affect the
well-being of employees in Java Island. Although a toxic work environment can
negatively impact employees, arguments suggest this may not directly affect their
well-being. Some employees may be able to cope with a toxic work environment
by employing effective coping mechanisms or having social support outside of
work to help them manage stress (Anjum & Ming, 2018). Personal coping
strategies and perceptions of control over the situation in the workplace can also
help employees maintain their well-being. However, it is essential to remember
that a toxic work environment still has significant adverse effects and can affect
various aspects of employees' lives if not adequately addressed.

Employees' perception of organizational support can enhance their
motivation and increase productivity. The study by Ridwan et al. (2020) states that
organizational support perception influences employee performance. Employees
with a high perception of organizational support feel that the organization is willing
to provide it in situations where they most need job support. Employees feel
valued, cared for, and recognized, and the reciprocation provided can increase
their perseverance and mutual respect. The findings of this research align with the
study by Chen et al. (2020) regarding the influence of organizational support
perception on employee performance. That study highlights the importance of
organizational support in providing a new perspective for critical organizational
stakeholders and authorities to develop performance-related management
strategies. Effective performance management will result in continuous learning,
collaboration, problem-solving, and work initiatives.

Yan et al. (2020) define performance as the recorded outcomes obtained
over a specific period, wherein when employees feel their well-being is assured
and attended to, the reciprocal contribution they can provide to the organization
is active participation, thereby enhancing employee performance outcomes. The
findings of this research support Yan et al.'s (2020) statement that employee well-
being influences employee performance. This study found that the sense of
security felt by employees in the workplace would drive work motivation to
effectively fulfill job responsibilities according to each individual's job description.
When job responsibilities are satisfactorily fulfilled, completing tasks encourages
employees to be more diligent.



So far, no research has been found regarding the influence of a toxic work
environment on employee performance mediated by organizational support
perception. However, a study by Kurniawan et al. (2023) used other mediating
variables in the relationship between a toxic work environment and employee
performance, namely employee engagement and work stress, and the results
showed that both variables could act as mediators. However, in this study,
organizational support perception could not mediate the relationship between a
toxic work environment and employee performance. This is suspected to occur
due to two reasons. First, the presence of alternative mediating factors that more
directly affect employee performance than organizational support perception.
Second, the respondents in this study come from diverse organizations, resulting
in unique dynamics in their work culture and organizational structure, which
makes organizational support perception unable to mediate the relationship
between a toxic work environment and employee performance.

Su and Swanson (2019) posit employee well-being as a commendable
achievement for individuals exhibiting innovative work behavior, wherein the
outcomes of such thinking can lead to enhanced employee performance. To date,
no prior research has examined the influence of a toxic work environment on
employee performance mediated by organizational support perception. However,
a study by Kurniawan et al. (2023) was identified, which utilized other mediating
variables, such as employee engagement and work stress, to investigate the impact
of a toxic work environment on employee performance, yielding results indicating
that both mediator variables mediated the relationship between a toxic work
environment and employee performance. Nevertheless, the findings of this
research indicate that employee well-being cannot mediate the relationship
between a toxic work environment and employee performance. Employee well-
being is influenced by multifaceted factors extending beyond the workplace,
including personal life, health, and relationships (Pagan-Castafio et al., 2020).
Therefore, even if employees experience a sense of well-being, it may not directly
translate into improved performance if other factors related to the toxic work
environment persist. Well-being encompasses various dimensions, such as
physical health, emotional stability, and social connections, which may not directly
impact organizational efforts to address workplace toxicity. As a result, the
complexity and diverse nature of well-being makes it less suitable as a mediator
for the relationship between a toxic work environment and employee
performance.

Employee engagement and work stress, as identified in the study by
Kurniawan et al. (2023), may play more direct roles in mediating the relationship
between a toxic work environment and employee performance than overall well-
being. Employee engagement reflects the extent to which employees are invested
in their work, while work stress captures the negative psychological and emotional
experiences resulting from workplace toxicity. Compared to overall well-being,
these variables may offer more direct pathways through which the toxic work
environment affects employee performance, a broader and potentially less specific
construct. Therefore, the failure to find employee well-being as a mediator could



be attributed to the more direct and specific role played by employee engagement
and work stress in mediating the relationship between a toxic work environment
and employee performance.

Conclusion

In conclusion, this study yields significant theoretical contributions regarding
the influence of a toxic workplace environment on employee performance,
organizational support perception, and employee well-being among workers in
Java Island, Indonesia. Firstly, it was observed that a toxic workplace environment
does not influence employee performance, organizational support perception, or
employee well-being. Additionally, the perception of organizational support was
found to significantly impact employee performance, while employee well-being
also significantly affects employee performance. Furthermore, the study revealed
that a toxic workplace environment does not indirectly influence employee
performance through organizational support perception or employee well-being
as mediating factors among workers in Java Island. Despite the lack of impact, this
research contributes novelty by using the perception of organizational support and
employee well-being as mediating variables for the relationship between toxic
workplace environment and employee performance. These findings provide
valuable insights into the dynamics of workplace environments and their effects
on employee outcomes, underscoring the importance of addressing organizational
support and well-being for enhancing employee performance.

This study offers practical implications for managers or individuals within
organizations tasked with monitoring employee performance. In efforts to
enhance organizational performance reflected through employee performance, a
growing body of research highlights the workplace environment as a significant
factor influencing employee performance. The workplace is where everything can
impact employees' physical and mental well-being in fulfilling job tasks, both
directly and indirectly. Managers or individuals in authority within organizations
must pay attention to the workplace environment to foster good employee
performance. Organizations or companies, as controllers of the situations and
conditions within the workplace, can contribute to improving employee
performance. One crucial aspect to consider is ensuring the availability of support
that employees can receive. Therefore, companies need to actively enhance
employee performance through various means, such as setting individual goals to
encourage employees to continually develop new approaches to achieve them
continually, thus feeling appreciated for their goals and values. Being a flexible
organization is an action that significantly attracts employee contributions.
Another implication is to pay close attention to employee well-being. The well-
being experienced by employees during work serves as a turning point for the
performance they will provide to the company. Employee well-being can be seen
from the positive attitudes exhibited by workers, which may arise from the positive
intentions they experience while working. Managers can be more empathetic and
show their concern for employee relations to create a balance in employees' lives,



both in their work and personal lives, for each individual working as office staff in
companies on Java Island.
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Toxic Workplaces and Employee Performance: The
Mediating Role of Organizational Support and Well-

being in Java Island
Abstract
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Introduction

'lhmnlglobnluumhmeurullaf halleng
Ox; P wpeting in globalization must have a solid

it d e it d 3 ¢ can be achicved through human
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perfi of human or each individual in it, in this case, employee
performance.

Employee performance plays a vital roke in an organization’s achicving its
goals. Employee performangg refers to the extent of accomplishment of tasks or
activities aimed at fulfilling the goals, objectives, mission, and vision outlined in an
organization's strategic plan (Schleu & Huffmeier, 2021). Performance can be
measured from the quality and quantity of work handling results by employees
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(Aud et al., 2021; Diamantidis & Chatzoglou, 2018). Quality perspective is
d by

" g work di ds, while
qumnyndemmmdbylhemedus&cmpkmormmo{m
produced by employces. Skilled and 1o the

and their cnladmlouesﬁnhemm

Bndan Pusat Statistik (BPS) states that the quality of Indonesian workers in

mhdm:wmmn&mwywmw&em: 50 the
ided has not been d (Katadata Madlia Network, 2021).

In Indonesia, h-ynpbmob-lily d dynami the island of Java
One of the provinces on the island of Java is East Java, which in 2023 was
moderated due to the impact of the globalization crisis. However, its
is predicted to increase in 2024, even though the global crisis still threatens the five-
year democratic party. "Bumi Majapahit™ has high resilience in the economic sector
(Kompas, 2023). This can be an illustration related to workers' performance on the
island of Java, where performance is a Iliylly calculated achicvement by every
organization in fulfilling the company’s vision going forward.

Omdlhclmmldnnpafmekveh--hwmlwm
work is a condition or ion in which all workers or employees of
a company are interrelated and related in carrying out all work activitics. The
condition of the work environment in thc company can dlca enployet
performance, productivity, and ideas both positively and A
and healthy work environment can heh increase anplo)« cﬂicmy and
productivity. On the contrary, if the work envi is not well ized, it can
negatively influence employees,

Pickmn; et al. (2017) mmumcd that tue are two qpa of work

n-mely Ilaby work toxic  work

work h.ﬁmmmmu@-

mix of fun, and behavior of the s residents, in this case,

employeea(Wolranl 2015). M ile, toxic work envi 'edeﬁm‘by
narcissistic behaviors such as offensive and aggressive leaders,

behaviors from agers 1o o bully-q and exclusion (Rasool et al.,

2021). Simply put, a collaborative work can m employee
productivity, and a toxic work envi can d ployee p
Over the past few decades, Indonesia  has  witnessed

industrializati rhanization, and ic growth. A ",meiq

I hes data (2023), Indonesi hmo’l!umks\\bhghm

growth among the G20 hos (F Ekonomi | ia Kuartal 12023

Tertinggl Kedua Dunia, Cek Datanya, 2023). Data from the Badan Pusat Statistik
(BPS) shows that Indonesia’s economic growth in the fint quanter of 2023 was
recorded at S03 percent, slightly higher than in the previous year's fint quarnter
(Kontan, 2023). However, high economic growth doces not equate to guaraniced
public welfare, Many working people are still living on less than a decent standasd
of living and in high-toxic work environments,

In today's competitive job market, more and more individuals want 1o be able
10 compete with each other and excel over other individuals in all kinds of ways.
This is a reflection that not all work environments are in a healthy condition. The
social environment is considered one of the factors that can affect employee
performance (Rasool, 2019). Based on McKinsey's (2021) data on Employee




Mental Health and Bumout in Asia: A Time 1o Act, a quarter of employees
worldwide experience bumout. In Asia alone, that figure rises 10 one in three
emplo)mexpmemm it Byal:gemrpn across 15 countries and all

“toxic work are the most significant predictor of burnout
symptoms and intention to resign.”
In Indonesia, toxic work envi pose a dilemma for employees 10 stay

or resign voluntarily from the company. A report released by MIT Sloan
Management Review revealed that a toxic workplace culture is more than ten times
more likely 10 cause employees 1o quit their jobs than the cause of low pay (Fachni,
2023). An International Labor Organization report in 2022 found that | in S people
feel their workplace is toxic, where 70.93 percent of workers in Indonesia have been
victims of an unhealthy work environment (Kompas.com, 2023). This condition
emphasizes that the work environment in Indonesia is still very much in need of
attention to be improved.
Employee perceptions of izati smmmmum
support i d ‘employ ding 10 C Ju et al in
Wail (ﬂ)ll) ived ional support can be defined as employee
mdhwmuhdnmwvynhunndmsmm‘aﬁ When
support, employees will feel more valued in terms of
mbnlknuandwcllmlhlmmnda«l s0 as a result, employees tend 1o be
more enthusiastic about lulﬁllmg Job mpmuhlma (Aluhnhm o nl 2021).
Another factor

loyee well-being. Employ wdl-htlng is iated with a pnau Ial-o
ofhwunnum.“dwwdmu\qud 2010), so it
can be seen that if the work environment is not cooperative, it will very certainly
dimnb a pcm!u sense of mhy and employees may increasingly distance

from i with the y and well-being will be
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to achieve superior pafmm-ﬂanploy«sd’ayndhﬂnfuﬂ:amp-y
in the future,
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and how organizational support

pacepllmn and embymell-bdu can affect these dynamics. In this context,

focus is also given 1o the relationship between toxic work environments,

organizational support perceptions, and employee well-being as factors influencing

performince in the region. This study also aims 10 address the rescarch

directive (Rasool et al,, 2021; Hacruddin et al,, 2022; K ot al, 2023),

which suggests the necessity of conducting mum u other mmma lu
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aﬁeclmtdﬁiu:yndmnlhk\tldfmgxhamma
al, (2023) showed results that the toxic workplace environment did not have a
significant effect on directly. igh it docs not have a
direct effect, there is sull aupmr mﬂnmce given by the toxic work environment.,

which causes a d in emp P levels. Therefore, this stedy
hypothesizes:
Hi: Toxic workpl: i aﬂ‘eﬂs ployee perfc
Toxic work envi 1 e such as
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Hz Toxic workpl wn' affects perceived 1]

support.
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wkmmwodmwmmlmd-mnpum-mto(m-duumdy

impact well-being. Toxic workpl: have

closely related to employees’ mental health, such as |luundm anxiety, ie-
md lm«umy Al-Somaidace (2023) asserted that the repercussions of toxic
I health pose challenges in attaining employee
wll-belng Salin et al. (2023) suwlmuued this by Munng lhl such
mvlmnmmu lead 10 m«d and . The
d cycle of i es from the toxic er :nv:ullm- will
ullinulcly impact employee well-being and performance. Based on the explanation
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perceptions of organizational support affect employee p
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10 provide this assistance in the sitation most in need of job support. Employees
will feel valued, cared for, and woi and the nge provided can
increase work diligence and respect for one another. This situation can improve
employee performance. (Afsar et al,, 2015; Fry etal., 2017; Wang et al., 2020) show
that the perception of organizational support has a positive impact on employee

performance and can increase i and pr ivity 1o the org: o
that company values can be mai Based on the exp above, the
hypothesis is obtained:

Ha: Perceived organizational support affects employee performance .
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and viability of an orga nployee p physlmdmle-
productivity and is critical to und di b (Inuwa,
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Employee well-being, in general, is 1o improve employee health in terms of work
safety. Yan et al. (2020) explain performance as a record of the results obtained for
a certain period, where when employees feel that their welfare is guarantoed and
cared for, the interchange that can be given 1o the organization is an active
contribution so that the results of employee performance also increase. Based on
the explanation above, the hypothesis is obtained:

Hs: Employee well-being affects employee perfoﬂnm

Fryclal (2017) show that percei 5 J suppon significantly
P wployee work i and employ
P Percei izational support has a P = N

behavior in the workplace. When employees feel support from the organization,
work motivation leads to high productivity. So, it can be assumed that high
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that perfi due to
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performance, with a toxic work envi having a detri 1 effect. Arenas et
al, (2015) discovered thu empbyve \vell-he--g serves as a motivator for all levels
of lll'f from P 1. This suggests that
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Figure | illustrates the rescarch framework utilized in this study. Straight
arrowy indicate direct relationships between variables, while dashed arrows indicate
indirect relationships with mediation among the variables used in this study, and
the hypotheses being tested are already stated.




Figure 1. Rescarch Model

M

‘The type of rescarch used in this study is itati h. Q
rescarch involves using numbers through in data
(Sekaran & Bougie, 2016). The population taken for this My m’s of
permanent employees working on the island of Java. This rescarch uses a son-
probability sampling technique. Num * n a -ﬂe -tlcn:d
based on the availability of respond i
criteria (Sekaran & Bougie, 2016). Thecmem fwmpmdemutmndy-!
permanent employees located on the island of Java, wnlunnlnmle-noll

(one) year. This criterion is used in this study ing that p i
who have worked for one year or more have und d the situation or condit
of the and the behavior of their or coworkers in the

workplace. Determination of sample size by Hair et al. (2014) suggests that the
minimum sample size is 100 or more. The research sample amounted 1o 321

yees.
This study will utilize questionnaire items adapted from the rescarch of
Rasool et al. (2021), Wang et ul (2020) Ahmd et al. (2020), and Tnun« al.

(2015). Adaptation of the g d by carefull ing and
nkllllylultlomumnmdle s of the items b lhpod;inl' I
and the remain consi (Tran, 2009, p.16). The translation
w--per{umnedwn;hclu-anlnkm |pmwuwmhemmhm
items are translated from the original 10 the

hcklotheon;mﬂlm’lmmmwmﬂncov\molmmmmn mo.
Pp32).

The survey on toxic work environments was adopied from the studics
conducted by Anjum et al. (2018) and Rasool et al. (2019), as utilized in Rasool et

7




items. M q g emp percep
was sourced from Wang et al. (2020), also featured in Rasool et al's (2021)
investigation, demonstrating a reliability level of 0.784 and consisting of 4 items.
The questionnaire gauging employee well-being was adapted from Ahmed et al.
(2020) and incorporated into Rasool et al's (2021) research, Mmganhhhy
level of 0.843 and comprising six items. Lastly, the survey concerning employes
performance was drawn from William and Anderson (1991, in Tastan, 2015).
boasting a relinbility level of 0.797 and 7 items. Each of these surveys employs a
lecnsale\vnl.'»pallmge spanning from strongly disagree 10 agree strongly .
Data were ion Modeling with Partial Least
Sqnm(l’l.S)Mnodm-ngSmﬂPlSl Partial Least Square (PLS) is a variant-
based structural equation analysis (SEM) that tests measurement and structural
models simultancously. There are two measurement models in SmanPLS., namely
the outer model and the inner model. The outer model is used to test validity and
reliability. while the inner model is used to test the rescarch model's feasibility and
the proposed hypothesis.

al.'s (2021) rescarch, boasting a reliability level of 0.935 and comprising seven
hile, the Py - 2 . son of "

Result and Discussion
Validity and reliability tests were used t luate the of

the measurement model. First, a validity test is eﬂphyd 10 ennnlz a
i ire’s list of questions to identify the ch The p ¥

slep included nknllfyug variables with a factor loading value mwdllg 0.7 and
discarding those with a fagtor loading beneath thslhmhold(llma al., 2019). 'lh
validity test results for the variables toxic

organizational support, employee well-being, I-Im pﬂfcnume indicate
that the coit value on each question for cach variable is more significant than 0.7,
indicating that the data in this study are valid (Table 1). Only one indicator was
invalid, exhibiting an outer loading value below 0.5, This indicator pertains to the
first item of the toxic workplace variable. Hence. it had 1o be deleted. The test for
convergent validity is based not only on the outer loading values but also on the
Averuge Variance Extracted (AVE) values, A variable is considered valid if its
AVE value is more significant than 0.5 (Hair et al,, 2019),

Table 1. Loading Factor and AVE

Variable Indicators  Outer Loading AVE
T™W2 0854
TW3 079
TW4 0806

Toxic Workplace (TW) 0655
TWS 0.730
TW6 0867
™7 0.796

Perceived Organizational POS1 0854 0674




Support (POS) POS2 0508

POS3 0815
POS4 0805
EW1 0820
EW2 0815
EW3 0849
Employee Well-being (EW) EWe o2 0698
EWS 0870
EW6 0.786
EP1 0876
EP2 0932
EP3 0915
Employee Performance EP4 0937 0806
EPS 0.79%4
EP6 0908
EP7 0914
Source: primary data processing
The reliability test is conducted to inc the acy of the d
structural model, ensuring that the data can be considered reliable or consistent
(Hair et al,, 2019). Reliability testing can be d by ining Cronbach

alpha and composite reliability values, A variable in a study is deemed reliable if
Cronbach’s alpha value reaches or exceeds 0.7 and the composite reliability value
is between 0.6 and 0.7, which is considered good (Hair et al., 2019). As seen in
Table 2, all the variables in this study have Cronbach's alpha and composite
reliability values above 7, indicating they are reliable.

Tuble 2. Results of Reliability Tests
Cronbach’s Compaosite
Variable
Alpha
Toxic Workplace (TW) 0897 0930
Perceived Organizational Support (POS) 0839 0844
Employee Well-being (EW) 0914 0931

Employee P (EP) 0959 0.961
Source: primary data processing

In hypothesis testing, the value 1o be observed is the t-statistic value, which

ideally should exceed 1.96 for a hypothesis to be accepted or 1o have a significant




influence. Similarly, the p-value needs 10 be considered: if the value is less than
005, then the hypothesis in the study can be accepted., and the opposite applics as
well, Table Jpvennlslhemdhypomsnmgmamnymm
the effects of various factors on
support, and employee well-being. ‘l‘h:mupmmnoﬂheubleuhmdmﬂrl-
statistic and p-value for each hypothesis.

Table 3. Results of Hypothesis Tests

Hypothesis tstatistic  p-value  Information

Toxic Workplace Enve > Es

Hi Performance 0614 0539 Rejected
Toxic Workplace Environment -> Perceived

H:  Organizational Suppost 1310 0.19% Rejected
Toxic Workplace Enve > Empl

Hy Well-being 1339 0181 Rejecied

Ha WE!"“msw“’ 4 0000 Supported
Employee Well-being -> Employee

Hs Pert 2688 0008  Supported
Toxic Workplace Environment > Perceived

Hs  Organizational Support -> Employee LI 0241 Rejocted
Performance
Toxic Workplace Environment > Employee .

Hy Well-being -> Employee Perk 1310 0259 Repected

Source: primary data processing

In Y. the study supp the hyy that ,

support and employee well-being directly
performance. However, it rejects the hypo(he-e‘ M-g lhe dind and i-ﬁm
negative impacts of a toxic workpl,
perceived organizational support MWM* The results of the inner
model testing can be seen in Figure 2,
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Figure 2. Inner Model Results
Source: primary data processing

This study add: di ies in previ rch findings. According
10 Hacruddin et al. (2022), it is known that employee p is infls d by

employee performance. A toxic work i can d

motivation to complete tasks effectively, reducing their contributions 1o the
company. Specifically, a toxic work environment fundamentally affects work
efficiency and exacerbates levels of work fatigue among employees. On the other
hand, Kumiawan et al. (2023) found results indicating that a toxic work
environment does not significantly affect employee performance. Despite the lack
of a direct eﬂ'ecl. llnn u still a nepllve influence exerted by a toxic work
Therefore, the findings
of this study confirm the research by Kumuwu ot al. (2023), stating that a toxic
work environment does not significantly affect employee performance. This
dlu'npncy may occur because individuals have a high sense of responsibility as

ing them to P tasks ively even in a toxic work

environment.

The findings of this study also contradict the mem conducted by W-g
et al, (2020), which suggests that a toxic work
perceptions of organizational support. In Wang et al's study, alpbyet- were
reported to feel less motivated to complete tasks and could overlook organizational
support due o the toxicity of the work environment. However, in this research, the
negative behavior experienced did not significantly alier employees’ pereeptions of
organizational support in Java Island, as mphyce- dla\ feel supported by their

o even in

Thcuudybyll-mlall (2021) suggests that when an organization pays
attention to the well-being of its empltvycﬂ rhe nmof atoxic work environment
can be reduced, leading 1o . However, this
research found that a toxic work environment does not affect the well-being of




employees in Java Island. Although a toxic work environment can

impact employees, arguments suggest this may not directly affect their well-being.
Some employees may be able to cope with a toxic work eavironment by employing
effective coping mechanisms or having social support outside of work to help them
manage stress (Anjum & Ming, 2018). Personal coping strategics and perceptions
ofmuolm'erlbcnlnwmmlhewkplxem also help employees maintain

their well-being. Ho Lt is ber that a toxic work
environment still has slpuﬁtam advaac effemlnlmaﬂ‘eu various aspects of

pl ‘Iwe-lrna d
E ion of organizational support can cnhance their

mwvmon md m.-rnne pvvduawny 'lhemdybykuhmdal (mm)suuli-
| sy

wnl.luhughpewm dmmmlwl&lmﬂnwu umﬂq

loptmmnlnsmmwhaednymlmedpbm Employees feel valued.

cared for, and 2N and the can increase their
mmunmmmmmrmam;mmpmmm
by Chen et al. (2020) regarding the infl of l support percep
mmhywpuhmﬂ-lnndy‘ hlights the i of organizational
support in providing a new perspective for critical izational stakeholders and
horities 10 develop perfi lated " gies. Effective
performance management will result in " Ileaming, collaborats
problem-solving, and work initiatives.
Yan et al. (2020) define perfc as the rded brained
overnp«lﬁc pennd uhmnwhneuvlqualbwwl-bauum-a
P thty provide to the ion is active
icipati thaeby hanci The findings of

thu rescarch suppm Ym ot al’s (zuzo) statement that employee well-being
‘This study found that the sense of security felt
byemploymmugwwkplm wwlddnwuntm‘umwdfe:uvdyfulfi

ilities ing to each individual's pb ipti Whn ob
¥ ibilities are satisfactorily fulfilled, 8 P
1o be more diligent,

Sohr.mnnuchhnbnn!wnduwuhuhuudamkm

perception, Hm a My by Kumniawan et al. (2023) used other mu-.

iubles in the @ toxic work environment and employee
namely and work stress, and the results
mnmmvmmmumum However, in this study,
| support perception could not mediate the relationship between a

toxic work envi d employee p 'lHn- ¥ 10 occur due
10 two reasons. First, th :thep f alt i diating factors that more directly
affect employee perfi than izath jon. Second, the

| support p
respondents in this study come from diverse organizations, multu in unique
dylumc- in thm work culture and organizational  structure, which makes
ional support percepts mh\ewmtemm:
aad oaigk

toxic work
Su and Swm (Z)I‘)) pnml anplu)u well-heq as a commendable
hi for & work behavior, wherein the




outcomes of sm:tt lhulungmludlo h d ! e To date,

nopnn' h has d‘aim:wuke-vn-_-
ol di "’! ional support p
ﬂudyby Kurniawan ct al. (2023) was s identified. Mlllwdolhameﬁlq
iables, such as emp wmmnw&m
of a toxic work envi on employ yielding results indicating
that both i Tabl diated the ionship b a toxic work
d emph fi Nevertheless. the findings of this rescarch
indmemmwﬂ-beiqcmnwnmmmahpheum-uk
work mployee p nploy wll-beqnldlluend

by i factors ing beyond the workpl:

health, and relationships (Pagin-Castaiio et al., 2020). Therefore, evemfemployus
experience a sense of well-being, it may not directly translate into improved
performance if other factors related to the toxic work eavironment persist. Well-
being various di ions, such as physical health, emotional stability .,
and social connections, which may not directly impact organizational efforts 1o
address workplace toxicity. As a result, mmy-dammdnn
hemgm&elﬂlensnnlﬁlelu diator for the i atoxic work

Employee engagement and work stress, as identified in the study by
Kumnwn etal. (2023), may play more dlm roles i in mediating the relationship
a toxic work and than overall well-

bcln; Employee engagement reflects the extent to which employees are invested
in mur work, wlnle work stress c-plum the negative psychological and emotional
g from lace toxicity. Comp 1o overall well-being.

theu variables may oﬂﬂ more dml pathways through which the toxic work
affects a broader and p tally less specific

construct, Therefore, lhemlmlolhdenphy«ud hen;aumai-ormld&

attributed to the more duea and -peuﬁc mle pllydbyemplwww and

work stress in medi the toxic work environment and
employee performance.
Conclusion

In conclusion, this study yu-ldu significant theoretical buti garding
the influence of a toxic work i

mhlhnulmpempﬂon nmmnltﬁ‘mwm\mhn
ld-nd Andonesia. Firsly. it was observed that p does

i support - pereep or

,', wellhelm “Additi lly, the perception of SUPPOM was

found to significantly impact empl fi while employee well-being

also significantly affects employee perf Y the study bed
that a toxic kp does not indirectly infly ploy

P izational support perception or employee well-being as
mediating factors among workers in Java Island. Despite the lack of impact, thas
nne-ch contributes novelty hy unqlhepewqm- of u’lumllswpun-l
p well-being as for the hij toxic
ok i and employee perfl These findings provide
v-lunhlemsl;bumwlh‘ ics of workpl i and their effects on




employee outcomes, underscoring the importance of addressing organizational
support and well-being for enhancing employee performance.

This study offers practical implications for managers or individuals within
organizations tasked with monitoring employee performance. In efforts to enhance
organizational performance reflected through employee performance, a growing
body of research highlights the workplace environment as a significant factor
influencing employee performance. The workplace is where everything can impact
employees' physical and mental well-being in fulfilling job tasks, both directly and
indirectly. Managers or individuals in authority within organizations must pay
attention to the workplace environment to foster good employee performance.
Organizations or companies, as controllers of the situations and conditions within
the workplace, can contribute to improving employee performance. One crucial
aspect to consider is ensuring the availability of support that employees can receive.
Therefore, companies need to actively enhance employee performance through
various means, such as setting individual goals to encourage employees to
continually develop new approaches to achieve them continually, thus feeling
appreciated for their goals and values. Being a flexible organization is an action that
significantly attracts employee contributions. Another implication is to pay close
attention to employee well-being. The well-being experienced by employees during
work serves as a turning point for the performance they will provide to the
company. Employee well-being can be seen from the positive attitudes exhibited
by workers, which may arise from the positive intentions they experience while
working. Managers can be more empathetic and show their concern for employee
relations to create a balance in employees' lives, both in their work and personal
lives, for each individual working as office staff in companies on Java Island.

References

Afsar, B., Badir, Y., & Khan, M. M. (2015). Person-job fit, person-organization fit
and innovative work behavior: the mediating role of innovation trust. The
Journal of High Technology Management Research, 26(2), 105-116.

Ahmed, M., Zehou, S.,Raza,S .A.,Qureshi,M. A., & Yousufi, S. Q. (2020). Impact
of CSR and environmental triggers on employee green behavior: The
mediating effect of employee well-being. Corporate Social Responsibility
and Environmental Management, 27(5), 2225-2239.

Alshaabani, A., Naz, F., Magda, R., & Rudnak, I. (2021). Impact of Perceived
Organizational Support on OCB in The Time of the COVID-19 Pandemic
in Hungary: Employee Engagement and Affective Commitment as
Medi St inability, 13(14), 1-21.
https://doi.org/10.3390/su13147800

Al-Somaidace, M. M. (2023). The Effect of Workplace Stress on Employee
Engagement, the Mediation Role of Leadership Style. American Journal of
Economics and Business Innovation, 2(2), 74-85.

Anjum, A., & Ming, X. (2018). Combating toxic workplace environment: An
empirical study in the context of Pakistan.Journal of Modelling in
Management, 13(3), 675-697.

Anjum, A., Ming, X., Siddiqi, A., & Rasool, S. (2018). An Empirical Study
Analyzing Job Productivity in Toxic Workplace Environments.
International Journal of Environmental Research and Public Health, 15(5),

14




1035.

Audenaert, M., Decramer, A., & George, B. (2021). How to foster employee quality
of life: The role of employee performance management and authentic
leadership. Evaluation and Program Planning, 85, 101909.

Avey, ] B., Luthans, F., Smith, R.M., & Palmer, N.F. (2010). Impact of positive
psychological capital on employee well-being over time. Journal of
Occupation Health Psychology, 15(1), 17- 28.

Chen, T., Hao, S., Ding, K., Feng, X., Li, G., & Liang, X. (2020). The impact of
organizational support on employee performance. Employee Relations,
42(1), 166-179.

Diamantidis, A. D., & Chatzoglou, P. (2019). Factors affecting employee
performance: an empirical approach. International journal of productivity
and performance management ,68(1), 171-193.

Fachri. (2023, January 18). Apakah Banyak Karyawan Resign Karena Lingkungan
Kerja yang Toxic? Retrieved November 30, 2023 from
https://www liputan6.com/lifestyle/read/5183553/apakah-banyak-

karyawan-resignk -lingk -kerja-yang-toxic?page=3
Fotiadis A., Abdulrahman K., Spyridou A. (2019). The mediating roles of
psychological Yy, p and related on work-life balance

and well-being. Frontier in Psychology, 10,1267.

Fry, LW, Latham,J R., Clinebell, S K., & Krahnke, K. (2017). Spiritual leadership

as a model for performance excellence: A study of Baldrige award
ip Journal of M Spirituality & Religion, 14(1), 22-47.
https://doi.org/10.1080/14766086.2016.1202130

Haeruddin, M. 1., Akbar, A., Dipoatmodjo, T. S., Kurniawan, A. W., & Abadi, R.
R. (2022). The toxicity of our City: The Effect of Toxic Workplace
Environment on Employee’s Performance. International Journal of Social
Science and Business, 6(2), 183-190.

Hair, J. F., Black, W. C., Babin, B.J., & Anderson, R. E. (2014). Multivariate Data
Analysis (7" ed.). Edinburgh: Pearson Education Limited.

Hair, J. F.et. al. (2019). Partial Least Squares Structural Equation Modeling-Based
Discrete Choice Modeling: An Illustration In Modelling Retailer Choice.
Business Research, 12(1), 115-142.

Inuwa, M. (2016). Job Satisfaction and Employee Performance: An Empirical
Approach. Journal of The Millenium University, 1(1), 2225-2533.

Katadata Media Network. Kualitas Pekerjaan Indonesia Menurun Akibat Pandemi
(2021, December 2). Retrieved 28 November, 2023 from
https://databoks katadata.co.id/d: blish/2021/12/02/kualitas-
pekerjaanind ia-menurun-akibat-pandemi

Kompas. (2023, November 20). Menakar Resiliensi Ekonomi Jatim di Tengah
Resesi Global dan Tahun Politik Retrieved Desember 19, 2023 from
https://www kompas.id/bac: 2023/11/19/menakar-resiliensi-

ckonomijatim-ditengah-resesi-global-dan-
tahunpolitik ?status=sukses_login%3Fstatus_login%3Dlogin&status_login

=login
Kompas.com. (2023, July 17). 1 dari 5 Orang Merasa Tempat Kerjanya Toxic, Ada
Apa? Kompas.com.

https://lifestyle kompas.com/read/2023/07/17/201538020/1-dari-5-orang-

15




merasa-tempat-kerjanya-toxic-ada-apa?page=all

Kontan. (2023, May 8). Pertumbuhan Ekonomi Indonesia Kuartal 12023 Tertinggi
Kedua Dunia, Cek Datanya. Retrieved Desember 4, 2023 from
https: ional .kontan.co.id s/p buhan-ek i-indonesia-
kuartal-1-2023- tertinggi-kedua-dunia-cek-datanya

Kurniawan, S., Bamumin, F. A., & Kusnandar, K. N. (2023). The Effect of Toxic
‘Workplace Environment on Employee Performance Mediated by Employee
Engagement and Work Stress Among F&B Employees in Jakarta. Business
Economic, Communication, and Social Sciences, 5(2), 127-136.
https://doi.org/10.21512/becossjournal .v5i2.9729

McKinsey & Company. (2021). Employee mental health and burnout in Asia: A
time to act. Retrieved from https://www.mckinsey.com/featured-
insights/future-of-asi loy tal-health-and-burnout-in-asi
time-to-act

Pagdn-Castaiio, E., Maseda-Moreno, A., & Santos-Rojo, C. (2020). Well-being in
work environments. Journal of Business Research, 115, 469-474.

Pickering, C.EZ., Nurenberg, K., & Schiamberg, L. (2017). Recognizing and
Responding to the ‘Toxic’ Work Environment: Worker Safety, Patient
Safety, and Abuse/Neglect in Nursing Homes. Qualitative Health Research,
27(12), 1870-1881. https:/doi.org/10.1177/1049732317723889

Rasool, S.F., Samma, M., Anjum, A., Munir, M., & Khan, TM. (2019).
Relationship between modern human resource management practices and
organizational innovation: 85 Universitas Kristen Petra Empirical
investigation from banking sector of China. International Transaction
Journal of Engineering, Management, & Applied Sciences & Technologies,
10, 1-11. https://doi.org/10.14456/ITIEMAST.2019.266

Rasool, S. F., Wang, M., Tang, M., Saced, A., & Igbal, J. (2021). How toxic
workplace environment effects the employee engagement: The mediating
role of organizational support and employee well-being. International
Journal of Environmental Research and Public Health, 18(5), 1-17.
https://doi.org/10.3390/ijerph 18052294

Ridwan, M., Mulyani, S. R., & Ali, H. (2020). Building behavior and performance
citizenship: Perceived organizational support and competence (case study at
SPMI private university in west Sumatra). International Journal of
Psychosocial Rehabilitation, 24(6).

Salin, D, Stride, C., Smith, S., & Santokhie, S. (2023). High-performance work
practices and employee well-being: organizational identification as a
mediator. Frontiers in Psychology, 14, 1175344.
https://doi.org/10.3389/fpsyg.2023.1175344

Schleu, J. E., & Hiiffmeier, J. (2021). Simply the best? A systematic literature
review on the predictive validity of employee performance for leader
performance. Human Resource Management Review, 31(2), 100777.

& Bougie, R. (2016). Research Methods for Business: A Skill-Building Approach
(7" ed.). John Wiley & Sons Ltd.

Sivapragasam, P., & Raya, R. P. (2017). HRM and Employee Engagement Link:
Mediating Role of Employee Well-being. Global Business Review, 19(1),
1-15.

Su, L., & Swanson, S. R. (2019). Perceived corporate social responsibility’s impact

16




on the well-being and supportive green behaviors of hotel employees: The
mediating role of the employee-corporate relationship. Tourism
Management, 72,437-450.

Tastan, S. B., & Davoudi, S. M. M. (2015). An examination of the relationship
between leader-member exchange and innovative work behavior with the
moderating role of trust in a leader: A study in the Turkish context.
Procedia-Social and Behavioral Sciences, 181,23-32.

Tran, T. V. (2009). Developing cross-cultural measurement.Oxford University
Press: London.

Waileruny, & H., Theresia. (2014). Perceived organizational support, job
satisfaction, dan organizational citizenship behavior pada PT. Bank Maluku
cabang utama kota Ambon. AGORA, 2.

Wang, Z., Zaman, S., Rasool, S.F., uz Zaman, Q., & Amin, A. (2020). Exploring
the Relationships Between a Toxic Workplace Environment, Workplace
Stress, and Project Success with the Moderating Effect of Organizational
Support: Empirical Evidence from Pakistan. Risk Management and
Healthcare Policy, 13, 1055-1067.

Wolf, L.A., Perhats, C., Delao, AM., & Clark, PR. (2015). Workplace aggression
as cause and effect: Emergency nurses’ experiences of working fatigued.
International Emergency Nursing, 33,48-52.

Yan, R., Basheer, M. F., Irfan, M., & Rana, T. N. (2020). Role of psychological
factors in employee well-being and employee performance: An empirical
evidence from Pakistan. Revista Argentina de Clinica Psicoldgica, 29(5),
638.




Toxic Workplace

ORIGINALITY REPORT

12 12+ 9y

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS

4y,

STUDENT PAPERS

PRIMARY SOURCES

www.ncbi.nim.nih.gov

Internet Source

5%

(2]

www.ijicc.net

Internet Source

1w

[=]

Submitted to Higher Education Commission 1 o
0

Pakistan
Student Paper

B

openaccess.altinbas.edu.tr

Internet Source

1w

(2]

ojs.unimal.ac.id

Internet Source

1w

journal.ipb.ac.id

Internet Source

1w

~ o

e-journal.unair.ac.id

Internet Source

1w

www.researchgate.net

Internet Source

1w

Submitted to University of Stellenbosch,
South Africa

1w



Student Paper

e-space.mmu.ac.uk 1 o
0

Internet Source

—_
o

eprints.unm.ac.id ’I %
0

Internet Source

—_
—_

nrl.northumbria.ac.uk 1 %

Internet Source

Exclude quotes Off Exclude matches <1%

Exclude bibliography On



4. Bukti submit revisi & hasil similarities (7 Mei
2024)



4/9/25,11:24 AM Petra Christian University Mail - [JMK] Editor Decision

UNIVERSITAS
&7 KRISTEN Sherly
=’ PETRA

Tanoto <sherly ac.id>
[JMK] Editor Decision
Sherly ina Tanoto .ac.id> Tue, May 7, 2024 at 3:55 PM
To: Beny Mahyudi Saputra <ojs.uniskakdr@gmail.com>

Cc: Tita Edenia <d11180419@)john.petra.ac.id>

Dear Bapak Beny Mahyudi Saputra,

Thank you for the update regarding our submission to JMK (Jurnal Manajemen dan Kewirausahaan), titled "Toxic Workplaces and Employee
Performance: The Mediating Role of Organizational Support and Well-being in Java Island."

We acknowledge the decision for revisions required and have made the necessary adjustments as per the feedback received. Additionally, we
have conducted a plagiarism check, which resulted in a 12% similarity score.

Please find the revised version attached for your review. We look forward to your feedback.

[Quoted text hidden]

2 attachments

i R1 B-5179-99Z_Article Text-17353-1-4-20240427.docx
409K

ﬂ Turnitin Results Toxic Workplace.pdf
3414K

https://mail.google il/u/0/?ik=9 Scc&vi

:13014268361131896730&simpl=msg-a:r3014268361131896730 1/1



Toxic Workplaces and Employee Performance: The Mediating Role of
Organizational Support and Well-being in Java [lsland\

Abstract

This study examines the influence of a toxic workplace environment on employee
performance, organizational support perception, and employee well-being
among workers in Java lIsland, Indonesia. Utilizing a quantitative research
approach, data were collected from 321 permanent employees. Structural
Equation Modeling with Partial Least Square (PLS) was employed for analysis.
Findings indicate that a toxic workplace environment does not directly impact
employee performance, organizational support perception, or employee well-
being. However, organizational support perception significantly affects employee
performance, and employee well-being also significantly impacts employee
performance. Moreover, a toxic workplace environment does not indirectly
influence employee performance through organizational support perception or
employee well-being as mediating factors. Despite the lack of direct impact, this
research contributes novelty by utilizing perception of organizational support and
employee well-being as mediating variables for the relationship between toxic
workplace environment and employee performance. Practically, the study
underscores the importance of addressing organizational support and employee
well-being to enhance employee performance in organizations. Managers and
organizational leaders must prioritize creating conducive work environments and
providing adequate support to foster employee well-being, ultimately leading to
improved organizational performance.

Keywords: employee performance, employee well-being, perceived
organizational support, toxic workplace environment
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[Introduction

The era of globalization presents myriad challenges and intense competition. '

Organizations operating in this global context must secure a solid competitive advantage,
which can often be achieved through effective human resource management. Human resources
are a critical component in creating a competitive advantage; without them, a company cannot
excel against its competitors. A key indicator of a competitive organization is its overall
performance, which in turn is reflected in the performance of its human resources or individual
employees.

The quality of Indonesian workers declined due to the pandemic, impacting their
performance. In Java, a province significantly influenced by the globalization crisis, dynamic
job mobility and workforce movements are common. Despite these challenges, East Java is
expected to see improved performance in 2024, although ongoing global crises threatening the
region's stability(Kompas, 2023b). This situation provides a poignant example of how
employee performance is crucial for organizations aiming to fulfill their future visions.

One significant driver of performance levels is the work environment, which
encompasses the conditions and interactions among employees as they undertake their tasks.
The nature of this environment can significantly influence employee performance,
productivity, and creativity, either positively or negatively. A supportive and healthy work
environment boosts efficiency and productivity, while a poorly managed one can adversely
affect employee morale (Pickering et al., 2017).

Over the past few decades, Indonesia has experienced considerable industrialization,
urbanization, and economic growth, ranking high among G20 countries in terms of economic
expansion (Kontan, 2023). However, this growth has not necessarily translated into improved
public welfare, with many Indonesians still enduring substandard living conditions and toxic
work environments.

In today’s fiercely competitive job market, individuals strive to outperform one another.
However, not all work environments support such aspirations. The social environment is a
significant factor affecting employee performance (Rasool et al., 2019). A quarter of employees
globally, and a third in Asia, experience burnout, with toxic work behaviors being a leading
cause (McKinsey & Company, 2021). In Indonesia, the dilemma for many employees is whether
to endure a toxic work environment or resign. A toxic workplace culture is a significant reason
for resignation, far outweighing low pay (Fachri, 2023). An alarming 70.93 percent of
Indonesian workers report experiencing an unhealthy work environment (Kompas, 2023a).

Organizational support perception and employee well-being are also vital for enhancing
performance. When employees feel supported by their organization, they are more motivated
and likely to be engaged in their roles (Alshaabani et al., 2021). Employee well-being, which
encompasses happiness, security, and satisfaction (Avey et al., 2010), is crucial for fostering a
safe and supportive workplace atmosphere.

This study aims to analyze the impact of toxic work environments on employee
performance, perceptions of organizational support, and employee well-being in Java. By
examining these interrelated factors, the research seeks to offer insights into how they
collectively influence employee outcomes in the region. This study responds to calls for more
international research and varied organizational outcomes, focusing specifically on employee
performance (Haeruddin et al., 2022; Kurniawan et al., 2023; Rasool et al., 2021).

Concerning the relationship between a toxic workplace environment and employee
performance, Haeruddin et al. (2022) demonstrated that the degree of employee performance
is influenced by the work environment, with a toxic workplace having a detrimental impact on
employee performance. A toxic work environment can reduce employee motivation to
complete tasks optimally so that contributions to the company will decrease. A toxic workplace

Commented [stanoto5]: Thank you for your feedback. |
want to inform you that the introduction section has been
rewritten based on your suggestion. Hopefully, these
changes will enhance the clarity and consistency of the
article.




environment will affect work efficiency and worsen the level of fatigue in employees.
Kurniawan et al. (2023) showed results that the toxic workplace environment did not have a
significant effect on employee performance directly. Although it does not have a direct effect,
there is still a negative influence given by the toxic work environment, which causes a decrease
in employee performance levels. Therefore, this study hypothesizes:

H;: Toxic workplace environment affects employee performance.

Toxic work environments harm employee performance outcomes, such as stress and
burnout. Wang et al. (2020) discovered that perceived support from the organization positively
influences employee commitment and performance in the workplace, leading to enhanced
outcomes. When employees feel support from the organization, their cognitive and emotional
evaluations of the organization will be stronger. According to Rasool et al. (2021), a high level
of organizational support will allow employees to produce high performance, even if that
performance decreases due to unfavorable work environment characteristics. Based on the
explanation above, the hypothesis is obtained:

Ha: Toxic workplace environment affects perceived organizational support.

Mental health is closely related to work environment conditions. An unpleasant work
environment can disrupt a person's sense of security and negatively impact well-being. Toxic
workplace environments have consequences that are closely related to employees' mental
health, such as increased stress, anxiety, fear, and insecurity (Alsomaidaee et al., 2023). The
repercussions of toxic workplace environments on employee health pose challenges in
attaining employee well-being (Alsomaidaee, 2023). Salin et al. (2023) supplemented this by
indicating that such environments lead to reduced employee performance and productivity. The
prolonged cycle of negative influences from the toxic workplace environment will ultimately
impact employee well-being and performance. Based on the explanation above, the hypothesis
is obtained:

Hs: Toxic workplace environment affects employee well-being.

Employee perceptions of organizational support can increase employee motivation and
increase productivity (Kurtessis et al., 2017). Research by Ridwan et al. (2020) states that
perceptions of organizational support affect employee performance. Employees with high
perceptions of organizational support feel that the organization is willing to provide this
assistance in the situation most in need of job support. Employees will feel valued, cared for,
and recognized, and the interchange provided can increase work diligence and respect for one
another. This situation can improve employee performance. The perception of organizational
support has a positive impact on employee performance and can increase commitment and
productivity to the organization so that company values can be maintained (Afsar et al., 2015;
Fry etal., 2017; Wang et al., 2020). Based on the explanation above, the hypothesis is obtained:
Ha: Perceived organizational support affects employee performance.

It is the productivity and viability of employees that determine the efficiency and viability
of an organization. Employee performance plays a vital role in productivity and is critical to
understanding organizational performance (Inuwa, 2016). Nowadays, employee well-being is
an issue in the business environment. Employee well-being, in general, is to improve employee
health in terms of work safety. Yan et al. (2020) explain performance as a record of the results
obtained for a certain period, where when employees feel that their welfare is guaranteed and
cared for, the interchange that can be given to the organization is an active contribution so that
the results of employee performance also increase. Based on the explanation above, the
hypothesis is obtained:

Hs: Employee well-being affects employee performance.

Fry et al. (2017) show that perceived organizational support significantly influences
performance outcomes, employee work commitment, and employee performance. Perceived
organizational support has a positive impact on dynamic behavior in the workplace. When



employees feel support from the organization, work motivation leads to high productivity. So,
it can be assumed that high organizational support will allow employees to produce high
performance, even if that performance decreases due to unfavorable work environment
characteristics (Rasool et al., 2021). Based on the explanation above, the hypothesis is
obtained:

He: Toxic workplace environment affects employee performance through perceived
organizational support as mediation.

The work environment is designed to organize its workforce according to the social
nature of individuals to produce better performance. According to Haeruddin et al. (2022), the
workplace environment significantly influences employee performance, with a toxic work
environment having a detrimental effect. Employee well-being serves as a motivator for all
levels of staff, from executives to administrative personnel (Arenas et al., 2015). This suggests
that organizational commitment contributes to employee well-being. Additionally, Fotiadis et
al. (2019) concluded that the quality of work life is intertwined with employee performance
due to the reciprocal nature of organizational behavior. An employee will perform nicely and
optimally if concern for the organization arises, even if the performance decreases due to
unfavorable work environment characteristics (Rasool et al., 2021). Based on the explanation
above, the hypothesis is obtained:

H7: Toxic workplace environment affects employee performance through employee well-being
as mediation.

Figure 1 illustrates the research framework utilized in this study. Straight arrows
indicate direct relationships between variables, while dashed arrows indicate indirect
relationships with mediation among the variables used in this study, and the hypotheses being
tested are already stated.

Perceived
Organizational
Support (POS)

Employee
Performance (EP)

Toxic Workplace
(TW)

Figure 1. Research Model

Methodology



The type of research used in this study is quantitative research. Quantitative research
involves using numbers through structured questions in data collection. The population taken
for this study consists of permanent employees working on the island of Java. This research
uses a non-probability sampling technique. Non-probability sampling is a sample selected
based on the availability of respondents or researcher considerations based on criteria. The
criteria for respondents in this study are permanent employees located on the island of Java,
with a minimum tenure of 1 (one) year. This criterion is used in this study assuming that
permanent employees who have worked for one year or more have understood the situation
or conditions of the environment and the behavior of their superiors or coworkers in the
workplace. Determination of sample size by Hair et al. (2014) suggests that the minimum
sample size is 100 or more. The research sample amounted to 321 employees.

This study will utilize questionnaire items adapted from the research of Rasool et al.
(2021), Wang et al. (2020), Ahmed et al. (2020), and Tastan et al. (2015). Adaptation of the
questionnaire was conducted by carefully translating and modifying it to ensure that the
meanings of the items between the original language and the designated language remain
consistent. The translation was performed using back translation, a process where the
research questionnaire items are translated from the original language to the designated
language and then back to the original language to ensure the congruence of meanings.

The survey on toxic work environments was adopted from the studies conducted by
Anjum et al. (2018) and Rasool et al. (2019), as utilized in Rasool et al.'s (2021) research,
boasting a reliability level of 0.935 and comprising seven items. Meanwhile, the questionnaire
assessing employees' perception of support was sourced from Wang et al. (2020), also
featured in Rasool et al.'s (2021) investigation, demonstrating a reliability level of 0.784 and
consisting of 4 items. The questionnaire gauging employee well-being was adapted from
Ahmed et al. (2020) and incorporated into Rasool et al.'s (2021) research, showcasing a
reliability level of 0.843 and comprising six items. Lastly, the survey concerning employee
performance was drawn from William and Anderson (1991, in Tastan & Davoudi, 2015),
boasting a reliability level of 0.797 and 7 items. Each of these surveys employs a Likert scale
with a 5-point range, spanning from strongly disagree to agree strongly.

Data were analyzed using Structural Equation Modeling with Partial Least Square (PLS)
method using SmartPLS 4. Partial Least Square (PLS) is a variant-based structural equation
analysis (SEM) that tests measurement and structural models simultaneously. There are two
measurement models in SmartPLS, namely the outer model and the inner model. The outer
model is used to test validity and reliability, while the inner model is used to test the research
model's feasibility and the proposed hypothesis.

Result and Discussion

Validity and reliability tests were used to evaluate the outcomes of examining the
measurement model. First, a validity test is employed to examine a questionnaire's list of
questions to identify the research variables. The preliminary step included identifying
variables with a factor loading value exceeding 0.7 and discarding those with a factor loading
beneath this threshold (Hair et al., 2014). The validity test results for the variables toxic
workplace environment, perceived organizational support, employee well-being, and
employee performance indicate that the count value on each question for each variable is
more significant than 0.7, indicating that the data in this study are valid (Table 1). Only one
indicator was invalid, exhibiting an outer loading value below 0.5. This indicator pertains to
the first item of the toxic workplace variable. Hence, it had to be deleted. The test for



convergent validity is based not only on the outer loading values but also on the Average
Variance Extracted (AVE) values. A variable is considered valid if its AVE value is more
significant than 0.5 (Hair et al., 2014).

Table 1. Loading Factor and AVE

Variable Indicators Outer Loading  AVE
TW2 0.854
TW3 0.794
TW4 0.806
Toxic Workplace (TW) 0.655
TW5 0.730
TW6 0.867
TW7 0.796
POS1 0.854
Perceived Organizational POS2 0.808 0.674
Support (POS) POS3 0.815
POS4 0.805
EW1 0.820
EW2 0.815
EW3 0.849
Employee Well-being (EW) 0.698
EW4 0.872
EW5 0.870
EW6 0.786
EP1 0.876
EP2 0.932
EP3 0.915
Employee Performance EP4 0.937 0.806
EP5 0.794
EP6 0.908
EP7 0.914

Source: primary data processing

The reliability test is conducted to determine the accuracy of the constructed structural
model, ensuring that the data can be considered reliable or consistent (Hair et al., 2014).
Reliability testing can be assessed by examining Cronbach's alpha and composite reliability
values. A variable in a study is deemed reliable if Cronbach's alpha value reaches or exceeds
0.7 and the composite reliability value is between 0.6 and 0.7, which is considered good (Hair



et al., 2014). As seen in Table 2, all the variables in this study have Cronbach's alpha and

composite reliability values above 7, indicating they are reliable.

Table 2. Results of Reliability Tests

Cobadls et
Toxic Workplace (TW) 0.897 0.930
Perceived Organizational Support (POS) 0.839 0.844
Employee Well-being (EW) 0.914 0.931
Employee Performance (EP) 0.959 0.961

Source: primary data processing

In hypothesis testing, the value to be observed is the t-statistic value, which ideally

should exceed 1.96 for a hypothesis to be accepted or to have a significant influence. Similarly,
the p-value needs to be considered; if the value is less than 0.05, then the hypothesis in the
study can be accepted, and the opposite applies as well. Table 3 presents the results of
hypothesis testing within a study investigating the effects of various factors on employee
performance, perceived organizational support, and employee well-being. The interpretation
of the table is based on the t-statistic and p-value for each hypothesis.

Table 3. Results of Hypothesis Tests

Hypothesis t-statistic p-value Information
Toxic Workplace Environment -> Employee

Hi Performance 0.614 0.539 Rejected
Toxic Workplace Environment -> Perceived

H2 Organizational Support 1.310 0.190 Rejected
Toxic Workplace Environment -> Employee

Hs Well-being 1.339 0.181 Rejected

Ha Perceived  Organizational  Support ->4'111 0000 Supported
Employee Performance
Empl Well-bei > Empl

b, Cmplovee  Well-being MPIOYEE, eag 0008  Supported
Performance
Toxic Workplace Environment -> Perceived

He Organizational ~ Support -> Employeel.172 0.241 Rejected
Performance

Hy Toxic Workplace Environment -> Employeel.310 0.259 Rejected

Well-being -> Employee Performance

Source: primary data processing



In summary, the study supports the hypotheses that perceived organizational support and
employee well-being directly contribute to improved employee performance. However, it
rejects the hypotheses concerning the direct and indirect negative impacts of a toxic
workplace environment on employee performance, perceived organizational support, and
employee well-being. The results of the inner model testing can be seen in Figure 2.
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Figure 2. Inner Model Results
Source: primary data processing

This study addresses discrepancies in previous research findings. According to
Haeruddin et al. (2022), it is known that employee performance is influenced by the
workplace environment, where a toxic work environment can negatively impact employee
performance. A toxic work environment can decrease employees' motivation to complete
tasks effectively, reducing their contributions to the company. Specifically, a toxic work
environment fundamentally affects work efficiency and exacerbates levels of work fatigue
among employees. On the other hand, Kurniawan et al. (2023) found results indicating that a
toxic work environment does not significantly affect employee performance. Despite the lack
of a direct effect, there is still a negative influence exerted by a toxic work environment,
resulting in decreased employee performance. Therefore, the findings of this study confirm
the research by Kurniawan et al. (2023), stating that a toxic work environment does not
significantly affect employee performance. This discrepancy may occur because individuals
have a high sense of responsibility as employees, allowing them to complete tasks effectively
even in a toxic work environment.

The findings of this study also contradict the research conducted by Wang et al. (2020),
which suggests that a toxic work environment influences employees' perceptions of
organizational support. In Wang et al.'s study, employees were reported to feel less motivated
to complete tasks and could overlook organizational support due to the toxicity of the work
environment. However, in this research, the negative behavior experienced did not
significantly alter employees' perceptions of organizational support in Java Island, as
employees often feel supported by their organization or workplace, even in challenging
situations.



The study by Rasool et al. (2021) suggests that when an organization pays attention to
the well-being of its employees, the impact of a toxic work environment can be reduced,
leading to sustainable organizational performance. However, this research found that a toxic
work environment does not affect the well-being of employees in Java Island. Although a toxic
work environment can negatively impact employees, arguments suggest this may not directly
affect their well-being. Some employees may be able to cope with a toxic work environment
by employing effective coping mechanisms or having social support outside of work to help
them manage stress (Anjum & Ming, 2018). Personal coping strategies and perceptions of
control over the situation in the workplace can also help employees maintain their well-being.
However, it is essential to remember that a toxic work environment still has significant adverse
effects and can affect various aspects of employees' lives if not adequately addressed.

Employees' perception of organizational support can enhance their motivation and
increase productivity. The study by Ridwan et al. (2020) states that organizational support
perception influences employee performance. Employees with a high perception of
organizational support feel that the organization is willing to provide it in situations where
they most need job support. Employees feel valued, cared for, and recognized, and the
reciprocation provided can increase their perseverance and mutual respect (Eisenberger et
al., 2020). The findings of this research align with the study by Chen et al. (2020) regarding
the influence of organizational support perception on employee performance. That study
highlights the importance of organizational support in providing a new perspective for critical
organizational stakeholders and authorities to develop performance-related management
strategies. Effective performance management will result in continuous learning,
collaboration, problem-solving, and work initiatives.

Yan et al. (2020) define performance as the recorded outcomes obtained over a
specific period, wherein when employees feel their well-being is assured and attended to, the
reciprocal contribution they can provide to the organization is active participation, thereby
enhancing employee performance outcomes. The findings of this research support Yan et al.'s
(2020) statement that employee well-being influences employee performance. This study
found that the sense of security felt by employees in the workplace would drive work
motivation to effectively fulfill job responsibilities according to each individual's job
description. When job responsibilities are satisfactorily fulfilled, completing tasks encourages
employees to be more diligent.

So far, no research has been found regarding the influence of a toxic work environment
on employee performance mediated by organizational support perception. However, a study
by Kurniawan et al. (2023) used other mediating variables in the relationship between a toxic
work environment and employee performance, namely employee engagement and work
stress, and the results showed that both variables could act as mediators. However, in this
study, organizational support perception could not mediate the relationship between a toxic
work environment and employee performance. This is suspected to occur due to two reasons.
First, the presence of alternative mediating factors that more directly affect employee
performance than organizational support perception. Second, the respondents in this study
come from diverse organizations, resulting in unique dynamics in their work culture and
organizational structure, which makes organizational support perception unable to mediate
the relationship between a toxic work environment and employee performance.

Su and Swanson (2019) posit employee well-being as a commendable achievement for
individuals exhibiting innovative work behavior, wherein the outcomes of such thinking can
lead to enhanced employee performance. To date, no prior research has examined the



influence of a toxic work environment on employee performance mediated by organizational
support perception. However, a study by Kurniawan et al. (2023) was identified, which utilized
other mediating variables, such as employee engagement and work stress, to investigate the
impact of a toxic work environment on employee performance, yielding results indicating that
both mediator variables mediated the relationship between a toxic work environment and
employee performance. Nevertheless, the findings of this research indicate that employee
well-being cannot mediate the relationship between a toxic work environment and employee
performance. Employee well-being is influenced by multifaceted factors extending beyond
the workplace, including personal life, health, and relationships (Pagan-Castafio et al., 2020).
Therefore, even if employees experience a sense of well-being, it may not directly translate
into improved performance if other factors related to the toxic work environment persist.
Well-being encompasses various dimensions, such as physical health, emotional stability, and
social connections, which may not directly impact organizational efforts to address workplace
toxicity. As a result, the complexity and diverse nature of well-being makes it less suitable as
a mediator for the relationship between a toxic work environment and employee
performance.

Employee engagement and work stress, as identified in the study by Kurniawan et al.
(2023), may play more direct roles in mediating the relationship between a toxic work
environment and employee performance than overall well-being. Employee engagement
reflects the extent to which employees are invested in their work, while work stress captures
the negative psychological and emotional experiences resulting from workplace toxicity.
Compared to overall well-being, these variables may offer more direct pathways through
which the toxic work environment affects employee performance, a broader and potentially
less specific construct. Therefore, the failure to find employee well-being as a mediator could
be attributed to the more direct and specific role played by employee engagement and work
stress in mediating the relationship between a toxic work environment and employee
performance.

rThis study makes significant contributions to the scientific understanding of the
relationship between toxic work environments, organizational support perception, employee
well-being, and employee performance. By examining these dynamics in the context of Java
Island, our findings offer valuable insights that extend and refine existing knowledge in several
key ways. Firstly, our research provides valuable insights into the impact of toxic work
environments on employee performance. While previous studies have yielded mixed results
regarding this relationship, our findings align with the assertion by Kurniawan et al. (2023)
that a toxic work environment may not directly impact employee performance. However, our
study goes further by clarifying how organizational support perception and employee
engagement play critical mediating roles in this relationship, shedding light on the underlying
mechanisms that influence employee outcomes. Secondly, the identification of organizational
support perception as a key mediator highlights its pivotal role in mitigating the negative
effects of toxic work environments. Contrary to the findings of Wang et al. (2020), our study
reveals that despite facing workplace toxicity, employees in Java Island maintain positive
perceptions of organizational support, which in turn bolster their motivation and
performance. This finding underscores the importance of organizational support interventions
in fostering a supportive work culture that promotes employee well-being and productivity.

Lastly, our research underscores the complex interplay between employee well-being,
workplace dynamics, and performance outcomes. While we did not find direct mediation of
employee well-being in the toxic work environment-performance relationship, our study



contributes to the broader understanding of well-being as a multifaceted construct influenced
by diverse factors beyond the workplace. By explaining these relationships, our findings enrich
theoretical frameworks and provide practical implications for organizations striving to
optimize employee performance amidst challenging work environments. In summary, our
study advances scientific knowledge by clarifying the complex interrelationships between
toxic work environments, organizational support perception, employee well-being, and
performance outcomes. These insights contribute to the development of evidence-based
strategies for promoting healthier and more productive work environments, ultimately
fostering organizational sustainability and employee satisfaction.\

Conclusion

\In conclusion, this study yields significant theoretical contributions regarding the
influence of a toxic workplace environment on employee performance, organizational support
perception, and employee well-being among workers in Java Island, Indonesia. Firstly, it was
observed that a toxic workplace environment does not influence employee performance,
organizational support perception, or employee well-being. Additionally, the perception of
organizational support was found to significantly impact employee performance, while
employee well-being also significantly affects employee performance. Furthermore, the study
revealed that a toxic workplace environment does not indirectly influence employee
performance through organizational support perception or employee well-being as mediating
factors among workers in Java Island. Despite the lack of impact, this research contributes
novelty by using the perception of organizational support and employee well-being as
mediating variables for the relationship between toxic workplace environment and employee
performance. These findings provide valuable insights into the dynamics of workplace
environments and their effects on employee outcomes, underscoring the importance of
addressing organizational support and well-being for enhancing employee performance.\

This study offers practical implications for managers or individuals within organizations '

tasked with monitoring employee performance. In efforts to enhance organizational
performance reflected through employee performance, a growing body of research highlights
the workplace environment as a significant factor influencing employee performance. The
workplace is where everything can impact employees' physical and mental well-being in
fulfilling job tasks, both directly and indirectly. Managers or individuals in authority within
organizations must pay attention to the workplace environment to foster good employee
performance. Organizations or companies, as controllers of the situations and conditions
within the workplace, can contribute to improving employee performance. One crucial aspect
to consider is ensuring the availability of support that employees can receive. Therefore,
companies need to actively enhance employee performance through various means, such as
setting individual goals to encourage employees to continually develop new approaches to
achieve them continually, thus feeling appreciated for their goals and values. Being a flexible
organization is an action that significantly attracts employee contributions. Another
implication is to pay close attention to employee well-being. The well-being experienced by
employees during work serves as a turning point for the performance they will provide to the
company. Employee well-being can be seen from the positive attitudes exhibited by workers,
which may arise from the positive intentions they experience while working. Managers can
be more empathetic and show their concern for employee relations to create a balance in
employees' lives, both in their work and personal lives, for each individual working as office
staff in companies on Java Island.
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Toxic Workplaces and Employee Performance: The

Mediating Role of Organizational Support and Well-
being in Java Island

Abstract
Thmdymmu;m-lu‘lmoflmt ekl i on emph

support well-being amoag
workers in Java Island, Indonesia. Udlldnglqu-ldvcmmhm
collected from 321 permanent employees. Structural Equation Modeling with Pastial
Least Square (PLS) was employed for analysis. Mq‘umhlmuﬂ'ﬁw
enﬁmncuchunl directly impact employ

or well-being. H. X support
significantly affects p and cmp l'dl-btiu also significantly
imp-.u mph o M a toxic workp dou not
o through

wbyuwlbeiu as mediating factors, anitn Iadnu'dum-lm lh-meuu
contributes novelty by utilizing of support and well-
being as mediating mhh&:l«_nmlphmukmm

and P Practicall study the of

‘ wmn-\d ploy -\-nmumw

in i and leaders must priofitize

creating work and providing adequate support to foser
l wllhanc it ‘kdmgh 1 |

-lwnn lnxt mtphm environment

Introduction
ﬂnmol;lobnluulmhmen'ullof“‘ ges and fieroe
¥ or comp wpeting in - globalizati
i d . Competiti d ge can be achieved through human
renoun.e mlmg«nem where human are an al of the
company that creates the value of competitive advantage, which means that without
ann fesources, the company cannot have a couvedlm duugc over ather

12 P One of the w0 g 8
ganizat Iu!he, of the \zath as indi ‘by&
of human or each individual in it, in this case, employee

performance.
Employee performance plays a vital role in an organization’s achicving its
goals, Employee performangg refers to the extent of accomplishment of tasks or
activities nmcd at fulfilling the goals, objectives, mission, and vision outlined in an
s strategic plan (Schleu & Huffmeier, 2021). Performance can be

measured from the quality and quantity of work handling results by employees

2




(Aldenen et al., 2021 Diamantidis & Oﬂzo;lnu. 2018). Qud'xy puspe:lin is
d by work while

qunmy is determined by the rate of task completion or the number of units
d by employ Skilled and 1o the
s p and their d cnleadlolouesfmmtorpnm
Badan Pusat Statistik (BPS) states that the quality of Indonesian workers in
2020 has decreased more than the previous year due to the pandemic, so the
performance provided has not been maximized (Katadata Madia Network, 2021).
In Indonesia, high job mobility and dynamic movements occur on the island of Java.
One of the provinces on the island of Java is East Java, which in 2023 was
moderated due to the impact of the globalization crisis. However. its
ispmdicwdloiuuu!tinm ewnlboughd!ghhdaisi:ﬁllmﬂ!ﬁw-

year party. "Bumi M shit”™ has high resilience in the cconomic sector
(Kompas, 2023). This can be an |lhmmonnlledlomkﬂl pufmmwhe
island of Java, where isa Iuynly by every

organization in fulfilling the company’s vision going forward.
Omdlhelxmlhlﬂnvepafammlﬂehnhwutmu The
work is a condi ion in which all workers or employees of
nmlnplnyuelmmelledmduludlncmuldl‘wtmwm The
condition of the work i in the P cmlkn ,',
performance, productivity, and ideas both positively and dy. A cond:
and healthy work environment can heb increase anpluyc: cﬂ‘mmcy and
productivity. On the contrary, if the work envi is not well i itcan
negatively influence employees,
Pickering et al. (2017) mentioned that lhele arc two lws of work

namely, work toxic  work
A work -lfnndlstrﬁmvl‘h*
mix of fun, and behavior of the organi s resick in this case,

anplO)m(Wo"a al., 2015). Meanwhile, toxic work environments ndd'-n‘by
n-mmnc behaviors such as offensive and aggressive leaders,

from rh bullying, and exclusion (Rasool et al.,

2021). Simply put, a mlhbur-nre work emmml can -n-:m-e employee
productivity, and a toxic work envil can d

Over the past few decades, Indonesia  has wh-d significant

it ad . ding 10 Trading

Economics data (2023), Iudomu is one of the Miﬂ ullh high economic

growth among the G20 Ekonomi I Kuartal 12023

Tertinggi Kedua Dunia, Cek Dn-\yn. 2023). Data from the Badan Pusat Statistik
(BPS) shows that Indonesia’s economic growth in the findt quarter of 2023 was
recorded at S03 percent, slightly higher than in the previous year's finst quarner
(Kontan, 2023). However, high economic growth does not equate 1o guaraniced
public welfare, Many working people are still living on less than a decent standasd
of living and in high-toxic work environments.

n today's competitive job market, more and more individuals want 1o be able
1o compete with each other and excel over other individuals in all Kinds of ways.
This is a reflection that not all work environments are in a healthy condition. The
social environment is considered one of the factors that can affect employee
performance (Rasool, 2019), Based on McKinsey's (2021) data on Employee




Mental Health and Bumout in Asia: A Time 10 Act, a quarter of employees
worldwide experience bumout. In Asia alone, that figure rises 10 one in three
employees experiencing it. By a large margin, across 15 countries and all
dimensions, "toxic work behaviors™ are the most significant predictor of burnout
sympwlmmdmmwmnyl

i, toxic work envi pose a dilemma for employees 1o stay
or muyl voluntarily from the company. A report released by MIT Sloan
Management Review revealed that a toxic workplace culture is more than ten times
more likely to cause employees 1o quit their jobs than the cause of low pay (Fachri,
2023). An International Labor Organization report in 2022 found that | in 5 people
feel their workplace is toxic, where 70.93 percent of workers in Indonesia have been
victims of an unhealthy work environment (Kompas.com, 2023). This condition
emphasizes that the work environment in Indonesia is still very much in need of
attention to be improved.

P pereep of izati swmm-mlmlmh:m
support improved employee perfi ding to Colakuglu et al in
Waileruny (2014), perceived izational support can be defined as employee

perceptions of how much the company values and cares about employees. When
the organization provides support, empkryeeswnllfeelnuev-hnd-md

contributions and welfare that are id $0 as a result, empl tend 1o be
more enthusiastic about Ml‘lllm; job mpamhdms (Aluh-h-m ctal, 2021).
Ancther factor the i of

employee well-being. Employet wdl-bclng hn-ouudvmhapenm; leel-p
nfhupp-uuh-donl“ofmhyﬂmu\qud 2010), soit
can be seen that if the work envil P it will very y
dlmnb a person’s sense of security and cnpluyces may increasingly distance

from with the and employee well-being will be
disrupted. Sivapragasam ntl Rayn (ZDI'I) exphn that e-wloy«: wllohnq inthe
rkplace can play
mndncve nwlupafmmd anplnyetsd’etyndlnmfunhem_y
in the future,
m-walmbmhlnﬂwmdmkvﬁmmn
| support p well-
Hnj in Java Island. ‘Ibe h mmhm d g the ulpdo{ health
work i and how i

| support
perceptions and emnuu can affect these dynamics. In this context,
focus s also given 1o the nl-ﬂouhb between toxic work environments,
support p as factors influencing
employee performance in the rqlon 'lhls mdy also aims 10 address the rescarch
directive (Rasool et al., 2021; Hacruddin et al., 2022; Kumniawan ot al., 2023),
which suggests the necessity of conducting m:m in other countries for
comparison pumo-e- u\d utilizing diff bk

mainly fe

Concanln.lherehllomhbp between a toxic workplace environment and
ph P in et al, (2022) d that the degree of
ploy i h" ‘wummwhunx
rkplace having a detri mwuon p [} A toxic work
envi can reduce empl 0 lete tasks optimally so that

pioy ¥ g
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ibutions to the will de A toxic workpl: i will
mmmkeﬂkmyudmnhhﬂdlm-wxnma
al. (2023) showed results that the toxic workplace environment did not have a

significant effect on directly. igh it does not have a

direct effect, there is n:ll a lcgnl\v lllluemc given by the toxic work environment,

which causes a d in employee p levels. Therefore, this stedy

hypothesizes:

Hi: Toxic workp envi nﬂccu ploy

Toxic work envi ! e such as

mwhmm w-ngeul (M)dmvevdtmmndmfmu

P in the

ckplace, leading to enhanced When empl, feel suppon from the

i their cognitive and ional evaluations of the organization will be

mgﬂ According to Rasool et al. (2021). a high level of organizational support
wull allow employees to pmducc high pu'fm even .r that pufom-w
due to unf; work ics. Based on the
lanation above, the hypothesis is obtained:
He: Toxic rkplace envi affects perecived I support.
Mcmﬂlndﬂnuclosdynludmwutemmmm An
ph work ‘-—-'apamnmo(m-dummdy
impact well-being. Toxic workpl have q that are
closely related to employees’ mental health, such as increased stress, anxicty, fear,
md im«umy Al-Somaidace (2023) asserted that the rqunnms of uuc
s health pose in
well-being. Salin et al. (2023) ) this hy icati m such
environments lead 10 reduced I ¢ prod . The
prolonged cycle of negative influences from lht toxic Mphce cnv'vunel 'I
ultimately impact employee well-being and p Based on the expl.
above, the hypothesis is obtained:
Ha: Toxic workpl. nfkm mpl oy well-being.
ions of jonal support can increase employee
muimion lnd Incn‘-c productivity, Rescarch by Mmﬁ al, (mm -.-n that
perceptions of organizational support affect emph
with high perceptions of organizational support feel that u organization is w.llq
10 provide this assistance in the situation mml in need of job support. Elployct
will feel valued, cared for, and gnized, and the interch, d can
increase work diligence and respect for one another. This -mm can improve
employee performance. (Afsar et al., 2015; Fry etal., 2017; Wang et al., 2020) show

that the perception of organizational wppm has a positive impact on employee

performance and can increase i ivity to the o

that company values can be maintained Bncd on the explanati m the

hypothesis is obtained:

Ha: Perceived organizational support affects employee performance .
hlllhpmdualmy-dvuhluydcmmﬁmmdrmy

and viability of an orga ployee p physavuimk-

productivity and is critical to und di b (Inuwa,

2016). Nowadays, employee well-being is lll issue in the huumi environment .




Employee well-being, in general, is 10 improve employee health in terms of work
safety. Yan et al. (2020) explain performance as a record of the results obtained for
a certain period, where when employees feel that their welfare is guaranteed and
cared for, the interchange that can be given to the organization is an active
mbulmmlhlthemsullsnfcnpbyccpﬂfmllmm Based on
the ion above, the hyp is

Employee well-being affects employee pcﬁotm

Fryelal(zm'l):bowdm ived org: l support significantly

P 7' work i and empl

P Perceived izational support has a positive impact on dynamic
behavior in the workplace. When employees feel support from the organization,
work motivation Ieads to high productivity. So, it can be assumed that high
muml-wmmlldhwemﬂoyeunpmd-mhghpeﬁmmmd
that perfe due 10 h
(Rmoolanl m!l)&nedwlhe lanati M,lhe ypothesis is

He: Tnnc ',‘ affect
ional support as mediati
mMcnvmmllhlmmmemmwh
social nature of individuals to produce better p ng 10 Hacrudds
et al. (2022), hmmmﬁaﬂymw
performance, with a toxic work having a 1 effect. Arenas et
al. (2015) discovered that anployte wll-he:-g serves as a motivator for all levels
of nnﬂ lmn i P 1. This suggests that
itm loyee well-being. Additionally.
Foxlxlueul (MI)MIMNMQMG‘MI&UM«\\MM
due 1o the reciprocal nature of org: beh . An
anplo)w vull perform m:ely and optimally if concern fwlheormuuonm
even if the due 1o work
dumcnnm(nnmla-l..zoznj-edmlkapl-mum.hiym
in obtained:
H7: Toxic rkpl i affects employee  perfs through
employee well han; as mediation,

ipoyee p L

Figure 1 illustrates the rescarch framework utilized in this study. Straight
arrows indicate direct relationships between variables, while dashed arrows indicate
indirect relationships with mediation among the variables used in this study, and

the hypotheses being tested are already stated.




Tw) Performance (EF)

Figure 1. Rescarch Model

The type of research used in this study is itati h. Q
rescarch involves using bers through d in data coll
(Sekaran & Bougie, 2016). Themladmﬂe-[uﬁﬁﬂycm’;d
permanent employees working on the island of Java. This rescarch uses a non-
mﬂmmm.w-ﬂna-ﬁem
based on the availability of respond ions based on
mm-(Sekum&me.Zle)mmmhmmumMyn
permanent employees located on the island of Java, wuhunmmmdl

(one) year. This criterion is used in this study ing that p 7
who have worked for one year or more have unds d the situation or condit
of the envi and the behavior of thele riors or rkers in the

workplace, Determination of sample size by Hair et al. (2014) suggests that the
minimum sample size is 100 or more, The rescarch sample amounted 1o 321
employces,

This study will utilize questionnaire items adapted from the rescarch of
Rasool et al. (2021), Wang et -I (2020). Mned et ol (201)). and Tll.- ot al
(2015). Adaptation of the g wa d by 1l ing and
mmlllylnglllomnmthllhe ings of the items bet the original I
-ndhe‘ 13 remain i (Tran, 2009, p.16). The translation

d using back Nt nwmwmum-vhm
lmmlmlnedrmmdwod;inl 10 the
back to the original lmmmemmﬂucmdu&m(ﬂn m.
p32).

The survey on toxic work environments was adopied from the studics
conducted by Anjum et al. (2018) and Rasool et al. (2019), as utilized in Rasool et

7




al's (2021) m-em:h bouung a nldﬂlny lcvel o(0935 and compnﬂn; seven
items. N the of support
was sourced from Wang et al. (2020), also featured in Rasool et al.'s (2021)
investigation, demonstrating a reliability level of 0.784 and consisting of 4 items.
The questionnaire gauging employee well-being was adapted from Ahmed et al.
(2020) and incorporated into Rasool etal s (2021) research, showcasing a reliability
level of 0.843 and comprising six items. Lastly, the survey concerning employee
performance was drawn from William and Anderson (1991, in Tastan, 2015).
boasting a reliability level of 0.797 and 7 items. Each of these surveys employs a
lakmmlewlhn&pullrmn sp--mﬁwmdwwbwm
Data were using St ng with Partial Least
Square (PLS) method using SmanPLS 4. PanullmslSqu-e(PLS)n:v:m
based structural equation analysis (SEM) that tests measurement and structural
models simultancously. There are two measurement models in SmanPLS. namely
the outer model and the inner model. The outer model is used to test validity and
reliability, while the inner model is used to test the research model's feasibility and
the proposed hypothesis.

Result and Discussion
Validity and reliability tests were used t luate the of ini

the measurement model. First, a validity test is employed 1o examine a
questionnaire’s list of questions to identify the research variables. The preliminary
step included identifying variables with a factor loading value exceeding 0.7 and
discarding those with a factor loading ben-h llmhmhold(llua al.,2019). 'l\t
vulndny test ruuln for the variabl

| support, employ wtll-behc dmwﬁmmﬁu
that the codnt value on each question for cach variable is more significant than 0.7,
indicating that the data in this study are valid (Table 1). Only one indicator was
invalid, exhibiting an outer loading value below 0.5, This indicator pertains to the
first item of the toxic workplace variable. Hence. it had 1o be deleted. The test for
convergent validity is based not only on the outer loading values but also on the
Averuge Variance Extracted (AVE) values, A variable is considered valid if its
AVE value is more significant than 0.5 (Hair et al,, 2019),

Table 1. Loading Factor and AVE

Variable Indicators  Outer Loading AVE
™2 0884
W3 0794
T™W4 0806

Toxic Workplace (TW) 0658
TWS 0730
TW6 0867
™w? 0.796

Perceived Organizational POS1 0854 0674




Support (POS) POS2 0808
POS3 0815
POS4 0805
EWI 0820
EW2 0815
EW3 0849
Employee Well-being (EW) EWe o 0698
EWS 0870
EW6 0.786
EP1 0876
EP2 0932
EP3 0915
Employee Performance EP4 0937 0806

EPS 0.794
EP6 0908
EP7 0914

Source: primary data processing

The reliability test is conducted to d inc the y of the
structural model, ensuring that the data can be considered reliable or consistent
(Hair et al,, 2019). Reliability testing can be d by ining Cronbach

alpha and composite reliability values, A variable in a study is deemed reliable if
Cronbach’s alpha value reaches or exceeds 0.7 and the composite reliability value
is between 0.6 and 0.7, which is considered good (Hair et al., 2019). As seen in
Table 2, all the variables in this study have Cronbach's alpha and composite
reliability values above 7, indicating they are reliable.

Table 2. Results of Reliability Tests

Variable Qg'l Compaosite
Toxic Workplace (TW) 0897 09%
Perceived Organizational Support (POS) 0539 0844
Employee Well-being (EW) 0914 0931
Employee Performance (EP) 0959 0.961

Source: primary data processing

In hypothesis testing, the value to be observed is the t-statistic value, which
ideally should exceed 1.96 for a hypothesis to be pted or 10 have a signifi




influence. Similarly, the p-value needs to be considered; if the value is less than
0.05. then the hypothesis in the study can be accepied., and the opposite applies as
well, Tabklpennulherembofhypahsnmgtﬁnumﬂymm
the effects of various factors on empl
support, and employee well-being. Thcmapnmd‘dxubkuwouhl-
statistic and p-value for cach hypothesis,

Table 3. Results of Hypothesis Tests

Hypothesis tstatistic _p-value  Information
Toxic Workplace Envi > Emph
Hi  Performance 0614 053 Rejected
Toxic Workplace Enviroament -> Perceived
H:  Organizational Support 1310 019  Rejecied
Toxic Workp L >
Hy  Well-being 1339 0181 Rejecied
Perceived Organizational Support ->
Ha Enpl Perfe 41m 0000 Supported
P Well-being -> Emp
Hs ol 2688 0008 Supported
'l‘om Workplace Environment <> Perceived
Hs Support > E L 0241 Rejected
Mmmme
Hy Toule Worplace B > Emgh 1310 0259 Rejecwed
Wdl-bﬂqawmmnw
Source: primary data processing
In summary, the study supports the hyp that ,..
support and cndoyu well-being d&mtly
L irejects the 0: dha and inann
neyllve mm- of a toxic workpl, i
| support, and employ 'Ml-h“ The results of the inner

mlmlunnumlnﬂmz.
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Figure 2. Inner Model Results
Source: primary data processing
This study ad di ies in previ mhfmg:m«'d-

10 Haeruddin et al. (2022), it is known that empl

the workplace environment, MaWMMmWM
employee performance. A toxic work env d

motivation to complete tasks effectively, reducing M comihwn-- 10 the
company. Specifically, a toxic work enviroament fundamentally affects work
efficiency and exacerbates levels of work fatigue among employees. On the other
hand, Kumiawan et al. (2023) found results indicating that a toxic work

en does not significantly affect emph " Despite the lack
of a direct el’ec! Ihn ll still a negative . influence exenied by a toxic work
the findings

nrmh study confirm the research by Kurniawan et al. (2023), stating that a toxic
work environment does not significantly affect employee performance. This
dlxnpm.y may occur because individuals have a high sense of responsibility as

ing them 0 lete tasks effectively even in a toxic work

environment,

The findings of this study also dict the me.dl ductod Dy W-¢
et al, (2020, which suggests that a toxic work
perceptions of organizational support. In Wang et al's study, enphyen were
reported 1o feel less motivated 1o complete tasks and could overlook organizational
support due 1o the toxicity of the work environment. However, in this rescarch, the
negative behavior experienced did not significantly alter employees’ perceptions of
organizational support in Java Island, a mphyce- often feel supported by their

or P evenin

The study by Rasool et al. (mnwneﬁlhl‘hnmmm
attention to the well-being of its cmployen me impact of al toxic work environment
can be reduced, leading to . However, this
rescarch found that & toxic work environment does not affect the well-being of




employees in Java Island. Although a toxic work environment can negatively
impact employees, arguments suggest this may not directly affect their well-being.
Some employees may be able to cope with a toxic work eavironment by employing
effective coping mechanisms or having social support outside of work to help them
manage stress (Anjum & Ming, 2018). meaﬂm

ofmuolmlhe' ion in the workplace can also help empl
their well-being. F Lt is ial 1o ber that a toxic work
environment sullluu:ynﬁc-m M\mcﬂmnﬂm:ﬂ’ea\mou aspects of
) ‘Iivul[nu d
E jonal support can enhance their

mwvwon lnd increase pmouawny 'l‘hcstudylvylldwmdll (l)m)sucﬂh
ional sy
with ahigh wwmdmmmmlwl&lﬂuhmﬂn is willing
mpmvnd:mnmnmmwhaeﬂrymlmedphmppm Employces feel valued.
nd the

cared for, and en can increase their
mmmmlmmmfmﬁngsoﬁhsmmmpmmdy
by(.'heneul(mm) garding the of | support percey
on employee p That study highlights the imp of organizath
support in providing a new ive for critical izati and
authorities 1o develop perfi lated £ g B’Iemve
performance management will result in ' Ileamning, collab
problem-solving, and work initiatives.

Yan et al. (2020) define p as the ded b d

over a specific period, wherein when employees feel their well-being is assured and
llaldedlo ﬂnm:mﬂmmhmmdnycmpwvﬂewhmmum

i thereby The findings of
llm rescarch snppm Yan et al's (ZOM) statement that employee well-being
‘This study found that the sense of security felt
byenphym m lhe wakpl-c: would drive work motivation to effectively fulfill

to cach indivi s job ipti \Vhen b
'*nnmn isfactorily fulfilled, completing tasks ges cmp
tnhemduluge-l
So far, mnnarv:hhnhc«nlnuldnwﬂu.chh.wdumkm
i support

perception, Ilm a uudy by Kumiawan et al. (2023) used other mediating
variables in the relationship between a toxic work eavironment and employee

namely l and work stress, and the resuls
Mﬂ-lb«huﬂnﬂnmnmnnﬂm However, in this study,
| support percepti mldnolnnﬁnrt'u“b“l
toxic work envi d employee p 'lﬂln pected 10 occur due
10 two reasons. First, the p f al i diating facton that more directly
affect than zath support p Socond, the

mpon(bnu in this study come from diverse organizations, mulnn; in unique
dylumc- in Ihelr work culture and organizational structure, which makes
ional support perception unable 1o mediate the relationship between a

toxic work envi and cmp
Su and Swunn mn) pnm anploy« wll-htq as a commendable
for indi work behavior, wherein the
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oucomuorsnchlhnhngmledm h d empl e To dute,

nopnou rch has dalmtw«kc-vn-_u
ﬂudybyl(tnm- cul (2023) was identificd, whnchlllmndolhumed:-g
such as emp and work stress. to investigate the impact
of a toxic work envi on empl perfe yielding results indicating
that both medi Tabl i the ionship between a toxic work
d the findings of this rescarch
imﬂmmmwﬂ-&hcmmmm;m-mk
work p l nlumgn i
Itifaceted factors vhcyo.dlhe ‘,' [ g personal life.

health, and relationships (Pagin-Castafio et al., 2020). Therefore, even if employees
experience a sense of well-being, it may not directly translate into improved
pafmmmnfﬂhalmsnlledmﬂemxuwknvmpcmn Well-
such as physical health, emotional stability .
mdsocnlconncruom which may not directly impact organizational efforts to
address workplace toxicity. As a result, mm-ﬂ&mmmdnﬂ
hemgm*enllennm&knu diator for the i L atoxic work

Employee engagement and work stress, as identified in the study by
Kumniawan et al. (2023), may plnymovednea roles in mediating the relationship
between a toxic work and than overall well-
being Employee engagement reflects the extent to which employees are invested
in meur work, “h-kmmmc-pumunmwpm:dmm

g from workplace toxicity. Comp 10 overall well-being.

these variables may / offer more dml pathways through which the toxic work

affects empl, a broader and potentially less specific

amma Therefore, thel-uuelorh\denplomwdl being as a mediator could be

attributed to the more direct and specific role played by employee engagement and

work stress in mediating the relationship between a toxic work environment and
employee performance.

Conclusion

lncmc!nnm this study yields significant th ical contributi garding
the i of a toxic ) i
organizational support pmeplion and thm \volhn inJava
Isdand. Indonesia. Firsly. it was observed that a toxic Aplace Am
not indl :
employee well- bcln; Mdhia\nlly. the pucepdna of audm mul -u
found to significantly impact ployee well-being
alvo significantly affects employee perfs the study revealed
that o toxic: workplace does not indirectly infl

P through support perception or employee well-being as
mediating factors among workers in Java Island. Despite the lack of impact, thes
rescarch contributes novelty by lml; lhe pemqmoa of wp-u.lwul support and
-uplayen wll-helu as between toxic

and empl perfi These findings provide
v-lu-ble insights into the dynamics of p i and their effects on
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employee outcomes, underscoring the importance of addressing organizational
support and well-being for enhancing employee performance.

This study offers practical implications for managers or individuals within
organizations tasked with monitoring employee performance. In efforts to enhance
organizational performance reflected through employee performance, a growing
body of research highlights the workplace environment as a significant factor
influencing employee performance. The workplace is where everything can impact
employees' physical and mental well-being in fulfilling job tasks, both directly and
indirectly. Managers or individuals in authority within organizations must pay
attention to the workplace environment to foster good employee performance.
Organizations or companies, as controllers of the situations and conditions within
the workplace, can contribute to improving employee performance. One crucial
aspect to consider is ensuring the availability of support that employees can receive.
Therefore, companies need to actively enhance employee performance through
various means, such as setting individual goals to encourage employees to
continually develop new approaches to achieve them continually, thus feeling
appreciated for their goals and values. Being a flexible organization is an action that
significantly attracts employee contributions. Another implication is to pay close
attention to employee well-being. The well-being experienced by employees during
work serves as a turning point for the performance they will provide to the
company. Employee well-being can be seen from the positive attitudes exhibited
by workers, which may arise from the positive intentions they experience while
working. Managers can be more empathetic and show their concern for employee
relations to create a balance in employees' lives, both in their work and personal
lives, for each individual working as office staff in companies on Java Island.
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