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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 Island, 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 
 
 
 
 

DOI : http://dx.doi.org/10.32503/jmk.v9i2.5179 
Article History : Article received (7 Apr 2024); revised (8 May 2024); 

accepted (15 May 2024) 
Email Co-Author : sherlytanoto@petra.ac.id 



Tanoto & Edenia / Jurnal Manajemen dan Kewirausahaan 9 (2) 2024, 143-157 
 

144 
 

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 
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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 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: 
H1: 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: 
H2: 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:  
H3: 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 
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maintained (Afsar et al., 2015; Fry et al., 2017; Wang et al., 2020). Based on the 
explanation above, the hypothesis is obtained: 
H4: 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: 
H5: 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: 
H6: 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. 
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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. 

 

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 
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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 Taştan & 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). 
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Table 1. Loading Factor and AVE 
Variable Indicators Outer Loading AVE 

Toxic Workplace (TW) 

TW2 0.854 

0.655 

TW3 0.794 

TW4 0.806 

TW5 0.730 

TW6 0.867 

TW7 0.796 

Perceived Organizational 
Support (POS) 

POS1 0.854 

0.674 
POS2 0.808 

POS3 0.815 

POS4 0.805 

Employee Well-being (EW) 

EW1 0.820 

0.698 

EW2 0.815 

EW3 0.849 

EW4 0.872 

EW5 0.870 

EW6 0.786 

Employee Performance 

EP1 0.876 

0.806 

EP2 0.932 

EP3 0.915 

EP4 0.937 

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. 
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Table 2. Results of Reliability Tests 

Variable Cronbach’s 
Alpha 

Composite 
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 

H1 
Toxic Workplace Environment -> Employee 
Performance 
 

0.614 0.539 Rejected 

H2 
Toxic Workplace Environment -> Perceived 
Organizational Support 
 

1.310 0.190 Rejected 

H3 
Toxic Workplace Environment -> Employee 
Well-being 
 

1.339 0.181 Rejected 

H4 
Perceived Organizational Support -> 
Employee Performance 4.111 0000 Supported 

H5 Employee Well-being -> Employee 
Performance 2.648 0.008 Supported 

H6 
Toxic Workplace Environment -> Perceived 
Organizational Support -> Employee 
Performance 

1.172 0.241 Rejected 

H7 Toxic Workplace Environment -> Employee 
Well-being -> Employee Performance 1.310 0.259 Rejected 

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 
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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. 
 

 
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. 
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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 
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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 (Pagán-Castaño 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. 

This 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 
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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. 
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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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