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Abstract:

An organization's human capital is its most valuable asset since it consistently provides the intangible qualities of diligence,
integrity, commitment, and efficiency that are never shown in the financial statement of the business. It is therefore the
organization's primary responsibility to ensure that its workers have a healthy work environment. This assessment attempts
to concentrate on the significance and connection between employee well-being and the work environment for the
organization's progress. This study focuses on aspects of the workplace that lead to an increase in workers' well-being and
may be positively correlated with both worker and organisational performance. For this research well-structured
questionnaire is used data is collected from 60 employees working in organisations It has been noted that the office
environment, employee interactions, help, and trustworthiness, as well as the significance of the employer and supervisor,
all contribute to the well-being of employees. This research is expected to support more conventional methods of boosting
employee perspectives and productivity, which can enhance organizational performance, effectiveness and productivity.
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Introduction:  Individuals and organisations alike are looking for ways to improve their well-being. Individuals who
have a greater sense of well-being are more motivated at work and contribute more to the productivity of the organisation.
(Kamerade, D,2017) Identifying solutions to maintain employee well-being in this world of competition and globalization
due to the vast changes in industry and organisational business is critical to success, is a critical task. Increasing relevance
to a variety of stakeholders, both within and outside of government work-related and extra-work-related contexts Wellbeing
is vital not only to individual employees in the workplace but also to the organisation as a whole, of looking for their own
health and performance (Tina H. P. Kowalski,2017)

Employee well-being (EWB) is said to comprise not only an employee's awareness and acceptance of worker
satisfaction but also their emotional and psychological experiences, as well as their sense of accomplishment at
organizational and individual levels. ( Zheng et al,2015)

Employee productivity and quality of work are influenced by their working environment, and poor working
circumstances and job unhappiness can both result in ineffective worker productivity and decreased job satisfaction. This
essay will go through how the office's lighting, noise level, colour scheme, and air quality can impact worker and company
productivity. In terms of productivity, well-being, comfort, attentiveness, satisfaction at employment, and morale, the
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physical components of a workplace environment can have a direct affect the people who work there. Aspects of the
workplace that should be taken into consideration (Dr. Anil P Sarode,2014)

Employee morale is impacted both favourably and unfavourably by the workplace., productivity, and engagement.
The working environment is hazardous and destructive in most sectors. Workstations with poor construction, insufficient
equipment, a lack of circulation, insufficient brightness, excessive noise, insufficient fire safety precautions, and a lack of
personal protection are just a few examples. People who work in such an environment are more likely to contract
occupational diseases, which has a significant impact on employee productivity. As a result, the working environment
harms productivity. The quality of an employee's workplace has the biggest impact on their motivation and productivity.
(Dr. K. CHANDRASEKAR,2011)

The internal environment of corporate entities is a critical issue to their long-term existence. Organizations have
been forced to focus on their core competencies due to the current economic climate and competitive environment.
Increasing employee productivity. The work environment is the result of a mix of different variables (social support,
physical environment, etc.). Working conditions, job characteristics, education, and other factors all play a role. The word
"social support" refers to the help that a person receives from coworkers, bosses, and colleagues to do a task effectively. It
was discovered that it displays the relationships' structure. (Greenhaus and Parasuraman ,1994)

It was suggested by researchers that Job performance, employee retention, workplace accidents, sick days,
absenteeism, customer engagement, quality defects, profitability, and health outcomes such as cardiovascular health,
obesity, and disease burden are all linked to employee well-being. (Rath & Harter, 2010)

Workplaces feature a variety of properties, components, and variables that might affect workers' physical and
psychological well-being. (Briner, 2000). A direct and indirect link between healthy workplace practises and organisational
benefits is tried to provide based on the review. In the literature, the following general categories of healthy workplace
practises and environment have been identified as Organisational culture, Relationship with supervisor, Relationship with
colleagues, and Working conditions.

Work Environment Employee well-Being Organisation

Definition:

Employee well-being: The Chartered Institute of Personnel and Development defines work well-being as "the
development of an environment that promotes a state of satisfaction that enables someone to develop and realize their
highest potential for themselves and their organization" (CIPD).,2007). ). According to this dictionary, the New Oxford
Advanced Learner's Dictionary (7th edition, revised 2005) refers to feeling comfortable, healthy and satisfied as "well-
being". The term "employee well-being" refers to a person's comfort and happiness, as well as their physical, mental and
emotional health. The term "employee well-being" refers to a person's comfort and happiness, as well as their physical,
mental and emotional health.

Work environment: The work environment has been the focus of many academics' attempts at conceptualization. At its
simplest, it can be described as the settings, situations, conditions, and circumstances in which individuals perform their
duties. Briner (2000) elaborates on this, defining it as an encompassing category that encompasses the physical environment
(such as heat and equipment), job characteristics (like workload and task complexity), specific job qualities (such as
workload and task complexity), broader organizational characteristics (such as culture and history), and even external
factors (such as local labor market conditions, industry sector, and work-home relationships).
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Obijective of the study:

e To study the concept of employee well-being

e To explore the factors of work environment

e To study the relationship of work environment and employee performance

e To explore the impact of work environment factors on employee productivity.

Hypothesis:

H11: There is a significant relationship between work environment on employee well-being
H10: There is no significant relationship between work environment on employee well-being

H21: There is a significant relationship between work environment on employee performance
H20: There is no significant relationship between work environment on employee performance

H31: There is a positive impact of work environment factors on employee productivity
H30 There is a no positive impact of work environment factors on employee productivity

Methodology of the study:

Research analysis follows a qualitative as well as quantitative approach. This is a descriptive type of study which is based
on the secondary data that has been obtained through a review of literature and analysis of journal articles. A review was
conducted for about thirty to forty important research papers related to work environment and employee well-being to fulfil
the objectives of this review. Also to check the impact analysis of the working environment and work culture on employee
well-being and their performance and productivity at work with a sample size of 60 employees by using the purposive
sampling method for data collection. For the reliability of data, the Cronbach alpha is 0.982which shows data is reliable
for all 5 factors for the study, SPSS 23.0 is used for analysis.

Work Environment: Healthy work environments encourage employees to feel invested in both their personal and
professional life. Engagement scholars characterise their experience as an eager connection to their job and family interests.
One important metric of good work environments that companies may track is work engagement. Schaufeli and colleagues
(2006) Workplace interventions can be focused on three elements by organisations: control, workplace environment, and
social support from supervisors and coworkers. This will help to improve the way that work culture and structure affect
work health. (2012) Kossek et al.

Organizational culture: In a positive work environment or organisational culture, employees who provide adequate
motivation and effectiveness in performance in both professional and personal life activities are valued. (Kossek and
employees, 2001) In addition to may the physical environment of work affect health, but also the psychosocial environment
can. Workplace culture and psychological factors including role conflict, job control, and social support have been
associated with a number of health problems, including depression, anxiety, hypertension, burnout, and cardiovascular
disease. (Zapp & Dormann, 1999)

Relationship with supervisor& colleague: It is impossible to exaggerate the role that social support plays in fostering
psychological health. Improved immunological, endocrine, and cardiovascular health are associated with higher levels of
social support (Kiecolt-Glaser, 1996). Considering the significance of social support for psychological health, it makes
sense to assume that a supervisor's level of support would have a significant impact on their subordinates' psychological
health. It is considered that employees' opinions of their boss's behaviours are related to their psychological well-being
because supervisors have a significantly significant impact on their work. But whether supervisory behaviour may
contribute more to the description of employees' psychological well-being than what other predictor variables could
describe remained unclear to researchers (Brad Gilbreath, 2004).
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Working condition: An individual's ability to work safely, competently, and following operational performance targets
is influenced by their work environment. Employees must be trained to deal with work overload efficiently and
successfully. Employee performance improves when working conditions are improved. Because employees are retained,
the employee's performance may improve, and the retained employees will be doing their best to perform efficiently in
their work environment. (M. Imran Malik,2011) Thermal and lighting conditions in workplaces are the key contributors to
environmental comfort. (Huang, Zhu, Ouyang, & Cao, 2012). High and low air temperatures increase thermal discomfort,
which hurts employee performance, according to an analysis of factual temperature, subjective response to temperature
variations, and perceived productivity (McCartney & Humphreys, 2002).

Employee Well-Being: By contributing to work environmental comfort, which is a prerequisite of productivity, modern
technologies make it possible to attain employees' psychological and physical well-being(Seppanen & Fisk, 2004) To assist
employees with their health at work, employers must create an environment that promotes a feeling of contentment, which
helps people to develop and achieve their full potential for the benefit of themselves and their organisation. (Tehrani et al.,
2007). Employee workloads, decision-making input, and social support are all examples of psychological and
organisational working conditions that can help safeguard and promote employee well-being. Support from one's partner
could be a significant component in an employee's well-being. (Peeters and Le Blanc 2001) It looked at how high individual
satisfaction and motivation and enjoyment at job and workplace leads to high individual performance, which in turn leads
to better organisational performance. (Toon W. Taris,2009)
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Table 1:

Reliability Statistics

Cronbach's Alpha Based on Standardized
Cronbach's Alpha Items N of Items
.981 .982 5
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Table 2:
Item Statistics
Mean Std. Deviation N
working hours 3.63 974 60
working environment 3.65 971 60
work culture 3.65 971 60
working condition 3.65 971 60
workplace relation 3.43 1.031 60
Table 3:
Correlations
working working working work workplace
Control Variables hours | environment | condition culture relation
Performance & | working Correlation 1.000
Organisation | hours Significance (2-
Productivity tailed)
df 60 60 60 60 60
working Correlation 1.000 .500 .500 .000
environment Significance (2- <.001 <.001 1.000
tailed)
df 60 60 60 60 60
working Correlation .500 1.000 .500 .000
condition Significance (2- <.001 <.001 1.000
tailed)
df 60 60 60 60 60
work culture Correlation .500 .500 1.000 .000
Significance (2- <.001 <.001 1.000
tailed)
df 60 60 60 60 60
workplace Correlation .000 .000 .000 1.000
relation Significance (2- 1.000 1.000 1.000
tailed)
df 60 60 60 60 60

The correlation matrix shows perfect self-correlation (1.000) for each variable, which is expected. Working environment,
working conditions, and work culture are moderately positively correlated with each other (0.500) and these correlations
are statistically significant (p < 0.001), suggesting that improvements in one are associated with improvements in the others.
Workplace relation shows no correlation (0.000) with working environment, working conditions, and work culture, and
these correlations are not statistically significant (p = 1.000), indicating no evidence of an association. The degrees of
freedom (df = 60) are consistent across all comparisons.
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Table 4:
Inter-1tem Correlation Matrix
working
hours working environment work culture working condition workplace relation

working hours 1.000 991 991 991 .786
working 991 1.000 1.000 1.000 797
environment

work culture 991 1.000 1.000 1.000 797
working condition 991 1.000 1.000 1.000 797
workplace relation .786 797 797 797 1.000

The Inter-Item Correlation Matrix reveals significant interdependence among working hours, working environment, work
culture, working conditions, and workplace relations. Each variable exhibits perfect self-correlation (1.000). The
correlations between working hours and other variables (working environment, work culture, working conditions) are
exceptionally high (0.991), indicating a robust positive association. Notably, the working environment, work culture, and
working conditions demonstrate perfect inter-correlation (1.000), suggesting indistinguishable alignment. The correlations
between workplace relations and the other variables (ranging from 0.786 to 0.797) remain strong, albeit slightly lower,
highlighting its substantial but not perfect integration within the overall work dynamics. This matrix underscores a highly
interconnected framework among these workplace factors, indicating their profound interrelation.

Table.5
Correlations
work working

working place work | environmen | working | Performan | Organisation

condition | relation | culture t hours ce Productivity

working Pearson 1 79771 1.000™ 1.000™ .991™ 1.000™ .991™
condition Correlation

Sig. (2-tailed) <.001| <.001 <.001 <.001 <.001 <.001

N 60 60 60 60 60 60 60

work place Pearson 797 1| 797" 797 .786™ 797 786
relation Correlation

Sig. (2-tailed) <.001 <.001 <.001 <.001 <.001 <.001

N 60 60 60 60 60 60 60

work culture Pearson 1.000™ 797 1 1.000™ .991™ 1.000™ .991™
Correlation

Sig. (2-tailed) <.001 <.001 <.001 <.001 <.001 <.001

N 60 60 60 60 60 60 60

working Pearson 1.000™ 797" 1.000™ 1 .991™ 1.000™ .991™
envirnment Correlation

Sig. (2-tailed) <.001 <.001| <.001 <.001 <.001 <.001

N 60 60 60 60 60 60 60

working hours Pearson .991™ .786™ | .991™ .991™ 1 .991™ 1.000™
Correlation

Sig. (2-tailed) <.001 <.001| <.001 <.001 <.001 <.001

N 60 60 60 60 60 60 60

2956



European Economic Letters
ISSN 2323-5233

Vol 14, Issue 2 (2024)
http://eelet.org.uk

Performance Pearson 1.000™ .7977| 1.000™ 1.000™ .991™ 1 .991™
Correlation
Sig. (2-tailed) <.001 <.001| <.001 <.001 <.001 <.001
N 60 60 60 60 60 60 60
Organisation Pearson .991™ .786™ | .991™ .991™ 1.000™ .991™ 1
Productivity Correlation
Sig. (2-tailed) <.001 <.001| <.001 <.001 <.001 <.001
N 60 60 60 60 60 60 60

**_Correlation is significant at the 0.01 level (2-tailed).

So from the above tables, it shows that there is a significance correlation between working hours, working conditions, work
environment, and workplace relations with coworkers, supervisors, colleagues, managers have an impact on productivity
and employee performance.so healthy work environment will maintain employee wellbeing at workplace which can be
responsible for good productivity and efficient employee performance.

Tests Hypothesis 1 Hypothesis 2 Hypothesis 3
H11: Accepted H21: Accepted H31: Accepted
Correlation H10: Rejected H20: Rejected H30: Rejected

Inter-ltem Correlation Matrix

H11: Accepted

H10: Rejected

H21: Accepted

H20: Rejected

H31: Accepted

H30: Rejected

Inter-ltem Correlation Matrix

H11: Accepted

H10: Rejected

H20: Accepted

H21: Rejected

H30: Accepted

H31: Rejected

Organization Performance and Productivity:

Supporting and maintaining employee mental health, it is said, leads to considerable benefits in organisational
health, as evidenced by enhanced efficiency and attrition.This is Employee well-being, defined as both positive and
negative affect, is intimately related to organisational effectiveness through some kind of complex interplay between the
two individual employee and situational factors, according with occupational health paradigm. There are correlations
between well-being and both retention rates. (Cotton and Hart's,2003)

In a sample of managers, researchers tried to find out the association Employee engagement, satisfaction, well-
being, and absenteeism and retaining and attritions s are all linked.. They hypothesized that employees' overall affect,
which they defined as well-being, would regulate the link between job satisfaction and job performance. They expected
that employees with low psychological wellbeing would be more likely to leave their firm as a result. (Wright and Bonett
,2007)

Employee well-being is a big concern for firms, according to researchers. By modifying the expenses connected
with disease and health care, it has a significant impact on an organization's performance and survival. (Grawitch,
Gottschalk, & Munz, 2006)

Conclusion: Organisations are collectively made up of their employees; without them, there would be no organisation at
all. Healthy workplace cultures view their workers as assets and success accelerators. Therefore, every organisation should
put in place initiatives to enhance each worker's physical, mental, and emotional well-being as well as the general work
environment of the company. Ellen Kossek makes the case that, to ensure employees' employability, workplace design that
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promotes employee well-being must be combined with a high-performing, caring culture. Healthy organisations don't just
happen to exist. It can be seen from a critical review of the literature that there is a correlation—either positive or negative—
between organisational performance and well-being. We need to manage our work environment that can support and
enhance employees' health as carefully The best strategy to increase employee well-being as we manage our organisation
is to give them a safe and comfortable working environment.

Reference:

1. Fan, W.; Moen, P.; Kelly, E.L.; Hammer, L.B.; Berkman, L.F. Job strain, time strain, and well-being: A longitudinal,
person-centered approach in two industries. J. Vocat. Behav. 2019, 110, 102-116. [CrossRef]

2. Kamerade, D.; Richardson, H. Gender segregation, underemployment and subjective well-being in the UK labour
market. ~ Hum. Relat. 2017, 71, 285-309.

3. Zheng, X.; Zhu, W.; Zhao, H.; Zhang, C. Employee well-being in organizations: Theoretical model, scale
development, and cross-cultural validation. J. Organ. Behav. 2015, 36, 621-644

4. Tina H. P. Kowalski & Wendy Loretto (2017): Well-being and HRM in the changing workplace, The International
Journal of Human Resource Management,DOI: 10.1080/09585192.2017.1345205

5. Dr. Anil P Sarode, Manisha Shirsath(2014): The Factors Affecting Employee Work Environment & It’s Relation with
Employee Productivity, International Journal of Science and Research (1JSR) Volume 3 Issue 11, November 2014.

6. Dr. K. CHANDRASEKAR, WORKPLACE ENVIRONMENT AND ITS IMPACT ON ORGANISATIONAL
PERFORMANCE IN PUBLIC SECTOR ORGANISATIONS, International Journal of Enterprise Computing and
Business Systems, Vol. 1 Issue 1 January 2011

7. Briner, R. B. (2000) Relationships between work environments, psychological environments and psychological well-
being: in-depth review. Occup. Med. 50 (5), 299-303.

8. Rath, T., & Harter, J. (2010). Wellbeing: The five essential elements. New York, NY: Gallup

9. Kossek, E.E., Baltes, B.B. and Matthews, R.A. (2011), “How work-family research can finally have an impact in
organizations”, Industrial and Organizational Psychology, Vol. 4 No. 3, pp. 352-69.

10. DORMANN, C. & ZAPF, D. (1999). Social support, social stressors at work, and depressive symptoms: Testing for
main and moderating effects with structural equations in a three-wave longitudinal study. Journal of Applied
Psychology , 84, 874/884.

11. Greenhaus J, Parasuraman S (1994). “Work-family conflict, social support and well-being”, in Davidson, M. and
Burke, R. (Eds), Women in Management: Current Research Issues, Paul Chapman, London, pp. 213-29.

12. M. Imran Malik , Ashfaqg Ahmad, A study of work environment and employees’ performance in Pakistan, African
Journal of Business Management Vol. 5(34), pp. 13227-13232, 28 December, 2011.

13. Chartered Institute of Personnel and Development (2007). Absence management survey. London: Author.
CIPD/SimplyHealth. (2016). Absence management survey. London

14. New Oxford Advanced Learner's Dictionary. (2005). Wellbeing (7th ed., p. 1734). India: Oxford University Press.

15. Kossek, E., Colquitt, J.A. and Noe, R.A. (2001), “Caregiving decisions, well-being, and performance: the effects of
place and provider as a function of dependent type and workfamily climates”, Academy Of Management Journal,
Vol. 44, pp. 29-44.

16. Kossek, E., Hammer, L., Kelly, E., Moen, P., Olson, R., Wipfli, B., Anger, K., Brockwood K. Okechukwu, C. and
Karuntzos, G. (2012), “Organizational interventions to enhance work, family, and health: design principles and
strategies”, paper presented at Work-Family Research Network Conference, New York, NY, June 14-15.

17. Schaufeli, W., Bakker, A. and Salanova, M. (2006), “The measurement of work engagement with a short
guestionnaire: a cross- national study”, Educational and Psychological Measurement, Vol. 66 No. 4, pp. 701-16

18. Noblet, A. (2003) Building health promoting work settings: identifying the relationship between work characteristics
and occupational stress in Australia. Health Promotion International, 18, 351-359.

19. UCHINO, B. N., CACIOPPO, J. T.,&KIECOLT-GLASER, J. K. (1996). The relationship between social support and
phsyiological processes: A review with emphasis on underlying mechanisms and implications for health.
Psychological Bulletin, 119, 488/531.

20. Brad Gilbreath & Philip G. Benson (2004) The contribution of supervisor behaviour to employee psychological well-

being, Work & Stress: An International Journal of Work, Health & Organisations, 18:3, 255-266

2958



European Economic Letters
ISSN 2323-5233

Vol 14, Issue 2 (2024)
http://eelet.org.uk

21. Cotton, P., & Hart, P. M. (2003). Occupational wellbeing and performance. A review of organisational health
research. Australian Psychologist, 38, 118-127

22. LiHuang, Yingxin Zhu, Qin Ouyang, Bin Cao,A study on the effects of thermal, luminous, and acoustic environments
on indoor environmental comfort in offices,Building and Environment,Volume 49,2012,Pages 304-309,ISSN 0360-
1323.

23. Tehrani, N., Humpage, S., Willmott, B. and Haslam, 1. (2007), What’s Happening with Well-being at Work? Change
Agenda, Chartered Institute of Personnel Development, London.

24. Toon W. Taris & Paul J.G. Schreurs (2009): Well-being and organizational performance: An organizational-level test
of the happy-productive worker hypothesis, Work & Stress: An International Journal of Work, Health &
Organisations, 23:2, 120-136

25. Wright, T. A., & Bonett, D. G. (2007). Job satisfaction and psychological well-being as nonadditive predictors of
workplace turnover. Journal of Management, 33, 141-160

26. Grawitch, M. J., Gottschalk, M., & Munz, D. C. (2006). The path to a healthy workplace: A critical review linking
healthy workplace practices, employee well-being, and organizational improvements. Consulting Psychology Journal,
58(3), 129-147

2959



