
 

BRAND. Broad Research in Accounting, Negotiation, and Distribution  
e-ISSN: 2067-8177 | p-ISSN: 2068-0473 
Covered in: EBSCO; RePEc (Ideas, EconPapers); Google Scholar; Zenodo; Academia.edu;  
2022, Volume 13, Issue 1, pages: 16-24. 
Submitted: February 10th, 2022 | Accepted for publication: April 13th, 2022 

 
The Impact of a Healthy Work Environment on Employee Performance 

 
 

 
 

 
Robert-Mario Mișca 
West University of Timişoara 
Bd. Vasile Pârvan no. 4, Timișoara, 
postal code 300223, Timiș county, 
Romania. 
https://orcid.org/0009-0009-9684-4024 
mariomiscag@gmail.com 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

 
©2022 Published by EduSoft Publishing. This is an open-access article under the CC BY-NC-ND license 

 

16 



BRAND. Broad Research in ​                                                                                                                  June 2022​                             
Accounting, Negotiation, and Distribution​   ​                                                                        Volume 13, Issue 1 
 

 
1. Introduction 
The quality of the work environment is a fundamental factor influencing employee 

performance, job satisfaction, and organizational success. A healthy work environment is not only a 
matter of compliance with safety regulations but also involves fostering a positive organizational 
culture that supports employees' physical and mental well-being. In an era where organizations face 
increasing competition and workforce demands, prioritizing employee health and well-being can 
lead to enhanced productivity, reduced absenteeism, and improved employee retention. 

This paper aims to explore the key components of a healthy work environment, including 
physical workplace conditions, mental health support, and effective leadership. Additionally, the 
study investigates how organizations can implement policies and practices that promote a work 
culture conducive to employee engagement and performance. By examining relevant theories and 
empirical research, this study provides a comprehensive understanding of the relationship between a 
healthy work environment and employee performance, ultimately offering insights into sustainable 
organizational growth strategies. 

 
2. Specialized Literature 
2.1 Defining a Healthy Work Environment 
A healthy work environment can be defined as a physical, psychological, and social 

framework in which employees carry out their activities in a way that promotes their health, safety, 
well-being, and performance. Physical health is a crucial aspect, involving the provision of optimal 
conditions in workspaces, including cleanliness and safety, adequate lighting, proper ventilation, 
and the availability of ergonomic equipment. These measures not only prevent accidents but also 
reduce the risk of occupational diseases or work environment-related illnesses (de Oliveira et al., 
2022). 

In addition to physical health, a healthy work environment also supports employees' mental 
health. This aspect involves managing stress and work-related pressures, promoting a balance 
between professional and personal life, and providing resources and support for addressing mental 
health issues. 

A healthy work environment is characterized by a positive organizational culture that fosters 
respect, trust, open communication, and collaboration between employees and management. A 
strong organizational culture supports employees' personal and professional development and 
encourages active participation and engagement in organizational processes. 

Regarding management, leadership plays a crucial role in creating and maintaining a healthy 
work environment. These aspects are essential to ensuring that employees feel supported and 
encouraged in their daily activities. Leadership should provide adequate support and resources to 
address employees' needs and concerns. This may include offering continuous training and 
development, ensuring a work-life balance, and providing assistance in managing stress and 
workload. 

Management must promote a fair and transparent approach to decision-making. It is 
important that decision-making processes are clear and consistently applied to all employees. By 
ensuring adequate transparency, trust and employee commitment to the organization can be 
enhanced. 

It must be understood that a healthy work environment is not just a physical space but also 
an organizational culture and practice that encourages and supports employees' health and 
well-being in a way that contributes to organizational performance and success. It is a key element 
for any employee-oriented organization striving for sustainable results. 

 
 
 
 
2.2 The Importance of a Healthy Work Environment in Organizations 
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The importance of a healthy work environment in organizations is highly significant, 
impacting employees' health, well-being, and performance, as well as the overall success of the 
organization. Firstly, a healthy work environment helps maintain employees' physical health by 
reducing the risk of workplace accidents and work-related illnesses. By providing safe and 
ergonomic working conditions, organizations can prevent accidents and improve employees' health, 
which leads to a reduction in absenteeism and associated costs (van der Voordt & Jensen, 2022). 

Beyond physical health, a healthy work environment also has a positive impact on 
employees' mental well-being. By fostering a supportive work climate that encourages open 
communication, mutual support, and effective stress management, organizations can reduce stress 
levels and improve employees' psychological well-being. This can lead to greater job satisfaction, 
increased engagement in organizational activities, and improved resilience to professional demands. 

Furthermore, a healthy work environment can enhance employee performance and 
contribute to improved organizational outcomes. Employees working in a healthy environment are 
more motivated, productive, and creative, which can lead to higher quality services and products, as 
well as increased customer satisfaction. A healthy work environment also supports employee 
retention and attracts new talent, providing the organization with a competitive advantage in the 
market. This is essential for the success of organizations in an increasingly competitive and 
dynamic world. 

Investing in employee health and well-being not only brings individual and organizational 
benefits but also demonstrates the organization’s commitment to human and ethical values, 
strengthening relationships with employees and the broader community. 

 
 
2.3 Key Elements of a Healthy Work Environment 
2.3.1 Physical and Mental Health in the Workplace 
Physical and mental health in the workplace are fundamental aspects of employee 

well-being and organizational performance. A work environment that promotes both physical and 
mental health is essential for increasing employee productivity and engagement. These aspects are 
closely interconnected, and their mutual influence is crucial for each individual’s ability to perform 
their tasks efficiently and with satisfaction. A healthy work environment can reduce absenteeism, 
improve employee morale and motivation, and lead to overall organizational performance growth. 
Therefore, investing in the promotion of physical and mental health in the workplace can bring 
significant benefits for both employees and the organization. 

 
In Figure 1 below, the workplace health model is illustrated. 
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Figure 1. Workplace Health Model (Healthy Workplaces SA) 

 
 
2.3.2. Organizational Support and Employee Resources 
Organizational support and employee resources are essential elements in creating and 

maintaining a healthy and productive work environment. These aspects include various policies, 
programs, and facilities provided by the organization to support employees' needs and well-being in 
their professional activities (Putri & Hartono, 2023). 

A crucial aspect of organizational support is the human resources policy, which should be 
focused on promoting employees and encouraging their personal and professional development. 
This may involve offering training and development programs, opportunities for career 
advancement within the organization, and support for employees in achieving their career goals. 
Through these initiatives, the organization demonstrates its commitment to the growth and success 
of its employees. 

Organizations can also provide material and financial resources to support employees in 
fulfilling their work tasks. These resources may include modern and efficient equipment and 
technologies, access to necessary tools and software programs, as well as facilities for time and task 
management. Providing adequate resources helps create an efficient and productive work 
environment, where employees can focus on completing their tasks without major obstacles. 

Organizational support can be expressed through employee benefits policies and programs 
that cover aspects such as health insurance, paid leave, counselling services, and assistance for 
childcare or other family members. These benefits not only improve employees' quality of life but 
also provide the security and stability needed for them to confidently and actively engage in their 
professional activities. 

By providing adequate organizational support and necessary resources, organizations can 
promote the health, well-being, and performance of their employees. A work environment that 
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values and supports its employees is more likely to attract and retain talent, foster a positive 
organizational culture, and achieve its goals in an efficient and sustainable manner. 

 
2.3.3 Organizational Culture and Supportive Management 
Organizational culture and supportive management are essential elements in creating a 

healthy and productive work environment. Organizational culture refers to the values, norms, 
beliefs, and behaviours that define an organization's identity and way of operating, while supportive 
management involves managerial actions and policies that assist and encourage employees in their 
professional activities. (Priya et al., 2023) 

A positive organizational culture is characterized by mutual respect, transparency, open 
communication, and collaboration among members of the organization. It fosters a work 
environment where employees feel valued and appreciated for their contributions, while diversity 
and innovation are encouraged and respected. Through a strong and healthy organizational culture, 
employees feel more connected to the organization's mission and values and are more motivated to 
contribute to its success. 

Supportive management involves adopting leadership practices and policies that assist and 
encourage employees in their professional activities. This may include providing regular and 
constructive feedback, recognizing and rewarding outstanding performance, and promoting a 
balance between professional and personal life. A supportive management approach is responsive to 
employees' needs and concerns and takes responsibility for creating a work environment that 
facilitates their success and development. 

By fostering a positive organizational culture and implementing supportive management, 
organizations can enhance employees' health, well-being, and performance. A workplace that 
prioritizes human values and employee development is more likely to attract and retain talent, 
promote innovation, and achieve its objectives efficiently and sustainably. Thus, organizational 
culture and supportive management serve as the foundation for a healthy and thriving organization. 

 
2.4 Relevant Theories and Models 
2.4.1 The Demands-Control-Support Model (DC-S Model) 
The Demands-Control-Support Model (DC-S Model) is a theory developed in the field of 

organizational psychology and management, which examines the relationship between job 
demands, employees' level of control over their work, and the social support provided within the 
organization. This model was initially introduced by Robert Karasek in the 1970s and was later 
developed and expanded by other researchers in the field. (Kubo et al., 2022) 

According to the DC-S model, the work environment is characterized by three main 
dimensions: 

1.​ Job Demands: This dimension refers to the level of workload and pressure that 
employees experience while performing their professional activities. These demands may 
include workload volume, tight deadlines, task complexity, and other factors that can generate 
stress and pressure on employees. 

2.​ Job Control: This dimension refers to the level of autonomy and control that 
employees have over how they perform their work activities. Specifically, it relates to 
employees' freedom to organize and manage their work, make decisions, and express creativity 
in accomplishing their tasks. 

3.​ Social Support: This dimension refers to the level of social and emotional support 
provided by the organization and colleagues. This support can take various forms, including 
positive and constructive feedback, collaboration among colleagues, managerial support, and 
available resources for addressing work-related or personal issues.​  

According to the DC-S model, the interaction between these three dimensions—demands, 
control, and support—affects employees' stress levels, job satisfaction, and overall performance 
within the organization. Specifically, high job demands combined with low control and limited 
social support can lead to increased stress levels and professional burnout. In contrast, a high level 
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of control and strong social support can counterbalance the impact of high demands, improving 
employee satisfaction and performance. 

 
2.4.2 Social Exchange Theory 
Social Exchange Theory is a concept in social psychology and organizational behaviour that 

explores interpersonal relationships and the dynamics of reciprocal exchanges between individuals 
and organizations. This theory focuses on how relationships between employees and the 
organization are influenced by social exchanges and mutual expectations. (Ahmad et al., 2023) 

According to Social Exchange Theory, relationships between employees and the 
organization are characterized by a process of reciprocal exchange, in which both employees and 
the organization provide and receive resources, benefits, and support within a relationship based on 
reciprocity and interdependence. This exchange can be explained through two main processes: 

1.​ Economic Exchange: This process refers to the exchange of tangible and intangible 
resources between employees and the organization, such as work, skills, dedication, time, and 
loyalty, in return for material and non-material benefits, such as salaries, social benefits, 
promotions, recognition, and job satisfaction. 

2.​ Social Exchange: This process involves the exchange of social support, affection, 
trust, and respect between employees and the organization within a relationship based on 
understanding, mutual support, and collaboration. This social exchange can significantly 
influence employees' commitment, loyalty, and satisfaction within the organization. 

An important aspect of Social Exchange Theory is the concept of the "psychological 
contract", which represents the set of mutual expectations and implicit promises between employees 
and the organization within their relationship. This psychological contract includes expectations 
regarding what employees provide to the organization (e.g., performance, loyalty) and what they 
receive in return (e.g., fair salary, professional development, managerial support). 

Social Exchange Theory provides a valuable perspective for understanding the dynamics of 
employee-organization relationships and explaining employee behaviour and performance. By 
effectively managing social and economic exchanges, organizations can foster employee 
commitment, satisfaction, and loyalty, thereby contributing to their long-term success and 
sustainability. 

 
2.4.3 The Two-Factor Theory (Herzberg's Theory) 
The Two-Factor Theory was developed by psychologist Frederick Herzberg in the 1950s. 

This theory suggests that there are two distinct sets of factors that influence employee motivation 
and job satisfaction: motivational factors and hygiene (or dissatisfaction) factors. (Oliveira et al., 
2023) 

1.​ Motivational Factors: These factors are related to the nature of the work itself and 
the satisfaction employees derive from performing their tasks. They include achievement, 
recognition, responsibility, career advancement, and personal and professional growth. 
According to the theory, these factors generate job satisfaction and motivation, leading to higher 
employee commitment and performance. 

2.​ Hygiene Factors (also known as Satisfaction Factors): These refer to the conditions 
and context in which employees perform their work. They include aspects such as salary, 
working conditions, relationships with colleagues and supervisors, organizational policies, and 
job security. Herzberg’s theory suggests that hygiene factors are necessary to prevent 
dissatisfaction, while motivational factors contribute to job satisfaction and fulfilment. 

According to this theory, to achieve lasting motivation and job satisfaction, organizations 
should focus on both fulfilling employees' motivational needs and creating a work environment that 
provides favourable conditions and meets their hygiene needs. A balanced approach to both types of 
factors can enhance employee engagement, satisfaction, and performance, ultimately leading to the 
organization's long-term success and sustainability. 
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2.5 Methodology 
2.5.1 Type of Research and Methodological Approach 
When researching the impact of a healthy work environment on employee performance, it is 

essential to adopt an appropriate type of research and methodological approach to obtain relevant 
and reliable data. In this context, the research can involve a variety of methods and techniques, with 
the choice depending on the study’s objectives, the nature of the research questions, and the 
availability of resources. (Hirose & Cresswell, 2022) 

A frequently used type of research in this field is empirical research, which involves the 
collection and analysis of observable and measurable data to test hypotheses and identify 
relationships between variables. This type of research can include both quantitative research, which 
focuses on numerical data and statistical analysis, and qualitative research, which focuses on a deep 
understanding of individual experiences and perceptions. 

Regarding the methodological approach, in a study on the impact of a healthy work 
environment on employee performance, researchers could adopt a mixed approach, combining both 
quantitative and qualitative methods. This integrated approach would allow for the exploration of 
the complex aspects of the phenomenon under study, providing a holistic and comprehensive 
perspective. 

Quantitative methods could be used to measure key variables, such as employee 
performance and workplace characteristics, through standardized research instruments such as 
questionnaires. These data could then be analysed using statistical techniques to identify 
relationships and patterns between variables. 

Qualitative methods, such as individual interviews and focus groups, could be used to gain a 
deeper understanding of employees' experiences and perceptions regarding the work environment 
and its impact on their performance. These methods could highlight subtle and contextual aspects of 
organizational relationships and processes that may not be adequately captured by quantitative 
measurements. 

By combining these methods and methodological approaches, the research could provide a 
comprehensive perspective on the relationship between a healthy work environment and employee 
performance, thus offering a solid foundation for developing employee-cantered organizational 
practices and policies. 

 
 
 
 

 
 
2.5.2 Instruments and Data Collection Procedures 
In a study on the impact of a healthy work environment on employee performance, there are 

several available instruments and data collection procedures, each with its advantages and 
limitations. The choice of appropriate instruments and procedures depends on the research 
objectives, the nature of the measured variables, and the availability of resources (Hirose & 
Cresswell, 2022). Examples of data collection instruments and procedures include: 

1.​ Questionnaires are standardized data collection instruments that can be used to 
measure employees' perceptions, attitudes, and behaviours regarding the work environment and 
their performance. They may include both closed-ended and open-ended questions and can be 
administered online or on paper. Questionnaires can cover a variety of topics, such as job 
satisfaction, occupational stress, work-life balance, or perceptions of the organizational climate. 

2.​ Interviews are an effective way to gain deeper and more detailed insights into 
employees' experiences and perceptions regarding the work environment and performance. 
They can be structured, with predetermined questions, or semi-structured, allowing flexibility in 
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the discussion. Interviews can be conducted face-to-face or through online communication 
technologies. 

3.​ Direct observations involve observing and recording employee behaviours and 
interactions in the workplace. They can be used to assess work practices, team dynamics, or the 
use of available resources. Observations can be systematic or informal, depending on the study's 
objectives. 

4.​ Document analysis involves examining and interpreting relevant organizational 
documents, such as policies, procedures, reports, or performance evaluations. These documents 
can provide valuable insights into organizational strategies, the implementation of workplace 
health and safety policies, or previous outcomes of workplace improvement programs. 

5.​ In some cases, objective measurements can be used, such as organizational 
performance indicators, absenteeism rates, or workplace accident data, to assess the impact of a 
healthy work environment. These data can be collected from administrative sources or 
organizational data recording systems. 

Each of these data collection instruments and procedures has its advantages and 
limitations, and their selection depends on the specifics of the research and the established 
objectives. In general, using a combination of multiple methods can provide a more 
comprehensive and reliable perspective on the impact of the work environment on employee 
performance. 

 
3. Conclusion 
A healthy work environment is a critical determinant of employee performance and 

organizational success. By ensuring workplace safety, promoting mental well-being, and fostering a 
supportive organizational culture, companies can significantly enhance job satisfaction, motivation, 
and productivity. Theoretical models such as the Demands-Control-Support Model, Social 
Exchange Theory, and Herzberg’s Two-Factor Theory provide valuable insights into how workplace 
conditions influence employee behaviour and performance. Moreover, adopting a combination of 
quantitative and qualitative research methods can provide organizations with a clearer 
understanding of best practices for improving workplace health. 

Investing in a healthy work environment not only benefits employees but also strengthens an 
organization's long-term sustainability and competitiveness. Future research should continue to 
explore innovative workplace strategies that enhance employee well-being while maximizing 
organizational outcomes. 
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