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Abstract  

This study examined the relationship between workload, 
organization support, work environment, and employee 
performance among 146 employees who work from home in 
Jakarta, Indonesia. The Statistical Package for Social Science (SPSS) 
version 24.0 was used for data analysis. Statistical results reveal a 
significant positive relationship between workload and work 
environment with employee performance. Meanwhile, 
organizational support is not significantly related to employee 
performance. For implication, management should reconsider their 
practice to determine the best way to support and address the needs 
of employees working from home as organizational support. 
Leaders and management must monitor and evaluate the flow of 
organizational support, and the results can be used as input to 
provide organizational support to the employee. For further 
researchers interested in continuing this research, it is expected to 
develop, namely transformational leadership and motivation.. 
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Introduction 

The COVID-19 pandemic has had an impact on the organization, both financially and non-

financially. In the current state of the COVID-19 pandemic, human resources are critical 

to the organization's success (HR). It is not just humans or employees who are affected 

by the COVID-19 pandemic; the emergence of the COVID-19 pandemic also affects 

organizations and governments. Companies must always pay attention and balance the 

workload that employees experience with the work environment that they are provided 

with. In these COVID-19 pandemic conditions, employee performance must be 

maintained, and the target must be met in order for the organization to survive. 

 In response to the widespread distribution of Covid-19, Indonesia's Ministry of 

Administrative and Bureaucratic Reform (2020) issues Circular Letter Number 19 of 

2020 regarding changes to the work system. This rule was later modified numerous 

times. Working from home has been approved by regulations as a work system 

adjustment to protect employee health and maintain employee performance during the 

Covid-19 outbreak. Based on the minister's work from home rules, the National Public 

Procurement Agency (NPPA) has issued regulations related to work system adjustments, 

specifically working from home. The NPPA issued Circular Letter Number 2 of 2020, 

which included several changes. During a pandemic, employees must work from home, 

according to this regulation. 

To maximize employee performance during the Covid 19 pandemic, NPPA 

employs a work-from-home policy. Employee performance is one factor that influences 

an organization's success. As a result, NPPA seeks to improve employee performance to 

achieve organizational goals during the pandemic. The work result in quantity achieved 

by an employee in carrying out his duties in accordance with his responsibilities is 

referred to as performance. Most managers believe that good performance is defined by 

task performance. 

 Many organizations have implemented a work-from-home policy to maximize 

employee performance during the Covid 19 pandemic. Employee performance is one 

factor that influences an organization's success. Employees who are impacted by the 

impact of Work from Home (WFH) on COVID-19 are noticing a significant difference, 

particularly in the environment work that has an impact on employee performance, which 

is normally done in the office and meeting people, is now done at home. An interesting 

comparison could be drawn on how the first industrial revolution moved work from 

homes (as say, weavers) to factories, and now because of WFH, some work has shifted 

back to homes (Mas & Pallais, 2020). 

 As a result, a variety of factors influence employee performance, making it critical 

for businesses to manage and prioritize human resources, particularly during the COVID-

19 pandemic. To achieve the best results, employees must consider both external and 

internal factors. The WFH system has a different assessment for each employee, some like 

the WFH work environment because it cuts transportation time and has more time. There 

are also employees who feel their workload is getting heavier due to a changing work 

environment so they cannot concentrate. Likewise, WFO employees, there are employees 

who are happy because they can concentrate well and there are those who feel pressured 

because in addition to the workload, there can be added worries about COVID-19 around 

them (Elizabet & Anggraini, 2021). Questions arose: Is it possible for employees to strike 

a healthy balance between work and personal life? Can they remain productive while 
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working from home, dealing with family members' distractions, or juggling household 

chores? Have they felt isolated or dissatisfied with their work after working remotely for 

an extended period? Answering these questions is critical to ensuring that this work 

organization is long-term viable, as many companies appear to suggest that "work from 

anywhere" is the future of employment (Kifor, Săvescu, & Dănuț, 2022). 

As previously mentioned, studies have reported the advantages and 

disadvantages associated with WFH. Therefore, its effects have been sufficiently explored. 

On the other hand, the need to examine how WFH, as “a new way of working has affected 

the well-being and productivity of employees with no previous WFH experience and to 

identify the specific working environment affecting WFH during the COVID-19 crisis is 

critical (Galanti, Guidetti, Mazzei, Zappalà, & Toscano, 2021).  

  This study aims to find out what factors influence the performance of WFH 

employees during the COVID-19 pandemic, how the current work environment, 

organizational support, and employee workload are balanced during the implementation 

of WFH, and how changes in environment, organizational support, and workload 

Employees can improve employee performance or even increase employee workload.  

 

 

Literature review 

Employee Performance 

Employee performance is defined as the organization's ability to perform the skills 

(quality, efficiency, and other related factors at work). Because of each employee's ability 

to task performance, it is an especially important and necessary factor (Masakure, 2016). 

Meanwhile, according to Shmailan (2016), employee performance is an action taken by 

employees in carrying out the organization's work. Employee performance is evaluated 

by comparing the actual results obtained by this ability for all planned programs and 

objectives, as well as defining and eliminating any biases, positive or negative (Bakal, 

1999). Employees who complete their tasks to the required standard are considered high 

performers (Sultana, et al., 2012). 

Employee performance, according to Pradhan and Jena (2017), is made up of task 

performance, adaptive performance, and contextual performance. Employee 

performance reflects the performance of the organization. Employee performance is 

influenced by multifunctional capacities such as human, technological, organizational, 

and institutional levels (Delaney et al., 1996). Furthermore, good performance is 

determined when employees meet a set of requirements, according to Rivai and Basri 

(2005). As a result, a company that hires high-performing employees will achieve strong 

results, which will lead to a high level of employee trust. 

 

Workload 

Workload refers to the number of jobs that employees must complete based on their level 

of responsibility and authority (Wefald, Savastano, & Downey, 2012). Schultz and Schultz 

(2006) define workload as doing too much work in the time available or doing work that 

is too difficult for employees. Employees' perceptions of workload differ; perceptions 

influence individual workload. Workload, according to Adityawarman, Sanim, and Sinaga 

(2015), influences employee performance. This means that the workload is related to a 
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job, the need for physical activity, which employees are required to provide at a 

predetermined time, and whether the impact is positive or negative. 

Changes in workload during pandemic Covid-19 tend to change employee stress 

levels, which ultimately affect employee performance. Employee performance tends to 

suffer as workload increases, especially if the workload is difficult to complete. As a result 

of the increased workload, employees can learn and grow more quickly. As they carry out 

their responsibilities, employees gain more work experience, broadening their exposure. 

Employees with enough work are thought to be more active and energetic, whereas 

employees with insufficient work are thought to be inactive and lazy. Workload pressure 

can be beneficial, resulting in increased productivity. Another source of stress is the 

failure to maximize employee potential or the underutilization of human skills. 

Employees who can perform a job enjoy a workload. However, when this pressure 

becomes excessive, it has a negative impact. Workload changes, according to Robbins and 

Judge (2017), can alter the level of work stress, and these changes have a significant 

impact on employee performance. Employee performance is defined as the quantity and 

quality of work completed in accordance with the plan. High levels of employee 

performance will benefit organizational performance. Low employee performance, on the 

other hand, will either harm or benefit the organization (Robbin & Judge, 2017). 

 

Organizational Support 

According to organizational support theory, organizational support refers to the extent to 

which employees believe their organization values their contribution and cares about 

their well-being (Eisenberger et al., 1986; Rhoades & Eisenberger, 2002). Organizational 

support can instill a sense of obligation to care about the organization's well-being and to 

help the organization achieve its objectives (Eisenberger et al., 2001). The first study on 

the impact of organizational support on employee performance was conducted by 

Eisenberger et al. (1986). Many empirical studies have found that organizational support 

motivates employees to work hard to repay the organization, indicating that 

organizational support has a significant effect on performance (Zhong et al., 2015). Cullen 

et al. (2014) discovered that in a rapidly changing organizational setting, organizational 

support can have a significant impact on employee performance. 

 Manyasi et al. (2011) discovered that organizational support improves employee 

performance (Manyasi et al., 2011). According to Abou Moghli (2015), organizational 

support plays a statistically significant role in improving employee performance in 

Jordanian maritime transport companies. This finding is consistent with the findings of 

Chinomona (2011), who discovered a positive relationship between the role of 

organizational support in workplace spirituality and employee performance. 

 The organization desires dedicated and loyal employees. According to the 

reciprocal norm, if an organization provides high levels of support to its employees, those 

employees may be emotionally committed to the organization, resulting in low turnover 

and high-performance levels. To ensure the WFH policy is successfully implemented, the 

organization should provide and improve necessary IT infrastructure, such as high-speed 

internet, as well as necessary training for both managers and employees (Valmohammadi, 

2012). Organizational support for telework, specifically the use of technology, 

technology-related support, and non-technology variables (Baker, Avery, & Crawford, 

2006). 
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 Training for telecommuting employees, which includes instruction in technology 

use, for managers, coworkers, and household members, as well as financial support for 

telecommuter expenses, are examples of technology support. These costs are typically 

incurred when purchasing or operating telecommuting technology. Variables unrelated 

to technology that are not related to technology. Other variables include being trusted by 

their manager when working from home and unable to be observed directly by the 

manager, human resource department support for telecommuting, and prior planning for 

telecommuting system from the organization.  

 

Work environment 

Mehboob and Bhutto (2012) described the work environment as a place where people 

work. The concept of a work environment is extensive and includes the physical, 

psychological, and social aspects that enhance the working condition. Work environment 

implicates all the elements that could influence employee attitudes and behavior 

(Mehboob and Bhutto, 2012). The work environment can be described as all situations, 

events, and people that influence how people live or work (Taiwo, 2010). The work 

environment is a critical component for employees to carry out work activities. A pleasant 

working environment can motivate employees and have an impact on employee morale 

and performance.  

 According to Agbozo et al. (2017), an attractive and supportive work environment 

is essential for employee job satisfaction, which ultimately causes employee performance 

and productivity in the workplace.  The suitability of the working environment at home is 

one of the most important WFH factors influencing WFH outcomes (Nakroien, Buinien, & 

Gotautait, 2019). Teleworkers who work from home demonstrate that workers want a 

quality work environment at home that is like a traditional office, such as privacy, good 

lighting, and adequate equipment (Ng & Ng, 2010). The amount of space, layout, ambient 

conditions, and internet and WiFi connectivity are all physical workplace characteristics 

for mobile knowledge workers (Ng, 2016). 

 One strategy for overcoming telework challenges is to prepare the physical/home 

environment, which includes creating a conducive working environment, such as a 

dedicated workspace, sometimes with physical boundaries (e.g., a room with a door) 

(Greer & Payne, 2014). Teleworkers strike a balance between their personal and 

professional lives by establishing temporal and physical boundaries (Mustafa & Gold, 

2013). Therefore, a good work environment needs to be provided to employees because 

a good physical environment increases employee morale and ultimately increases their 

performance and productivity (Damayanti, 2021). 

 The work environment is important in improving employee performance when 

implementing a work-from-home policy. According to Aropah, Sarma, and Sumertajaya's 

(2020) findings, the work environment variable is the most important in implementing 

working from home. Management is advised in this regard to provide guidance to 

employees to maintain a conducive working environment at home. As a result, a positive 

work environment provides numerous benefits to an organization (Damayanti, 2021). 
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Hypothesis development 

Workload and employee performance 

Excessive workload, according to Setiawan (2016), causes physical and mental fatigue, as 

well as emotional reactions such as headaches, digestive disorders, and irritability. 

Boredom and monotony will result from a low workload. Boredom from insufficient work 

or work that results in a lack of attention to work can potentially harm and lower 

employee performance. Workload influences employee performance (Malau, 2021). 

Bloom et al (2015) reported a significant increase of 13% in the performance of 

employees who received the WFH schedule. 

H1: There is relationship between workload and employee performance during the 

COVID-19 pandemic. 

 

Organizational support and employee performance 

According to the reciprocity rule of social exchange, organizational support encourages 

employees to work hard to repay the organization, so perceived organizational support 

should significantly increase employee performance. Many empirical studies have 

confirmed this (Zhong et al., 2016). Eisenberger et al. (1986) pioneered research on the 

impact of organizational support on employee performance, opening new avenues for 

enterprise managers to evolve employee performance management strategies. Based on 

the study of Chen et al, (2020) found that there is a relationship between organizational 

support and employee performance in frontline workers. When frontline workers receive 

positive organizational support (increased salary, bonuses, etc.), their feeling of 

obligation to help the organization will be enhanced. As a result, frontline workers with 

high reinforcing organization support should engage in greater efforts such as learning 

newskills and working proactively resulting in enhanced performance (Kurtessis et al., 

2017). 

H2: There is relationship between organizational support and employee 

performance during the COVID-19 pandemic. 

 

Work environment and employee performance 

The work environment is important in improving employee performance when 

implementing a work-from-home policy. According to Aropah, Sarma, and Sumertajaya's 

(2020) findings, the work environment variable is the most important in implementing 

working from home. Management is advised in this regard to provide guidance to 

employees to maintain a conducive working environment at home. As a result, a positive 

work environment provides numerous benefits to an organization (Damayanti, 2021). 

The physical factors in the workplace environment include, among other things, the office 

layout and design. Working conditions, role congruity, and social support are examples of 

psychosocial factors. Policies, which include employment conditions, are another aspect 

of the workplace environment. A more physical workplace environment improves 

employee performance (Chandrasekar, 2011) 

H3: There is relationship between work environment and employee performance 

during the COVID-19 pandemic. 
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Methods 

The distribution of questionnaires served as the data collection method in this study. 

Questionnaires were distributed online via a link that respondents could access using 

their respective devices. Due to the study's limitations in obtaining data on employees 

working from home in all organizations in Jakarta, the researcher used the g*power 

technique to determine the sample size of respondents. Prajapati et al. (2010) described 

that power analysis as a process used in social science studies, by which a researcher 

could be capable to compute five different types of power analysis. Based on g*power 

results, the total sample in this study is 129. These 129 respondents meet the 

predetermined requirements, this number of samples can represent the total population 

of employees working from home in all organizations in Jakarta. In measuring the 

variables related to employee performance, researchers used a measurement designed 

by Yousef (2000). Meanwhile, the NASA Task Load Index (TLX) was used to survey 

workload (Hart & Staveland 1988). Organizational support was measured using 

measurements from Eisenberger et al (1986).  

 

Item and scale measurement 

The questionnaire used a five-point Likert-scale (Disagree–Agree) to measure four 

variables: workload, organizational support, work environment and employee 

performance. In measuring the variables related to employee performance, researchers 

used a measurement designed by Yousef (2000). Meanwhile, the NASA Task Load Index 

(TLX) was used to survey workload (Hart & Staveland 1988). Organizational support was 

measured using measurements from Eisenberger et al (1986). After the sample size was 

determined, this study used convenience sampling because it was in accordance with this 

study. The Statistical Package for Social Sciences (SPSS) version 25.0 was employed for 

data analysis, which included frequency statistics, descriptive statistics, Pearson 

correlation analysis, and regression analysis. 

 

 

Results and discussion 

The first part of questionnaire refers to respondent’ profile. It consists of age, gender and 

educational background as items evaluated for the respondent. In the present research, 

the item of age was divided into 4 categories: (1) < 18 years old, (2) 18 – 27 years old, (3) 

28 – 37 years old, (4) 38- 47 years old and (5) > 48 years old. Meanwhile, educational 

background was divided into 4 categories: (1) diploma, (2) bachelor of degree, (3) master 

and (4) doctoral.  According to Table 1, 67 or 46.2 % of the respondents is the 18 – 27 

years old, followed by 28 – 37 years old with 55 or 37.9% of the respondent, 38 – 47 years 

old with 19 or 13.1% of the respondents, 4 or 2.75% of the respondent is the less than 18 

years old and 1 or 0.68 % of the respondents is the more than 48 years old. Indeed, the 

present study found 90 or 62% of the respondents is a female, while 56 or 38.6% of the 

respondent is a male.  

 Furthermore, the last section is related to the educational background of the 

respondents. Most of the educational background of the respondent is the bachelor of 

degree with 114 or 78.6% of the total respondents, followed by 11 or 14.6% of the 

respondent is the masters of degree, 9 or 6.2% is a doctoral holder and 2 or 1.37% is the 

diploma holder. 
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Table 1.  

Demographic Respondents 

Description  Frequency Percentage 

Age 

 <18 years old 
 18- 27 years old 
 28 – 37 Years old 
 38 – 47 Years old 
 >48 Years old 

 

4 

67 

55 

19 

1 

 

2.75% 

46.2% 

37.9% 

13.1% 

0.68% 

Gender 

 Male 
 Female 

 

56 

90 

 

38.6% 

62.0% 

Education 

 Diploma  
 Bachelor of Degree  
 Master of Degree 
 Doctoral  

 

2 

114 

21 

9 

 

1.37 

78.6 

14.5 

6.2% 

 

 
Reliability test  

In this section, reliability test was examined. Based on Table 2, all variables of the present 

study are reliable due to the result of Cronbach alpha being greater than 0.7. Zikmund et 

al, (2013) pointed out when the value of Cronbach alpha is greater than 0.7 to 0.8 then it 

can be classified have a good reliability, while 0.8 to 0.95 then it considered very good 

reliability. Indeed, the result of this test indicates all items are considered good and very 

good reliability.  

 

Table 1.  
Reliability test 
 

 

 

 

 

Pearson correlation analysis  

Pearson correlation analysis was examined in the present study. Zikmund et al,(2013) 

pointed out the correlation coefficient must be in the range -1 to 1. In addition, scholars 

suggest when the correlation coefficient is 0.1 to 0.3 then it is considered a very week 

relationship. Meanwhile, 0.31 to 0.5 were classified as a weak relationship and 0.51 to 0.7 

it can be considered average relationship.  According to Table 3, all variables were 

interconnected to each other. The result shows the relationship between work 

environment and employee performance has the highest relationship due to correlation 

coefficient is 0.624, followed by workload and employee performance is 0.527, workload 

Construct Item Cronbach alpha 

EP 4 0.798 
WL 5 0.700 
OS 8 0.808 
WE 6 0.885 
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and work environment is 0.520. Meanwhile, other variables have a week relationship 

among the variables.  

 

Table 2. Pearson Correlation Analysis 

Construct EP WL OS WE 

EP 1.000 .527 .379 .624 
WL .527 1.000 .344 .520 

OS .379 .344 1.000 .418 
WE .624 .520 .418 1.000 

 

Regression analysis  

The present study used multiple regression analysis to examine the relationship between 

all predictors to the employee performance. The result indicates workload and employee 

performance (sig.0.01, P<0.05) as well as work environment and employee performance 

(sig.0.00, P<0.05).  have positive and significant relationships. In contrast, Table 4 found 

the relationship between organizational support and employee performance has positive 

and insignificant relationship due to the significance level of this relationship is greater 

than 0.05 (sig.0.138, P>0.05). 

 

Table 3.  

Regression Analysis 

 

 

 

 

 

 

 

 

**P<0.05, R2=0.454, F=39.433 

 

Three hypotheses of the present study were examined to answer the objective of the 

study. Based on previous analysis, the relationship between workload and employee 

performance as well as work environment and employee performance have positive and 

significant relationship. Meanwhile, the relationship between organizational support and 

employee performance has insignificant relationship. Therefore, hypotheses 1 and 

hypotheses 3 were accepted and hypotheses 2 was rejected. 

 

 

 

 

 

 

 

 

 

 

Construct Beta (β) Sig level 

WL .184 .001 

OS .049 .138 

WE .265 .000 
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Discussion 

Based on the result showed that the workload has a positive significant related to 

employee performance which means that workload does affect employee performance in 

working from home situations. The results of the study are in line with research by 

Adityawarman, Sanim, and Sinaga (2015) stated that workload has an impact on 

employee performance. This means that the workload is a close thing where it is related 

to a job, the need for physical activity, which employees are required to provide at a 

predetermined time, and whether the impact leads to making it positive or negative. It is 

expected that the organization will be able to maintain and improve services related to 

internal workload factors such as training, motivation through promotions or awards, and 

adequate facilities. This is useful for reducing employee fatigue and saturation while 

working. 

Meanwhile, the organizational support variable is insignificant related to 

employee performance which means that organizational support does not affect 

employee performance in working from home situations. This is not in line with several 

studies including research by Baker et al. (2006), organizational support in home-based 

telecommuting and working from home or remotely has three (three) categories, namely 

the use of technology, support related to the use of technology, and variables other than 

technology, which include human resource department support and prior planning for 

telecommuting system. This is an input for leaders to understand the needs of employees 

through an organizational support approach, as research from Aboelmaged et al. (2012) 

stated that the role of individuals and organizations or organizational support is a critical 

factor that affects the productivity of organizations that work far away. 

The findings revealed that work environment has a positive and significant effect 

on employee performance, implying that work environment can improve employee 

performance when working from home. This shows that the work environment for 

employees who work at home is physically suitable so that employees feel conducive to 

working from home. This is also consistent with the findings of Nakroien et al. (2019), 

who discovered that the most important factor influencing the outcome of remote work 

is the suitability of the workplace at home. One strategy for overcoming the challenges of 

working from home is to create a conducive physical environment at home for 

teleworkers to work comfortably, such as having a dedicated workspace (Greer & Payne 

2014). According to Ng and Ng (2011), workers who work from home want a quality work 

environment at home that is like a traditional office, such as privacy, good lighting, and 

adequate equipment. According to the survey results, the work environment is the most 

significant variable influencing employee performance. 

The implication of this research is that management should reconsider their 

practice to determine the best way to support and address the needs of employees 

working from home as organizational support. Leaders and management must monitor 

and evaluate the flow organizational support and the results can be used as input to 

provide organizational support to employee. Management should use the Covid-19 

pandemic to galvanize employee behavior change. Face-to-face activities can be 

transferred to face-to-face online via the internet. Management can start adjusting flexible 

work systems and referring to employee performance (output based). For further 

researchers who are interested in continuing this research, it is expected to be able to 

develop, namely by using other variables that are more varied. 
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Conclussion 

According to the analysis conducted on the effect of workload and work environment on 

employee performance, workload and work environment have a positive and significant 

effect on employee performance, but organizational support has no effect or has an 

inverse effect on the implementation of work from home policies. Employee performance 

is negatively influenced by organizational support. This is possible because the variables 

used in this study were well-accepted by employees. Leaders must pay close attention to 

what employees require from organizational support. Leaders and management should 

monitor and evaluate current organizational support, and the results can be used as input 

to provide employees with organizational support. The work environment has a positive 

and significant impact on employee performance in situations of working from home. This 

shows that the work environment for employees who work at home is physically suitable 

so that employees feel conducive to WFH 

 

 

References 

Aboelmaged, M. G., Mohamed, S., & Subbaugh, E. (2012). Factors influencing perceived 
productivity of Egyptian teleworkers: 
an empirical study. Measuring Business Excellence, 16(2), 3–22. 
https://doi.org/10.1108/13683041211230285  

Agbozo, G. K., Owusu, I. S., Hoedoafia, M. A., & Atakorah, Y. B. (2017). The Effect of Work 
Environment on Job Satisfaction: Evidence from the Banking Sector in Ghana. 
Journal of Human Resource Management, 5(1), 12–18. 
https://doi.org/10.11648/j.jhrm.20170501.12 

Aropah, V. D., Sarma, M., & Sumertajaya, I. M. (2020). Factors affecting employee 
performance during work from home. International Research Journal of Business 
Studies, 13(2), 201â€“214. https://doi.org/10.21632/irjbsBaker, E., Avery, G.C., & 
Crawford, J. (2006). Home Alone: The Role of Technology in Telecommuting. 
International Resource Management Journal., 19, 1-22. 

Bloom, Nicholas, Liang, J., Roberts, J., & Ying, Z. J. (2015). Does Working from Home 
Work? Evidence From a Chinese Experiment. Quarterly Journal of Economics, 1301, 
165–218. Https://Doi.Org/10.1093/Qje/Qju032 

Chen, Taibao, Hao, Shuaikang, Ding, Kaifang, Feng, Xiaodong, Li, Gendao & 
Liang, Xiao (2020) The impact of organizational support on employee performance. 
Employee Relations, 42 (1). pp. 166-179. ISSN 0142-5455 

Chinomona & Richard. (2012).  The impact of organizational support on work spirituality, 
organizational citizenship behavior and job performance: The case of Zimbabwe’s 
small and medium enterprises (SME) sector. African Journal of Business 
Management, 6(36), 10003–10014. http://dx.doi.org/10.5897/AJBM11.2286   

Coenen, M., & Kok, R. A. W. (2014). Workplace flexibility and new product development 
performance: The role of telework and flexible work schedules. European 
Management Journal, 32(4), 564–576. https://doi.org/10.1016/j.emj.2013.12.003  

Cullen, K. L. Edwards, B. D. Casper, W. C., & Gue, K. R. (2014). Employees’ Adaptability and 
Perceptions of Change-Related Uncertainty: Implications for Perceived 
Organizational Support, Job Satisfaction, and Performance. Journal of Business and 
Psychology, 29(2), 269–280. https://doi.org/10.1007/s10869-013-9312-y  

Damayanti, N. (2021). Determining Factors Influencing Career Commitment and the 
Effect of Proactive Personality and Self-Efficacy among Generation Y in the 
Indonesian Banking Industry (Unpublished doctoral dissertation). Universiti Utara 
Malaysia. Sintok, Malaysia. 

https://doi.org/10.1108/13683041211230285
https://doi.org/10.11648/j.jhrm.20170501.12
https://doi.org/10.1093/Qje/Qju032
http://dx.doi.org/10.5897/AJBM11.2286
https://doi.org/10.1016/j.emj.2013.12.003
https://doi.org/10.1007/s10869-013-9312-y


Jurnal Manajemen Strategi dan Aplikasi Bisnis 
Vol 6, No. 1, 2023. 109-122.  https://doi.org/10.36407/jmsab.v6i1.896 

 

120 
 

Delaney, J. T., & Huselid, M. A. (1996). The Impact of Human Resource Management 
Practices on Perceptions of Organizational Performance. Academy of Management 
Journal, 39(1), 949–969. 

Di Martino, V., & Wirth, L. (1990). Telework: A new way of working and living. Int’l Lab. 
Rev., 129, 529.  

Eisenberger, R., Huntington, R., Hutchison, S. & Sowa, D. (1986). Perceived organizational 
support. Journal of Applied Psychology, Vol. 71 No. 3, pp. 500- 507 

Elizabet, B., & Anggraini, N. (2021). The Relationship between Workload dan Work 
Environment on Employee Performance at PT. Allianz Life Insurance Indonesia 
CRM Division in the Pandemic Period of Covid-19, Fundamental Management 
Journal, Vol 6, 2, 30-15. 

Galanti T., Guidetti G., Mazzei E., Zappalà S., & Toscano F. (2021). Work From Home During 
the COVID-19 Outbreak: The Impact on Employees' Remote Work Productivity, 
Engagement, and Stress. J Occup Environ Med.  Jul 1;63(7):e426-e432. doi: 
10.1097/JOM.0000000000002236. PMID: 33883531; PMCID: PMC8247534. 

Greer, T. W., & Payne, S. C. (2014). Overcoming telework challenges: Outcomes of 
successful telework strategies. Psychologist-Manager Journal, 17(2), 87–111. 
doi:10.1037/mgr0000014  

Kifor, C. V., Săvescu, R. F., & Dănuț, R. (2022). Work from Home during the COVID-19 
Pandemic—The Impact on Employees’ Self-Assessed Job Performance. 
International Journal of Environmental Research and Public Health, 19(17), 10935. 
MDPI AG. Retrieved from http://dx.doi.org/10.3390/ijerph191710935  

Malau, T. S., & Cashmere, K. (2021). Effect of Workload and Work Discipline on Employee 
Performance of Pt. Xx With Job Satisfaction as Intervening Variable. Dynasty 
International Journal of Digital Business Management, 2(5), 909–922. 
https://doi.org/10.31933/dijdbm.v2i5.896   

Mas A., & Pallais A. (2020). Alternative work arrangements. Annual Review of Economics, 
12, 631–658. 

Manyasi, J., Kibas, P. B., & Chep, K. R. (2011). Effects of organizational support for career 
development  on employee  performance:  A  case  of  Kenyan  public  universities. 
Kabarak University First International Conference (pp. 1–17).  

Martin, B. H., & MacDonnell, R. (2012). Is telework effective for organizations: A meta-
analysis of empirical research on perceptions of telework and organizational 
outcomes. Management Research Review, 35(7), 602–616. 
https://doi.org/10.1108/01409171211238820  

Martínez-Sánchez, A., Pérez-Pérez, M., José Vela-Jiménez, M., & de-Luis-Carnicer, P. 
(2008). Telework adoption, change management, and firm performance.  Journal of 
Organizational Change Management, 21(1), 7–31. 
https://doi.org/10.1108/09534810810847011  

Masakure, O.  (2016).  The effect of employee loyalty on wages. Journal of Economic 
Psychology, 56, 274-298. 

Mehboob, F., & Bhutto, N. A. (2012). Job satisfaction as a predictor of organizational 
citizenship behavior: A study of faculty members at business institutes. 
Interdisciplinary Journal of Contemporary Research in Business, 3 (9), 1447-1455. 

Mustafa, M., & Gold, M. (2013). “Chained to my work”? Strategies to manage temporal and 
physical boundaries among self-employed teleworkers. Human Resource 
Management Journal, 23, 413–429. doi:10.1111/1748-8583.12009  

Nakrošienė, A., Bučiūnienė, I., & Goštautaitė, B. (2019). Working from home: 
characteristics and outcomes of telework. International Journal of Manpower, Vol. 
40 No. 1, pp. 87-101. https://doi.org/10.1108/IJM-07-2017-0172  

Ng, C. F. (2016). Public spaces as workplace for mobile knowledge workers. Journal of 
Corporate Real Estate, Vol. 18 No, 209–223. https://doi.org/DOI 10.1108/JCRE-10-
2015-0030  

Ng, C. F., & Ng, C. F. (2010). Teleworker’ s home office: an extension of corporate office. 
Emerald Group Publishing Limited, 28(3), 137–155. 

https://doi.org/10.36407/jmsab.v6i1.896
http://dx.doi.org/10.3390/ijerph191710935
https://doi.org/10.31933/dijdbm.v2i5.896
https://doi.org/10.1108/01409171211238820
https://doi.org/10.1108/09534810810847011
https://doi.org/10.1108/IJM-07-2017-0172
https://doi.org/DOI%2010.1108/JCRE-10-2015-0030
https://doi.org/DOI%2010.1108/JCRE-10-2015-0030


Nur Damayanti et al. 
Workload, organization support, work environment   
  

121 
 

https://doi.org/10.1108/02632771011023113  
Nilles, J. M. (1988). Traffic Reduction by Telecommuting: a Status Review and Selected 

Bibliography. Pergamon Press Plc, 22A (4), 301–317. 
Pradhan, R. K., & Jena, L. K. (2017). Employee Performance at Workplace: Conceptual 

Model and Empirical Validation. Business Perspectives and Research, 5(1), 69–85. 
https://doi.org/10.1177/2278533716671630  

Rhoades, L. & Eisenberger, R. (2002). Perceived Organizational Support: A Review of the 
Literature. Journal of Applied Psychology, 87(4): 698-714. 

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior (17th ed.). Pearson. Retrieved 
from https://books.google.co.id/books?id=UKy1jgEA CAAJ. 

Schultz, D., & Schultz, S. E. (2006). Psychology works today.  9thed. New Jersey: Pearson 
Education, Inc. 

Setiawan, D. P. (2016). Pengaruh Beban Kerja dan Lingkungan Kerja 
Terhadap Kinerja Karyawan PT. Macanan Jaya Cemerlang Klaten- 
Jawa Tengah-Indonesia. Skripsi Manajemen Fakultas Ekonomi 
Universitas Negeri Yogyakarta. 

Shmailan, A.S.B. (2016), The relationship between job satisfaction, job performance and 
employee engagement: An explorative study. Business Management and Economics, 
4(1), 1-8. (PDF) The Model of Employee Performance. Available from: 
https://www.researchgate.net/publication/332793540_The_Model_of_Employee_
Performance [accessed Dec 31, 2021].  

Taiwo, A. S. (2010). The Influence of Work Environment on Workers Productivity: A Case 
of Selected Oil and Gas Industry in Lagos, Nigeria. Journal of Business Management, 
4(3), 299-307. 

Vega, R. P., Anderson, A. J., & Kaplan, S. A. (2015). A Within-Person Examination of the 
Effects of Telework. Journal of Business and Psychology, 30(2), 313–323. 
https://doi.org/10.1007/s10869-014-9359-4  

Valmohammadi, Ch. (2012). Investigating innovation management practices in Iranian 
organizations, Innovation: Management, Policy & Practice, 14(5), 247-255. 

Wefald, A. J., Smith, M. R., Savastano, T. C., & Downey, R. G. (October 2008). A structural 
model of workload, job attitudes, stress, and turnover intentions. Paper presented 
at the Midwest Academy of Management 2008 Annual Conference, St. Louis, MO. 

Zhong, L. Wayne, S. J., & Liden, R. C. (2015). Job engagement perceived organizational 
support, high-performance human resource practices, and cultural value 
orientations: A cross-level investigation. Journal of Organizational Behavior, 60(1), 
5–22. https://doi.org/10.1002/job  

Zikmund, W. G., Babin, B. J., Carr, J. C., & Griffin, M. (2013). Business Research Methods, 
Ninth International Edition. Erin Joyner. 

 
 
 
Declaration section 
 
Funding.  
There is no funding information from authors 
 
Availability of data and materials 

Data sharing is not applicable to this article as no new data were created or analyzed in this study. 

 

Competing interests 

No potential competing interest was reported by the authors. 

 
 
 
 

https://doi.org/10.1108/02632771011023113
https://doi.org/10.1177/2278533716671630
https://doi.org/10.1007/s10869-014-9359-4
https://doi.org/10.1002/job


Jurnal Manajemen Strategi dan Aplikasi Bisnis 
Vol 6, No. 1, 2023. 109-122.  https://doi.org/10.36407/jmsab.v6i1.896 

 

122 
 

Publisher’s Note 

Imperium Research Institute remains neutral with regard to jurisdictional claims in published 
maps and institutional affiliations. 
 

Rights and permissions 

Open Access. This article is licensed under a Creative Commons Attribution 4.0 International 

License, which permits use, sharing, adaptation, distribution and reproduction in any medium or 

format, as long as you give appropriate credit to the original author(s) and the source, provide a 

link to the Creative Commons licence, and indicate if changes were made. The images or other third 

party material in this article are included in the article's Creative Commons licence, unless 

indicated otherwise in a credit line to the material. If material is not included in the article's 

Creative Commons licence and your intended use is not permitted by statutory regulation or 

exceeds the permitted use, you will need to obtain permission directly from the copyright holder. 

To view a copy of this licence, visit http://creativecommons.org/licenses/by/4.0/.\ 

 

 

Cite this article 

Damayanti, N., Rabialdy, F., & Poespowidjojo, D. A. L. (2023). The relationship between 
workload, organizational support, work environment and employee performance during 
work from home. Jurnal Manajemen Strategi Dan Aplikasi Bisnis, 6(1), 109-122. 
https://doi.org/10.36407/jmsab.v6i1.896 
 

 
 

https://doi.org/10.36407/jmsab.v6i1.896
http://creativecommons.org/licenses/by/4.0/

