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Abstract

This study aims to examine the relationship between employees’ perceptions of the quality of
the work environment, employee behavior, and organizational functioning within an
Indonesian manufacturing company. A quantitative research design was employed using a
survey method. Data were collected through structured questionnaires distributed to employees
across various departments. The variables examined include perceived quality of the work
environment, employee work behavior, and organizational effectiveness.

The findings reveal a positive and significant correlation between employees’ perceptions of
work environment quality and their work behavior. Employees who perceive their work
environment as supportive, safe, and conducive tend to demonstrate more constructive
behaviors, higher engagement, and stronger organizational commitment. The study contributes
to the existing body of knowledge by empirically demonstrating how perceived workplace
quality influences behavioral outcomes and organizational performance.

The results suggest that organizations should continuously enhance both the physical and
psychosocial dimensions of the workplace to foster employee satisfaction and productivity. A
comprehensive understanding of how individual perceptions shape behavior and contribute to
organizational outcomes is essential for achieving sustainable competitive advantage in an
increasingly globalized market.
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1. Introduction

Perception, quality of the work environment, employee behavior, and organizational
structure constitute interrelated constructs within organizational studies. In an increasingly
dynamic and competitive business landscape, organizations continuously seek strategies to
establish productive, harmonious, and competitive work environments (Tahar et al., 2022). A
comprehensive understanding of these constructs is therefore essential to enhance
organizational effectiveness and employee performance.

In contemporary organizational contexts characterized by intensified competition,
companies are required to optimize employee productivity and performance (Anwar &
Abdullah, 2021). Achieving this objective necessitates a thorough understanding of how
employees perceive their work environment and how such perceptions influence their attitudes



and behaviors. Individual perceptions shape cognitive evaluations of workplace conditions,
which subsequently affect motivation, satisfaction, and performance outcomes.

Perception refers to a cognitive process through which individuals interpret and assign
meaning to sensory information and experiences (Shin, 2022). Each individual develops unique
perceptions influenced by cultural background, education, prior experiences, and personal
values. In organizational settings, perception significantly affects how employees evaluate their
working conditions and interact with their environment. Positive perceptions of the workplace
are associated with increased job satisfaction, engagement, and performance (Nurhandayani,
2022). Conversely, negative perceptions may lead to dissatisfaction, conflict, reduced morale,
and diminished productivity.

The quality of the work environment encompasses both physical and psychosocial
dimensions of the workplace (Basalamah & As’ad, 2021). Physical factors include workspace
design, lighting, ventilation, noise levels, and cleanliness, whereas psychosocial elements
involve organizational culture, leadership style, interpersonal relationships, and opportunities
for professional development. A high-quality work environment contributes to reduced stress,
enhanced creativity, improved collaboration, and stronger organizational commitment
(Khotimah et al., 2018).

Employee behavior in the workplace refers to observable actions, attitudes, and
interactions exhibited while performing job-related tasks (Mujtaba & Senathip, 2020).
Behavioral dimensions include productivity, work quality, discipline, cooperation,
communication, initiative, leadership, and work ethics. These behavioral attributes play a
critical role in shaping organizational culture and determining overall performance (Tran,
2021). Effective management practices aim to align employee behavior with organizational
vision and strategic objectives.

From an organizational perspective, organizing involves structuring, coordinating, and
allocating human and physical resources to achieve predetermined goals. Organizational
structure, division of labor, delegation of authority, and coordination mechanisms influence
operational efficiency. A supportive work environment enhances organizational synergy,
collaboration, and overall effectiveness (Kossek et al., 2014).

According to Robbins, perception is the process by which individuals organize and
interpret sensory impressions to give meaning to their environment. Similarly, Kinicki and
Kreitner define perception as a cognitive process that enables individuals to understand their
surroundings (Komariyah & Farhan, 2020). Perception is thus a fundamental mechanism
shaping employee responses to workplace conditions.

The perceptual process involves several stages (Nusraningrum et al., 2021). Initially,
individuals receive sensory stimuli. Subsequently, selective attention determines which stimuli
are prioritized. Interpretation follows, wherein meaning is assigned based on prior knowledge
and experience. Integration then connects new information with existing cognitive structures,
leading to a behavioral response. These stages illustrate how workplace conditions are
cognitively processed before influencing employee behavior.

Perception is influenced by contextual factors, including cultural background,
emotional state, prior experience, and physical condition (Asri & Sunarto, 2020). Differences
in perception may result in misunderstandings or workplace conflict; however, awareness of
perceptual diversity can also foster empathy and inclusive organizational cultures (Zubaidah,
2020).

Given the strategic importance of human resources in manufacturing organizations,
analyzing employee perceptions of work environment quality becomes critical. Employees
who perceive their workplace as safe, supportive, and development-oriented are more likely to
exhibit positive behavioral outcomes, including higher productivity and organizational loyalty
(Izmi Maghfira & Asrizal Efendi, 2022).



Several determinants contribute to the perceived quality of the work environment (Zaky, 2021),

including:

1. Physical Facilities and Conditions — Adequate lighting, ventilation, ergonomics, and
cleanliness influence comfort and occupational health.

2. Safety and Security — Effective occupational safety measures enhance employee
confidence and reduce workplace risk.

3. Organizational Policies and Culture — Supportive policies such as career development
programs, flexible work arrangements, and transparent communication systems strengthen
positive perceptions.

4. Interpersonal Relationships — Constructive social interactions and teamwork foster a
collaborative climate.

5. Opportunities for Growth and Development — Access to training and professional
advancement enhances perceived organizational support.

In manufacturing contexts, where operational efficiency and workforce coordination
are critical, understanding the interplay between perception, work environment quality, and
employee behavior is particularly relevant. Therefore, this study seeks to empirically
investigate the relationship among these variables and provide evidence-based
recommendations for enhancing organizational effectiveness in Indonesian manufacturing
companies.

2. Material and Method

This study employed a quantitative research design with a structured survey approach
to examine employees’ perceptions within a fishing net manufacturing company in Indonesia.
Data were collected offline on June 23, 2023, to ensure direct distribution and retrieval of
questionnaires, thereby minimizing response bias and increasing data reliability. The research
instrument consisted primarily of Likert-scale items with four response categories: Strongly
Agree (SS), Agree (S), Less Agree (RG), and Disagree (TS). The Likert scale was selected due
to its established validity in measuring attitudes and perceptions in organizational research
(Musyaffi et al., 2022). In addition to closed-ended questions, one open-ended item was
included to capture more comprehensive and nuanced responses beyond fixed alternatives. A
simple random sampling technique was applied, resulting in 55 respondents, all of whom were
included in the final analysis.

Data analysis was conducted using descriptive statistical techniques to summarize
response distributions for each statement. Frequencies were tabulated and interpreted to
identify general patterns of employee perception regarding organizational structure, teamwork,
and social norms. Responses to the Likert-scale items were statistically described to determine
the dominant tendencies across categories, while the open-ended responses were analyzed
interpretatively to enrich the quantitative findings. This combined descriptive and qualitative
interpretation approach enabled a clearer understanding of how employees perceive the quality
of their work environment and organizational dynamics.



3. Result
Diagram Statement 1 — First statement: I feel that this selection process supports my
personal growth and development?
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Figure 1. Statement diagram 1

The results of the problem in Diagram 1 that 60% of people voted strongly agree with
the statement, I feel that the process supports my personal growth and development. 40% of
people voted to agree with the statement, I feel that the process supports my personal growth
and development. the outcomes derived from the data presented in Diagram 1 indicate a
noteworthy level of alignment among respondents concerning the perceived impact of the
process on personal growth and development. A substantial majority, comprising 60% of the
participants, expressed a strong agreement with the statement, emphasizing a prevailing
sentiment that the process actively contributes to their individual advancement.
Complementing this, an additional 40% of respondents registered their agreement, further
affirming a significant consensus regarding the positive influence of the process on personal
growth and development. This collective endorsement suggests that the majority of individuals
involved perceive the process as a constructive force in fostering their personal and
professional evolution.

Statement 2 — Second Statement Diagram: I feel the organizational structure in this company
is clear and provides clear guidance in my duties and responsibilities.

0% 0%

Figure 2. Statement diagram 2
The result of statement 2 diagram is 82% of people strongly agree with the statement,
I feel the organizational structure in this company is clear and provides clear guidance in my



duties and responsibilities. 18% of people agree with the statement, I feel the organizational
structure in this company is clear and provides clear guidance in my duties and responsibilities.
In conclusion, the analysis of Statement 2 reveals a high level of consensus among respondents
regarding the clarity and effectiveness of the organizational structure within the company. An
impressive 82% of participants expressed a strong agreement with the statement, indicating a
widespread sentiment of confidence in the organizational framework. Additionally, 18% of
respondents affirmed their agreement, further supporting the notion that a substantial majority
perceives the company's organizational structure as providing clear guidance in delineating
duties and responsibilities. This overwhelmingly positive response suggests a robust
organizational structure that successfully communicates and directs individuals in their
respective roles.

Statement 3 — Statement Three diagram: I have confidence that my colleagues make a
meaningful contribution to achieving team goals.
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Figure 3. statement diagram 3

The results of the statement 3 diagram are 69% of people strongly agree with the
statement, I have confidence that my co-workers make a meaningful contribution to achieving
team goals. 25% of people agree that watching English Films with English subtitles helps in
learning English. 31% of people agree with the statement, I have confidence that my colleagues
make a meaningful contribution to achieving team goals. the analysis of the data presented in
Statement 3's diagram reveals insights into the perceptions of individuals regarding teamwork
and language learning. Notably, a substantial 69% of respondents strongly agree that their co-
workers make a meaningful contribution to achieving team goals, emphasizing a high level of
confidence in the collaborative efforts within the team. On a separate note, 25% of participants
agree that watching English Films with English subtitles aids in the learning of the English
language. Additionally, 31% of respondents express agreement with the statement highlighting
confidence in colleagues' contributions to team goals. These findings underscore the positive
sentiments toward team dynamics and suggest a recognition of the value of English language
learning strategies within the surveyed group.
Statement Four: | feel that the social norms in this company encourage mutual respect and
cooperation among colleagues
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Figure 4. Statement 4

Based on figure 4, 58% of people strongly agree with the statement, I feel that social
norms in this company encourage mutual respect and cooperation among colleagues. 42% of
people agree with the statement, I feel that social norms in this company encourage mutual
respect and cooperation among colleagues. the insights derived from Figure 4 indicate a
positive assessment of the prevailing social norms within the company. A notable majority,
comprising 58% of respondents, strongly agrees that the company's social norms foster an
environment of mutual respect and cooperation among colleagues. Complementing this, an
additional 42% of participants express agreement with the statement, affirming the perception
that social norms within the company play a constructive role in encouraging positive
interpersonal dynamics. These findings collectively suggest a predominant acknowledgment
and endorsement of a workplace culture that emphasizes mutual respect and collaboration
among colleagues.
Questionnaire results

The answers to the four statements “I feel that this selection process supports my
personal growth and development”, “I feel the organizational structure in this company is clear
and provides clear guidance in my duties and responsibilities”, “I have confidence that my
colleagues provide a meaningful contribution in achieving team goals”, “I feel that the social
norms in this company encourage mutual respect and cooperation among colleagues”. which
was answered by 55 respondents: Such experiences can be invaluable for career development
and personal wellbeing, A clear organizational structure and proper guidelines can increase
productivity and job satisfaction, meaningful contribution from colleagues in achieving team
goals is a positive thing. Team trust and support for one another can improve overall
performance. creating a productive and harmonious work environment. The responses from 55
participants to the four statements provide valuable insights into various aspects of their
workplace experiences. Most respondents acknowledge the significance of the selection
process, viewing it as a supportive factor for personal growth and development. This
recognition suggests an understanding among employees that positive experiences in the
workplace can have a substantial impact on career advancement and personal well-being.
Furthermore, the consensus on the importance of a clear organizational structure and well-
defined responsibilities is evident in the responses. Respondents recognize that such clarity can
contribute to increased productivity and job satisfaction, underlining the significance of
effective organizational frameworks in fostering a positive work environment. Additionally,
the positive perception of colleagues making meaningful contributions to team goals aligns
with the notion that collaborative efforts and mutual trust within a team can enhance overall
performance. This reflects the value placed on teamwork and the belief that collective efforts
lead to positive outcomes. Lastly, the acknowledgment of the role of social norms in



encouraging mutual respect and cooperation underscores the importance of a positive
workplace culture. Team trust and support are recognized as crucial elements that can
contribute to the creation of a productive and harmonious work environment, further
emphasizing the interconnectedness of positive workplace experiences and overall job
satisfaction.

4. Discussion

The findings indicate that employees demonstrate highly positive perceptions across all
examined indicators of the perception variable. Regarding the selection process, 60% of
respondents strongly agreed and 40% agreed that the process supports their personal growth
and development. This result suggests that the company’s recruitment and selection
mechanisms are perceived as fair, developmental, and aligned with employees’ career
aspirations. From a human resource management perspective, a selection system that is
perceived as supportive contributes to higher organizational commitment and motivation, as
employees view organizational procedures as facilitating long-term professional advancement.

With respect to organizational structure, 82% of respondents strongly agreed and 18%
agreed that the company’s structure provides clear guidance regarding duties and
responsibilities. This overwhelming positive response indicates a well-defined division of labor
and effective coordination mechanisms within the organization. A clear organizational
structure reduces role ambiguity, enhances task clarity, and supports operational efficiency.
The absence of negative responses further reinforces the conclusion that employees perceive
the structural framework as transparent and functional, which is critical in manufacturing
settings where workflow precision and accountability are essential.

The findings related to perceptions of colleagues’ behavior also demonstrate strong
positive tendencies. A total of 69% of respondents strongly agreed and 31% agreed that their
colleagues make meaningful contributions toward achieving team goals. This suggests the
presence of constructive interpersonal relationships, effective communication, and
collaborative teamwork. High levels of mutual trust and shared responsibility are indicative of
a cohesive organizational climate. In organizational behavior theory, such positive perceptions
of peer contribution are closely associated with collective efficacy, which enhances
productivity and team performance.

Similarly, perceptions of social norms within the organization reveal that 58% of
respondents strongly agreed and 42% agreed that existing norms encourage mutual respect and
cooperation. These findings suggest that the organizational culture promotes fairness,
inclusivity, and professional ethics. A work environment characterized by mutual respect
reduces interpersonal conflict and fosters psychological safety, which in turn enhances
employee engagement and satisfaction.

Overall, the empirical evidence consistently demonstrates that employees perceive the
organization in a highly positive manner across selection processes, structural clarity,
teamwork, and social norms. The dominance of “Strongly Agree” and “Agree” responses,
without any indication of disagreement, reflects a supportive and well-functioning
organizational environment. These positive perceptions contribute to organizational
effectiveness by strengthening employee motivation, clarifying responsibilities, enhancing
collaboration, and fostering a respectful workplace culture. Collectively, the findings confirm
that perceived quality of the work environment plays a crucial role in shaping constructive
employee attitudes and behaviors, thereby supporting sustainable organizational performance.

5. Conclusion, Implication, and Recommendation
Based on research data regarding perception variables on four different indicators,
several conclusions can be drawn, namely Most of the employees said they agreed with the



selection process that existed in the company. They believe that the selection process helps
them develop and develop. In addition, employees believe that the company has a clear
organizational structure that provides clear directions on the duties and responsibilities that
must be carried out. This shows that the company has a good organizational structure.

Employees believe that their colleagues play an important role in achieving team goals,
which shows good cooperation and communication to achieve common goals. They also
believe that social norms in the company encourage cooperation and mutual respect, which
shows that the company's employees behave fairly and respect each other.

Overall, the research results show that employees in companies tend to have positive
perceptions of various aspects of their work environment. They believe that the selection
process, organizational structure, behavior of others, and social norms in the company promote
a good work environment, which helps them develop personally and helps them work well
together and communicate with one another.

6. References

Anwar, G., & Abdullah, N. N. (2021). The impact of Human resource management practice
on Organizational performance. International Journal of Engineering, Business and
Management, 5(1), 35-47. https://doi.org/10.22161/ijebm.5.1.4

Asri, D. N., & Sunarto. (2020). Faktor-faktor Yang Mempengaruhi Terbentuknya Konsep Diri
Remaja (Studi Kualitatif pada Siswa SMPN 6 Kota Madiun) . Jurnal Konseling
Gusjigang, 6(1), 5-10.

Basalamah, M. S. A., & As’ad, A. (2021). The Role of Work Motivation and Work
Environment in Improving Job Satisfaction. Golden Ratio of Human Resource
Management, 1(2), 94—103. https://doi.org/10.52970/grhrm.v1i2.54

Izmi Maghfira dan Asrizal Efendi. (2022). Efek mediasi kepuasan kerja pada pengaruh
kompensasi terhadap kinerja karyawan jufrizen. Jurnal Manajemen, Bisnis Dan
Organisasi (JUMBO), 2(e-ISSN 2502-4175), 15.

Khotimah, S., Jayusman, H., & Bahria, N. (2018). Pengaruh Stres Kerja Dan Konflik Kerja
Terhadap Kinerja Karyawan Pt. Suri Adidaya Kapuas Di Kumai. Magenta, 7(1), 9-22.

Komariyah, F., & Farhan, A. (2020). Pengaruh Persepsi Masyarakat Terhadap Keputusan
Menjadi Nasabah Bank Syariah Studi Kasus Pada Masyarakat Kota Sidoarjo Dan
Surabaya. Media Mahardhika, 18(3), 341-344.
https://doi.org/10.29062/mahardika.v18i3.172

Kossek, E. E., Valcour, M., & Lirio, P. (2014). The sustainable workforce: Organizational
strategies for promoting work-life balance and wellbeing. Work and Wellbeing: A
Complete  Reference  Guide, Volume  III,  Ill(February),  295-319.
https://doi.org/10.1002/9781118539415.wbwell14

Kurniawan, F. (2018). Pengaruh Knowledge Management dan Lingkungan Kerja Terhadap
Kinerja Karyawan dengan Kepuasan Kerja Sebagai Variabel Intervening. Universitas

Islam Indonesia, 11(1), 1-5.
https://dspace.uii.ac.id/handle/123456789/5737%0Ahttps://dspace.uii.ac.id/bitstream/
handle/123456789/5737/15911093 FAJAR KURNIAWAN MM

46_TESIS.pdf?sequence=1&isAllowed=y

Mujtaba, B. G., & Senathip, T. (2020). Workplace Mobbing and the Role of Human Resources
Management. Business Ethics and Leadership, 4(1), 17-34.
https://doi.org/10.21272/bel.4(1).17-34.2020

Musyaffi, A. M., Khairunnisa, H., & Respati, D. K. (2022). Konsep dasar structural equation
model-partial least square (sem-pls) menggunakan smartpls. Pascal Books.

Musyaffi, A. M. (2022). Learning Management System Sustainability for Accounting Student:
The Existence of Self-Efficacy. Calitatea, 23(188), 224-230.



Nurhandayani, A. (2022). Pengaruh Lingkungan Kerja, Kepuasan Kerja, dan Beban Kerja
terhadap Kinerja. Jurnal Ekonomi Dan Bisnis Digital (Ekobil), 1(2), 108-110.
https://doi.org/10.58765/ekobil.v1i2.65

NUSRANINGRUM, D., MEKAR, T. M., & PRASETYANINGTYAS, S. W. (2021). Persepsi
Dan Sikap Terhadap Keputusan Pembelian Produk Pangan Fungsional Pada Generasi
Milenial. Jurnal Bisnis Dan Akuntansi, 23(1), 37-48.
https://doi.org/10.34208/jba.v2311.767

Puspita, A., Firdaus, M. A., & Rinda, R. T. (2020). Pengaruh Karakteristik Individu Dan
Lingkungan Kerja Terhadap Kinerja Karyawan. Manager : Jurnal IlImu Manajemen,
3(1), 1. https://doi.org/10.32832/manager.v3i1.3821

Respati, D. K., Musyaffi, A. M., Wolor, C. W., Khaerunnisa, H., Sari, D. A. P., & Amal, M. L.
(2021). Is the village financial system appropriate for the village government? The role
of task technology-fit. Journal of Management Information and Decision Sciences, 24,
1-9.

SAPTA, 1. K. S., MUAFIL, M., & SETINI, N. M. (2021). The Role of Technology,
Organizational Culture, and Job Satisfaction in Improving Employee Performance
during the Covid-19 Pandemic. Journal of Asian Finance, Economics and Business,
8(1), 495-505. https://doi.org/10.13106/jafeb.2021.vol8.n01.495

Shin, D. (2022). The perception of humanness in conversational journalism: An algorithmic
information-processing perspective. New Media and Society, 24(12), 2680-2704.
https://doi.org/10.1177/1461444821993801

Tahar, A., Setiadi, P. B., & Rahayu, S. (2022). Strategi Pengembangan Sumber Daya Manusia
dalam Menghadapi Era Revolusi Industri 4.0 Menuju Era Society 5.0. Jurnal
Pendidikan Tambusai, 6(2), 12380-12394.
https://jptam.org/index.php/jptam/article/view/4428

Tran, Q. H. N. (2021). Organisational culture, leadership behaviour and job satisfaction in the
Vietnam context. International Journal of Organizational Analysis, 29(1), 136—154.
https://doi.org/10.1108/IJOA-10-2019-1919

Zaky, M. (2021). Pengaruh Budaya Organisasi Terhadap Kinerja Karyawan: Studi Kasus Pada
Industri Manufaktur di Indonesia. Jurnal llmiah Manajemen, 2(1), 89-95. chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://etheses.uinsgd.ac.id/67551/3/1
9 - Muhammad Zaky - Ind %281%29.pdf

Zubaidah, S. (2020). Keterampilan Abad Ke-21: Keterampilan yang Diajarkan Melalui
Pembelajaran. Online. 2, 1-17.



