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ABSTRACT 

 

This study examines the relationship between job satisfaction, 

workplace well-being, and job performance in the under-re-

searched office facilities solutions sector. Unlike healthcare or man-

ufacturing, this industry involves routine physical tasks, high client 

interaction, and varied contracts, yet lacks focused empirical study. 

Grounded in sustainable human resource management, the re-

search explores how psychosocial workplace factors affect em-

ployee behavior and performance. Using a descriptive-correlational 

design, data were collected from 41 employees via Likert-scale sur-

veys measuring five job satisfaction, three well-being, and six job 

performance indicators. Results showed all criteria were frequently 

observed, with mean scores above 3.80. A very strong positive cor-

relation existed between job satisfaction and workplace well-being 

(r = .991, p < .01). Regression analysis confirmed both significantly 

predict job performance (R² = .983), supported by a significant 

ANOVA (F(2, 38) = 1084.44, p < .001). These findings offer novel 

sector-specific evidence highlighting the importance of role clarity, 

organizational support, and workplace conditions in boosting per-

formance and morale. For HR managers and leaders, the study un-

derscores the need to implement clear role communication, foster 

managerial respect, ensure job security, and promote supportive 

environments to enhance engagement and productivity. Embed-

ding these factors into sustainable HR practices can reduce turno-

ver, prevent burnout, and improve organizational outcomes. Limi-

tations include self-reported data and a localized sample, suggest-

ing future research should use longitudinal and multi-sector de-

signs to strengthen generalizability. 
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Background 
In the evolving landscape of facilities man-

agement, the performance of service personnel 
is critical to delivering high-quality, responsive, 
and efficient support to client organizations 
(Bratty & Dennis, 2024). Office facilities solu-
tions providers are increasingly recognized not 
just for the infrastructure they maintain, but 
also for the people who operate within these 
environments (Parent-Lamarche et al., 2021). 
As workforce expectations shift and opera-
tional complexity rises, the influence of work-
place conditions on employee performance has 
become a focal point of both academic inquiry 
and organizational strategy (Williams, 2023). 
This focus aligns with Herzberg’s Two-Factor 
Theory, which distinguishes between hygiene 
factors such as job security and physical work 
conditions, and motivators like recognition and 
growth opportunities, both critical in shaping 
employee satisfaction and performance (Smith 
& Lee, 2021). Factors such as organizational 
support, job security, and workload have been 
shown to significantly affect motivation, en-
gagement, and output in service-oriented sec-
tors (Nduati & Wanyoike, 2022). Extensive re-
search demonstrates that higher job satisfac-
tion directly correlates with improved job per-
formance, as satisfied employees tend to ex-
hibit greater commitment, productivity, and 
lower absenteeism (Chen et al., 2021). Simi-
larly, workplace well-being has been identified 
as a critical antecedent of performance, with 
well-supported employees showing enhanced 
cognitive functioning and resilience, which 
translate into better task execution and organ-
izational citizenship behaviors (Martinez & 
Lopez, 2022). These factors are well conceptu-
alized within the Job Demands-Resources (JD-
R) model, which posits that job demands can 
lead to strain unless balanced by adequate job 
resources, such as managerial support and role 
clarity, thereby influencing employee well-be-
ing and performance (Garcia et al., 2022). De-
spite this, sector-specific studies in facilities 
services remain limited, underscoring the need 

for targeted research that bridges theoretical 
frameworks with operational realities (Parent-
Lamarche et al., 2021). 

Although prior studies have examined job 
satisfaction and workplace well-being in sec-
tors such as healthcare, manufacturing, and ed-
ucation (Lahti & Kalakoski, 2023; Bourgault, 
2022; Zabin et al., 2023), literature specific to 
business facilities services remains compara-
tively underdeveloped. Existing frameworks 
often overlook the unique nature of this indus-
try—characterized by routine physical tasks, 
high client interaction, and varying contractual 
arrangements (Nduati & Wanyoike, 2022). This 
gap leaves limited empirical grounding for 
managerial decisions that affect service quality 
and employee well-being, particularly in out-
sourced or support service environments 
(Bratty & Dennis, 2024). Prior studies in 
healthcare and manufacturing sectors have 
consistently found that job satisfaction and 
well-being jointly predict job performance, 
highlighting the mediating role of psychological 
safety and engagement (Kumar & Singh, 2023). 
However, these relationships may manifest dif-
ferently in facilities services due to the sector’s 
unique operational demands, underscoring the 
need for context-specific research (Alvarez et 
al., 2023). 

To address prevailing gaps in empirical re-
search, the present study examines the rela-
tionship between workplace conditions and job 
performance among employees of an office fa-
cilities solutions service provider. Specifically, 
it investigates how factors such as the physical 
work environment, perceived organizational 
support, job security, and workload contribute 
to employee output, motivation, and overall ef-
fectiveness. By integrating theoretical insights 
with the operational realities of the facilities 
services sector, the study seeks to enhance un-
derstanding of workplace dynamics and pro-
mote employee-centered management strate-
gies. This approach is grounded in Sustainable 
Human Resource Management (SHRM), which 
emphasizes the strategic integration of  
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employee well-being and satisfaction into or-
ganizational policies to foster long-term per-
formance and resilience (Nguyen & Hoang, 
2023). The research is guided by the following 
specific questions: (1) How do employees rate 
their levels of job satisfaction, workplace well-
being, and job performance in an office facili-
ties solutions service provider? (2) Is there a 
statistically significant correlation between job 
satisfaction and workplace well-being among 
employees? (3) To what extent do job satisfac-
tion and workplace well-being significantly in-
fluence employees’ job performance? (4) What 
are the practical implications of the relation-
ships among job satisfaction, workplace well-
being, and job performance for organizational 
policy, management practices, and employee 
support systems? To test these inquiries, the 
study adopts the following null hypotheses: (1) 
There is no statistically significant correlation 
between job satisfaction and workplace well-
being among employees in an office facilities 
solutions service provider. (2) Job satisfaction 
does not significantly influence employees’ job 
performance in an office facilities solutions ser-
vice provider. (3) Workplace well-being does 
not significantly influence employees’ job per-
formance in an office facilities solutions service 
provider. 

 
Methods  
Research Design and Respondents 

This study employed a descriptive-correla-
tional design to examine the relationship be-
tween workplace conditions and job perfor-
mance among employees of an office facilities 
solutions service provider. This design is ap-
propriate because it allows for the investiga-
tion of naturally occurring relationships be-
tween variables in a real-world organizational 
setting without experimental manipulation. It 
provides valuable insights into how job satis-
faction and workplace well-being co-vary with 
job performance, serving as a foundational step 
for future research that may employ longitudi-
nal or experimental methods to establish cau-
sality. Specifically, the study tested the direct 
influence of workplace conditions on job per-
formance. The design allowed for the identifi-
cation of statistical relationships between  
variables. The target population comprised all 

the workers of the specific office facilities solu-
tions service provider, a company located in 
Cebu City, Philippines. A final sample size of 41 
respondents cooperated to participate in the 
study. Convenience sampling was employed to 
select participants based on accessibility and 
willingness to participate. Participation was 
voluntary and subject to informed consent, 
thereby maintaining ethical integrity through-
out the data collection process.  

 
Instruments 

A two-part survey questionnaire was used 
to assess the study variables, with each item 
rated on a 5-point Likert scale ranging from 1 
(Strongly Disagree) to 5 (Strongly Agree). The 
first part comprised 8 items that evaluate mul-
tiple facets of employee job satisfaction and 
workplace well-being (Cronbach’s α = .936). It 
begins by exploring how opportunities to use 
one’s skills and learn new things enhance in-
trinsic motivation and engagement (Spector, 
2022). Role clarity is highlighted as essential to 
minimizing ambiguity and optimizing perfor-
mance (Judge et al., 2021). The availability of 
time and support directly impacts job effective-
ness and helps reduce burnout (Akca & 
Küçükoğlu, 2020). Physical safety and comfort 
are foundational to fostering psychological 
safety and supporting productivity (MacDon-
ald, 2003). Respect and managerial support are 
shown to nurture trust and decrease turnover 
intentions (Nielsen et al., 2019), while clear and 
open communication contributes significantly 
to job satisfaction and transparency (Enyan et 
al., 2023). Feelings of job security and recogni-
tion for good work are associated with im-
proved emotional well-being and employee re-
tention (Cheng & Chan, 2018). Lastly, a man-
ageable and well-distributed workload re-
mains a key predictor of workplace stress and 
overall performance (Hasin et al., 2023). 

The second part comprised 6 items that 
evaluate multiple facets of job performance in 
an office facilities solutions service provider 
(Cronbach’s α = .939). The questionnaire cap-
tures key behavioral indicators of employee job 
performance, emphasizing both task execution 
and organizational alignment. Adherence to job 
standards and punctuality reflect professional 
discipline and reliability (Zeng et al., 2025). 
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Timely task completion and willingness to do 
overtime work when necessary demonstrate 
commitment and flexibility, which are linked to 
enhanced productivity and mental energy re-
covery (Wang et al., 2021). Supporting com-
pany goals and complying with rules and laws 
indicate a strong sense of organizational citi-
zenship and ethical conduct (Kuiper et al., 
2022). Collectively, these behaviors contribute 
to a dynamic framework of performance that 
balances individual accountability with 
broader institutional success. 

 
Data Collection Procedure 

Data collection was conducted through di-
rect engagement with the company, following 
formal approval from relevant authorities and 
securing the cooperation of prospective re-
spondents. Participants were provided with 
printed questionnaires for survey completion. 
Informed consent was obtained electronically, 
and respondents were clearly assured of the 
confidentiality of their responses and the vol-
untary nature of their participation.  

 
Data Analysis 

To assess the interrelationships among job 
satisfaction, workplace well-being, and job per-
formance, a series of statistical analyses were 
conducted. First, Pearson’s correlation test was 
applied to evaluate whether a significant asso-
ciation exists between job satisfaction and 
workplace well-being. The analysis aimed to 
confirm or reject the null hypothesis that no 
statistically significant correlation exists be-
tween these constructs. Following this, multi-
ple linear regression analysis was employed to 
determine the extent to which job satisfaction 
and workplace well-being predict job perfor-
mance. Separate regression coefficients were 
interpreted to examine the individual influence 

of each predictor on performance outcomes. 
Specifically, the analysis tested the null hypoth-
eses that job satisfaction and workplace well-
being do not significantly influence employees’ 
job performance. Significance levels were set at 
p < .05, and standardized beta coefficients, R² 
values, and effect sizes were reported to gauge 
the strength of the relationships. These inferen-
tial procedures provided empirical evidence to 
either retain or reject each null hypothesis, 
guiding the interpretation of practical implica-
tions and informing management recommen-
dations for the office facilities solutions service 
provider. 

 
Ethical Considerations 

Participants received comprehensive infor-
mation regarding the study’s objectives, scope, 
and any potential risks involved. Data collec-
tion was conducted anonymously, ensuring 
that no personally identifiable information was 
recorded. Participation was strictly voluntary, 
and respondents retained the right to with-
draw from the study at any stage without con-
sequence. The research protocol was guided by 
the ethical principles of the APA Ethics Code 
(2017), with particular emphasis on informed 
consent, confidentiality, and the responsible 
handling of research data. 

 
Result and Discussion  
Job Satisfaction, Workplace Well-being, and 
Job Performance Ratings 

Job Satisfaction Ratings. Table 1 summa-
rizes the mean scores and corresponding inter-
pretations for various criteria associated with 
job satisfaction. The data were derived from 
survey responses using a five-point Likert 
scale, and the results reflect the perceived fre-
quency with which each criterion was observed 
among respondents.

 
Table 1. Mean Scores and Interpretation of Job Satisfaction Criteria 

Job Satisfaction Criteria Mean Scores Interpretation 
1. Skill Utilization and Growth 3.78 Frequently Observed 
2. Role Clarity 3.88 Frequently Observed 
3. Managerial Respect 3.78 Frequently Observed 
4. Effective Communication 3.76 Frequently Observed 
5. Job Security and Recognition 3.85 Frequently Observed 
Average 3.81 Frequently Observed 
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Note. Interpretation of mean scores: 1.00–1.80 = Never Observed; 1.81–2.60 = Seldom Observed; 
2.61–3.40 = Occasionally Observed; 3.41–4.20 = Frequently Observed; 4.21–5.00 = Always Ob-
served. Adapted from Warmbrod (2014). 
 

The results indicate that all job satisfaction 
criteria were frequently observed by respond-
ents, with mean scores ranging from 3.76 to 
3.88. Notably, Role Clarity received the highest 
mean score (3.88), suggesting that employees 
felt confident in their understanding of job ex-
pectations. The overall average score of 3.81 
reinforces the conclusion that the organization 
generally succeeds in promoting conditions 
that foster job satisfaction. These findings high-
light areas of strength in employee experience, 
particularly in communication, respect from 
management, and perceived job security. 

The consistently high mean scores across 
job satisfaction criteria suggest that the organ-
ization has cultivated a work environment con-
ducive to employee engagement and well-be-
ing. The prominence of Role Clarity (M = 3.88) 
aligns with recent findings that clear expecta-
tions and defined responsibilities significantly 
enhance employee confidence and perfor-
mance (Memon et al., 2023). Similarly, frequent 
observations of Managerial Respect and  

Effective Communication reflect a healthy or-
ganizational culture, which has been shown to 
reduce turnover intention and improve reten-
tion (Jogi et al., 2024). The overall average 
score of 3.81 reinforces the notion that employ-
ees perceive their workplace positively, partic-
ularly in terms of psychological safety and 
recognition—factors increasingly linked to 
long-term commitment and productivity 
(Brower, 2023). These results imply that con-
tinued investment in transparent communica-
tion, supportive leadership, and recognition 
systems can further strengthen employee satis-
faction and organizational effectiveness. 

Workplace Well-being Ratings. Table 2 
presents the mean scores and corresponding 
interpretations for selected indicators of work-
place well-being as perceived by respondents. 
The data were collected using a five-point Lik-
ert scale and analyzed to determine the fre-
quency with which key well-being criteria are 
observed in the workplace environment.

 
Table 2. Mean Scores and Interpretation of Workplace Well-being Criteria 

Workplace Well-being Criteria Mean Scores Interpretation 
1. Job support 3.93 Frequently Observed 
2. Physical Comfort and Safety 3.73 Frequently Observed 
3. Workload Balance 3.83 Frequently Observed 

Average 3.83 Frequently Observed 
Note. Interpretation of mean scores: 1.00–1.80 = Never Observed; 1.81–2.60 = Seldom Observed; 
2.61–3.40 = Occasionally Observed; 3.41–4.20 = Frequently Observed; 4.21–5.00 = Always Ob-
served. Adapted from Warmbrod (2014). 
 

The findings show that all three workplace 
well-being criteria were frequently observed 
by participants, with Job Support receiving the 
highest mean score (3.93). This suggests that 
employees generally feel adequately supported 
in performing their roles. Workload Balance (M 
= 3.83) and Physical Comfort and Safety (M = 
3.73) also reflect favorable conditions, indicat-
ing that most employees perceive their work 
environments as safe, comfortable, and man-
ageable. With an overall average of 3.83, the 
data suggest that the organization fosters a 

consistently positive well-being experience. 
These outcomes may contribute significantly to 
enhancing employee morale, engagement, and 
performance. 

The consistently high mean scores across 
workplace well-being criteria suggest that the 
organization has successfully cultivated an en-
vironment that supports employee morale, en-
gagement, and performance. The prominence 
of Job Support (M = 3.93) aligns with recent 
findings that managerial and peer support are 
critical drivers of psychological safety and job 
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satisfaction (WebMD Health Services, 2025; 
APA, 2023). Favorable ratings for Workload 
Balance and Physical Comfort and Safety fur-
ther reinforce the importance of ergonomic 
and manageable work conditions, which have 
been shown to reduce stress and improve re-
tention (Heron & Bharava, 2024). These results 
imply that organizations prioritizing well-be-
ing through structural support and safe envi-
ronments are better positioned to foster resili-
ence, reduce burnout, and enhance overall 
productivity. As workplace expectations 
evolve, embedding well-being into organiza-

tional strategy is not only beneficial for em-
ployees—it is essential for long-term sustaina-
bility and competitiveness (Thompson & Boult, 
2023). 

Job Performance Ratings. Table 3 dis-
plays the mean scores and corresponding inter-
pretations for six indicators of job performance 
among employees, based on responses to a 
five-point Likert scale. These criteria reflect be-
havioral and productivity-related dimensions 
commonly evaluated in organizational perfor-
mance assessments. 

 
 
Table 3. Mean Scores and Interpretation of Job Performance Criteria 

Job Performance Criteria Mean Scores Interpretation 

1. Standards Compliance 3.83 Frequently Observed 
2. Goal Alignment 3.88 Frequently Observed 
3. Timely Task Completion 3.81 Frequently Observed 
4. Flexible Commitment 3.71 Frequently Observed 
5. Regulatory Compliance 3.93 Frequently Observed 
6. Punctuality 3.78 Frequently Observed 
Average 3.82 Frequently Observed 

Note. Interpretation of mean scores: 1.00–1.80 = Never Observed; 1.81–2.60 = Seldom Observed; 
2.61–3.40 = Occasionally Observed; 3.41–4.20 = Frequently Observed; 4.21–5.00 = Always Ob-
served. Adapted from Warmbrod (2014). 
 

The results show that all job performance 
criteria were frequently observed across the 
sample, with mean scores ranging from 3.71 to 
3.93. Regulatory Compliance received the high-
est mean score (M = 3.93), suggesting that em-
ployees strongly adhere to rules and legal 
standards. Goal Alignment (M = 3.88) and 
Standards Compliance (M = 3.83) also received 
high ratings, reflecting strong alignment with 
organizational objectives and job expectations. 
The overall mean of 3.82 indicates that desira-
ble performance behaviors are consistently ex-
hibited in the workplace. These findings sug-
gest a positive and compliant work culture, 
marked by disciplined task execution, respon-
sible conduct, and commitment to institutional 
standards. 

The consistently high ratings across job 
performance criteria suggest that the organiza-
tion fosters a disciplined and goal-oriented 
work culture. The prominence of Regulatory 
Compliance (M = 3.93) reflects employees’ 

strong adherence to legal and ethical stand-
ards, which is increasingly recognized as a cor-
nerstone of sustainable organizational success 
(Memon et al., 2023). High scores in Goal Align-
ment and Standards Compliance further indi-
cate that employees are not only aware of insti-
tutional expectations but actively contribute to 
strategic objectives (Alqarni et al., 2023). These 
findings align with recent literature emphasiz-
ing that performance behaviors such as punc-
tuality, task completion, and rule adherence are 
closely linked to organizational effectiveness 
and employee engagement (Nduati & 
Wanyoike, 2022). Moreover, a culture of com-
pliance and accountability has been shown to 
reduce operational risks and enhance trust 
among stakeholders (Alves & Lourenço, 2021). 
As organizations navigate increasingly com-
plex regulatory and competitive landscapes, re-
inforcing these performance behaviors through 
targeted training, recognition systems, and 
transparent evaluation processes can yield 
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long-term benefits in productivity, retention, 
and institutional reputation. 

 
Correlation between Job Satisfaction and 
Workplace Well-being 

Table 4 displays the results of a Pearson 
correlation analysis and regression model sum-

mary evaluating the strength of the relation-
ship between job satisfaction and workplace 
well-being. The analysis was conducted to de-
termine how well the variability in workplace 
well-being can be explained by job satisfaction 
among the sample population.

 
Table 4. Pearson Correlation and Model Summary for Job Satisfaction and Workplace Well-being 

Model R R² Adjusted R² Std. Error of the Estimate 

1 .991 .983 .982 .136 

Note. R = Pearson correlation coefficient; R² = coefficient of determination. 
 

The Pearson correlation coefficient (R = 
.991) indicates an extremely strong positive re-
lationship between job satisfaction and work-
place well-being. The model explains 98.3% of 
the variance in workplace well-being (R² = 
.983), with an adjusted R² of .982, confirming a 
very high level of predictive accuracy even after 
accounting for degrees of freedom. The stand-
ard error of the estimate is low (SE = .136), sug-
gesting a close fit between observed and pre-
dicted values. These results suggest that job 
satisfaction is a highly reliable predictor of 
workplace well-being in the population stud-
ied. 

The exceptionally strong correlation be-
tween job satisfaction and workplace well-be-
ing (R = .991, p < .01) reinforces the strategic 
importance of fostering positive work environ-
ments in contemporary organizations. Recent 
research highlights that when employees per-
ceive their workplace as supportive and engag-
ing, their overall satisfaction and psychological 
resilience improve significantly (Kartali & 
Gkliati, 2024). This relationship suggests that 
well-being initiatives—such as mental health 
support, flexible work arrangements, and in-
clusive leadership—can serve as powerful lev-
ers for enhancing job satisfaction (Ahamed & 

Pragathi, 2023). Moreover, sustainable human 
resource management practices that integrate 
well-being metrics into organizational strategy 
have been shown to boost employee engage-
ment and retention, thereby reinforcing satis-
faction and long-term performance (Sypniew-
ska et al., 2023). These findings align with 
broader evidence that employee well-being is 
not only a moral imperative but also a driver of 
productivity and institutional success (De Neve 
et al., 2019). Organizations that prioritize holis-
tic well-being are better positioned to cultivate 
a resilient, motivated workforce capable of 
thriving in dynamic and demanding environ-
ments. 

 
Job Satisfaction and Workplace Well-being 
Influencing Job Performance 

Table 5 presents the results of an analysis 
of variance (ANOVA) conducted to assess the 
overall significance of the regression model 
predicting job performance based on job satis-
faction and workplace well-being. This test de-
termines whether the model explains a statisti-
cally significant portion of the variance in the 
dependent variable compared to unexplained 
variation.

 
Table 5. Analysis of Variance (ANOVA) for the Regression Model 

Source df SS MS F p-value 

Regression 2 39.88 19.94 1084.44 < .001 

Residual 38 0.70 0.018   

Total 40 40.58    

Note. The ANOVA indicates that the regression model is statistically significant, F(2, 38) = 1084.44, 
p < .001. 
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The ANOVA results reveal a highly signifi-
cant regression model, F(2, 38) = 1084.44, p < 
.001, indicating that the predictors collectively 
explain a substantial portion of the variance in 
job performance. The model’s mean square for 
regression (MS = 19.94) far exceeds the mean 
square for residual error (MS = 0.018), demon-
strating that the variation explained by the 
model is meaningfully greater than what re-
mains unexplained. This strongly supports the 
hypothesis that job satisfaction and workplace 
well-being are statistically significant contribu-
tors to job performance in the population stud-
ied. 

The highly significant regression model 
(F(2, 38) = 1084.44, p < .001) underscores the 
powerful predictive influence of job satisfac-
tion and workplace well-being on job perfor-
mance. This finding aligns with recent research 
emphasizing that employees who experience 
psychological comfort and satisfaction in their 
roles are more likely to demonstrate higher 
productivity, engagement, and organizational 
commitment (Dumitriu et al., 2025; Aggarwal 

et al., 2023). The substantial difference be-
tween explained and unexplained variance sug-
gests that these psychosocial factors are not pe-
ripheral but central to performance outcomes. 
Moreover, studies have shown that supportive 
work environments and well-being initia-
tives—such as flexible work arrangements, 
recognition systems, and mental health re-
sources—can significantly enhance employee 
output and reduce turnover (Krekel et al., 
2019; Sironi, 2019). These results advocate for 
a strategic shift in human resource manage-
ment, where fostering well-being and satisfac-
tion is not merely a cultural goal but a measur-
able driver of institutional success. 

Table 6 presents the results of the multiple 
linear regression analysis examining the pre-
dictive relationship between job satisfaction 
and workplace well-being on the criterion var-
iable, job performance. The table includes un-
standardized coefficients (B), standard errors, 
test statistics (t), significance levels (p-values), 
and 95% confidence intervals for each predic-
tor.

 
Table 6. Regression Coefficients for Predicting Job Performance from Job Satisfaction and Work-

place Well-being 

Predictor B Std. Error t p-value 95% CI Lower 95% CI Upper 
(Intercept) -0.374 0.093 -4.03 < .001 -0.562 -0.186 
Job Satisfaction 0.627 0.081 7.72 < .001 0.462 0.791 
Workplace Well-being 0.472 0.082 5.75 < .001 0.306 0.638 
Note. Both predictors—Job Satisfaction and Workplace Well-being—significantly contribute to 
the regression model predicting job performance. 
 

The regression results indicate that both 
job satisfaction and workplace well-being are 
statistically significant predictors of job perfor-
mance, with p < .001 for each. Specifically, for 
every one-unit increase in job satisfaction, job 
performance is expected to increase by approx-
imately 0.627 units, while a one-unit increase 
in workplace well-being corresponds to an in-
crease of 0.472 units. The narrow confidence 
intervals and large t-values further confirm the 
precision and strength of these relationships. 
The negative intercept suggests that, in the ab-
sence of the predictors, the model estimates a 
baseline job performance score below zero, 
which may reflect the scaling or nature of the 
measurement. Overall, the model  

demonstrates strong predictive utility in ex-
plaining variations in job performance based 
on psychosocial workplace factors. 

The regression results affirm that both job 
satisfaction and workplace well-being are pow-
erful predictors of job performance, reinforcing 
the strategic value of psychosocial factors in or-
ganizational success. Recent studies emphasize 
that employees who experience high levels of 
satisfaction and well-being are more likely to 
demonstrate increased productivity, engage-
ment, and resilience (Dong & Yan, 2022; 
Ahamed & Pragathi, 2023). The strong predic-
tive coefficients in this model suggest that even 
modest improvements in these areas can yield 
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measurable gains in performance. Organiza-
tions that invest in mental health support, in-
clusive leadership, and flexible work arrange-
ments not only enhance employee morale but 
also drive operational efficiency (Krekel et al., 
2019; Sironi, 2019). Moreover, the precision of 
the model underscores the reliability of these 
relationships, encouraging HR professionals to 
embed well-being metrics into performance 
management systems. As workplace dynamics 
evolve, prioritizing employee satisfaction and 
well-being is not just ethically sound—it is a 
data-driven imperative for sustainable growth. 

Despite these significant findings, several 
limitations should be acknowledged. The use of 
self-reported data may introduce response bi-
ases such as social desirability and common 
method variance, which could inflate the ob-
served relationships. Furthermore, the study’s 
sample was limited to a single organization 
within a specific geographic and industry con-
text, restricting the generalizability of the re-
sults to other sectors or cultural settings. Addi-
tionally, the cross-sectional design prevents 
conclusions about causality or changes over 
time. Addressing these limitations in future re-
search through longitudinal designs, multi-
source data collection, and broader sampling 
would strengthen the robustness and applica-
bility of the findings. 

 
Implications of the Study 

The findings underscore the critical role of 
job satisfaction and workplace well-being as 
foundational drivers of job performance. The 
strong statistical relationships—highlighted by 
a near-perfect correlation (r = .96) and highly 
predictive regression coefficients (R² = .983)—
suggest that when employees feel supported, 
respected, and secure in their roles, they are 
significantly more likely to perform effectively 
and align with organizational goals. This rein-
forces the importance of cultivating a work en-
vironment that prioritizes role clarity, manage-
rial respect, effective communication, and job 
support. Moreover, the consistently high mean 
scores across all criteria indicate that employ-
ees perceive their organization positively in 
terms of both experience and behavior. These 
perceptions are not only linked to individual 
outcomes like engagement and satisfaction but 

also to broader organizational benefits such as 
retention, productivity, and compliance (Syp-
niewska et al., 2023; Memon et al., 2023). The 
study also supports the integration of sustaina-
ble human resource management (SHRM) 
practices, where well-being and satisfaction 
are treated as strategic assets. Organizations 
that embed these values into their culture and 
policies are better positioned to foster resili-
ence, reduce burnout, and maintain high per-
formance standards (Krekel et al., 2019; Alves 
& Lourenço, 2021). 

 
Summary of Findings 

The study found that employees frequently 
observed job satisfaction, workplace well-be-
ing, and job performance behaviors in their or-
ganization. Specifically, role clarity, job sup-
port, and regulatory compliance were among 
the highest-rated criteria in each category, with 
overall averages above 3.80 on a five-point 
scale. Statistical analyses revealed an ex-
tremely strong positive correlation between 
job satisfaction and workplace well-being (r = 
.96), and both were significant predictors of job 
performance, as confirmed by regression re-
sults (R² = .983) and ANOVA significance (F(2, 
38) = 1084.44, p < .001). These findings suggest 
a work environment characterized by clear 
roles, supportive conditions, and disciplined 
performance—all contributing to positive or-
ganizational outcomes. 

 
Conclusion  

This study examined the relationships 
among job satisfaction, workplace well-being, 
and job performance in an office facilities solu-
tions provider. Employees reported high levels 
of role clarity, managerial respect, and support. 
A very strong positive correlation between job 
satisfaction and well-being (r = .96, p < .01) was 
found, and both significantly predicted job per-
formance, explaining 98.3% of its variance (R² 
= .983, F(2, 38) = 1084.44, p < .001). These find-
ings confirm the research objectives by show-
ing that satisfaction and well-being are closely 
linked and strongly influence performance. 

Managers should act on these insights by 
implementing wellness programs, employee 
support systems like mentoring and counsel-
ing, clear communication to reinforce roles and 
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respect, manageable workloads, and recogni-
tion initiatives. Such practices foster engage-
ment, reduce burnout, and enhance perfor-
mance and organizational success. 

Future research should validate these find-
ings across cultures, use longitudinal designs to 
track changes over time, and compare sectors 
to understand contextual differences. These 
steps will strengthen the generalizability and 
depth of understanding of these critical work-
place dynamics. 
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