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Abstract 

The question of how to retain the existing employees is answered by attractive compensation, friendly leadership, 
balance between work life conflicts and healthy work environment. This study looks into this phenomenon by 
seeking empirical justification in this regard and considering the work-life conflicts, compensation, leadership and 
working conditions as main contributory factors towards employees’ job performance. The goal of this research work 
is to answer the queries which prevail in the minds of employers in corporate sector of Pakistan due to various 
organizational factors which significantly influence the employees’ job performance. The study identifies the those 
independent variables whose factors have significant effect on employees’ motivation level and that in turn improve 
employees’ job performance using original data collected from employees in eight companies. A 5-point Likert scale 
rated questionnaire was used to collect data from respondents. The scales used in the study were adopted from past 
research works and were based on five-point Likert scale. Convenience sampling technique was used to collect data 
from two hundred and forty respondents in Lahore, Pakistan. Out of two hundred and forty questionnaires distributed, 
only two hundred questionnaires were received back (Response rate = 83%) which are used in the data analysis. The 
analysis entails that all the variables of the study prevail in corporate sector of Pakistan except the effect working 
conditions on employee job performance as shown by the insignificant correlation (.094) among working conditions 
and employee job performance. Independent variables such as leadership and compensation had a significant positive 
impact on the dependent variable, employee job performance (.198** & .157* respectively), whereas the 
independent variable of work-life conflicts had a significant but negative correlation (-.147*) with employee job 
performance. The most important evidence which this study purports, as far as it relates to an emerging market 
economy, is that working conditions has a weak an insignificant relation with employees’ job performance. 

Keywords: compensation, corporate sector, employees, employee productivity, human resource management, 
leadership, work-life conflicts, workplace 

1. Introduction 

Corporate sector in Pakistan is facing fierce competition as far as manpower is concerned. In such a competitive 
environment retaining existing employees is a daunting task when competitors are trying to attract employees from 
other organizations through offering attractive compensation plans, healthy workplace environment and lots more. 
While provision of such incentives build a sense of belongingness among employees it prevents them to switch from 
one organization to another and subsequently improves their job performance. That is very central for smooth and 
effective operation of an organization. 

In subsequent sections the researchers present brief extracts from literature regarding the concerned areas, then come 
the methods employed to delineate the proposed research model, the hypotheses, research design and sampling 
design and finally the results, discussions and conclusion. 

1.1 Employee Performance 

Foundation for high performance must be investigated by the organizations. No organization can progress by one or 
two individuals’ efforts; it is the combined effort of all the members of the organization. Performance is a major 
multidimensional concept aimed to achieve results and has a strong link to strategic targets of an organization. 
Employee performance means employee productivity and efficiency as a result of employee growth. Employee 
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performance will impinge on the organization’s performance. However the excellent working of the workforce at all 
levels of organization has a major influence on organization’s performance. 

Each employee’s productivity has an impact on organization’s goals therefore it is essential that each individual 
employee should be managed. Performance of the employees plays a key role for organizations. Employees are the 
asset for the organization. Organizations have learned the importance of the people in the organization in that without 
them the organization’s objectives could not be accomplished. 

1.2 Working Conditions 

There are many factors in employees’ workplace environment that greatly impact their level of enthusiasm and 
performance. The workplace’s environment affects employee confidence, output and commitment - both positively 
and negatively. Therefore it is not just a coincidence that new incentive programs which focus on lifestyle changes, 
work/life balance, health and fitness issues were previously not considered as significant payback tactics, but are now 
common practices amongst well-reputed corporations, and primary considerations of potential employees.  

The class of the employees’ workplace environment highly affects their level of motivation and the following 
performance. How well they engage with the organization, especially with their workplace environment, influences 
to a great extent their error rate, level of innovativeness, relationship with other employees, rate of absenteeism and, 
finally how long they continue to work. 

1.3 Leadership 

A leader is the one who leads to an organization. He makes sure that the purpose for which an organization is made is 
fulfilled. In other words, a leader is one who is capable of moving the organization in the direction set by him which 
he deems fits. 

While having certain leadership competencies and skills, a leader should have the ability to adapt to different 
leadership styles and behaviors to achieve organizational goals and objectives. At the individual level, leaders who 
are able to persuade, stimulate and direct employees will often be rewarded by devotion and performance of their 
employees (Mosadegh & Yarmohammadian 2006). Leadership is an essential part of the activities of management of 
people and directing their efforts towards the goals and objectives of the organization. 

1.4 Compensation 

Compensation processes are based on compensation philosophies and approaches which are developed and 
supervised to give and sustain suitable types and levels of financial compensation (Bob, 2011). Armstrong (2005) 
argued that compensation management is a vital part of human resource management (HRM) and it moves toward 
organization’s performance. It leads to design and implement compensation plans that are geared to the enhancement 
of organization and employee’s productivity. 

Importance of HR practices in under-developed countries has been recognized by Anakwe (2002). There are many 
variables which are included in HR practices but in this research work three HR practices are included which are 
compensation, promotion and performance evaluation. The main reason of selecting these three practices is based on 
fact represented by (Shahzad, Bashir, and Ramay, 2008) that in under-developed countries physiological 
requirements (compensation, promotion and performance evaluation) have significant influence on employees’ 
performance. 

Performance evaluation and promotion practices are usually based on standard criteria, actions and strategies and 
executed by capable and skilled employees of the organization. Employee perception about the equality of these 
practices counts a lot. Promotion is the acknowledgement of employees’ efforts and his devotion to work. Every 
employee wants to receive rewards for his good performance. 

Pakistan is an emerging market where Human Resource (HR) practices are required to be more visible in the 
organizations with an aim to improve performance of employees and organization together. 

1.5 Conflict 

Conflict is a major hazard for the workforce. In every business, conflict is a reality of life. When resources are 
limited and freedom is not available conflicts arise. Conflicts may happen within a team or divisions of the 
organization. Task conflict is one aspect of intra-group conflicts. It occurs when there is a disagreement among team 
members due to differences in their ideas and views on any issue related to a task. In fact conflict is essential to the 
life and dynamics of teams. Positive conflict has positive relationship with performance. While when negative 
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conflicts arise, performance of employees is adversely affected, i.e. it has a negative relationship with employees’ 
performance. Organizational conflict arises when organizational goals and ideas of teams collide with each other. 

There are two kinds of conflicts namely horizontal and vertical conflicts. Horizontal conflict is that which occurs 
among members of teams or groups at the same level in the organization’s hierarchical structure while vertical 
conflict is that which occurs among teams or groups at different level in the organization’s hierarchical structure. The 
major objective of this research work is to originate and ascertain the aspects that have influence on employee 
performance. 

2. Material Studied 

2.1 Employee Performance  

The performance is defined as the attained outcome of actions with the skills of employees who perform in some 
situation (Prasetya & Kato, 2011). According to Suhartini (1995) employee performance is a mutual result of efforts, 
abilities and perception of tasks. Good performance is the step towards achievement of organizational aims. Hence 
more effort is required to improve the employee performance. 

Dharma (1991) said that performance is something that is done or products formed and offered by a group of people. 
Swasto (1996) said that employee performance is the actions or the completion of errands that were done by 
individuals within specific period of time. 

2.2 Relationship Between Work Environment and Employee Performance 

Work environment can be made pleasant by controlling the noise, pollution, temperature, lighting and improving 
facilities to reduce physical risks. According to Yesufu (1984) in order to enhance employees’ output a suitable 
work-environment is vital. If the environment of organization is excessively noisy, polluted, warm and ill ventilated, 
the employees’ performance will be diminished. 

The conditions at working environment may be favorable or unfavorable to the employees. In favorable conditions 
employees tend to share their pleasant experiences and express their true attitudes. In this environment the negligent 
employees tend to transform into those who feel a sense of accountability. In unfavorable conditions employees are 
likely to share their unpleasant experiences and in this environment the employees with a sense of accountability or 
rationalism tend to change into unaccountable and irrational employees. The most recognized theory is that when the 
working environment is suitable for employees they show better performance in the organization. When employees 
contribute better input then their output boosts accordingly and employee productivity also enhances. 

2.3 Relationship between Leadership and Employee Performance 

According to Cummings and Schwab (1973) employees must be committed to meeting organization’s objectives 
instead of their personal objectives. According to Maritz (1995); and Bass (1997) good leadership is the most 
significant factor for monitoring, evaluating and encouraging the employee performance. Outstanding organization 
has outstanding leadership and growing organizations replicate their performance. According to Jones & George 
(2000) leaders are efficient when they cast influence on their subordinates for accomplishing the organizational 
objectives. 

According to Bass (1997) leadership is the most important aspect for determining organizational performance. 
Therefore it is important to know the leadership progress and its impact on employee performance. On the whole the 
intention is to check the leadership growth and its influence on employee performance. 

2.4 Relationship between Compensation and Employee Performance 

Compensation is the major element that affects the employee performance. If employees are satisfied that 
organization is offering a good compensation then their motivation is at a higher level and as a result their work 
performance is also better off. Robbins (2001) said that when employees feel happy about their compensation they 
are more motivated towards their work and the performance of the company also boosts. 

Cameron and Pierce (1996) said that many organizations use pay, promotion and benefits to give more confidence to 
better performing employees. Management of the organization often anticipates this depending on the strengths and 
responsibilities of such employees and these expectations are different from organization to organization. Teseema & 
Soeters (2006); and Shahzad et al. (2008) have described that there is a significant relationship among employee 
performance and compensation practices. 
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2.5 Relationship between Conflict and Employee performance 

Human resource management is considered the backbone of all business management practices. Today the human 
resource is considered the most valuable asset of any business. To improve the performance organizations are trying 
to improve the performance of this human capital. According to Cohen & Single (2001) there is lot of pressure on the 
management of the organization to prove to be a friendlier one to the employees. Grover and Crooker (1995); and 
Scandura and Lankau (1997) have found that the employees’ sense of responsibility to organization become more 
progressive when flexible time scheduling is being adopted by the organization. 

Brandt, Krawczyk & Kalinowski (2008) examined that the work-life balance relationship exhibits a negative 
correlation. According to Ali and Baloch (1999) conflict negatively affects the personal life of employees which 
results in their low performance. Ahmad (2008) also remarks that work and family conflict is inversely linked to 
employees’ performance. It is also examined that work and family conflict decreases employee satisfaction, increases 
employees stress and decreases performance. 

A lot of research has undertaken which holds that inverse relation exists between conflict and performance level of 
employees. Hence it is assumed that there is negative relation between conflict and performance level of employees 
in Pakistan. 

3. Methods 

3.1 Problem Statement 

Today, the major concern of corporations is to understand and implement strategies that may enhance employees’ job 
performance in order to get the desired results from them. This is becoming more challenging and difficult due to 
competitive nature of corporate environment. Existing literature indicates that factors such as attractive 
compensation, friendly leadership, balance between work-life conflicts and healthy work environment build a sense 
of belongingness among employees which prevents them to switch from one organization to another and 
subsequently improves their job performance which is very important for smooth and effective functioning of an 
organization. The main objective of this research work is to find the effect of factors of independent variables such as 
compensation, leadership, work-life conflicts and working conditions on employee job performance as a dependent 
variable. 

3.2 Research Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3.3 Hypotheses of the Study 

H1: Work-life conflicts have negative and significant impact on employee job performance. 

H2: Leadership has a positive and significant impact on employee job performance. 

H3: Working conditions have positive and significant impact on employee job performance. 

H4: Compensation has a positive and significant impact on employee job performance. 

Work-life Conflicts 

Leadership 

Working Conditions 

Compensation 

Employee Job Performance 

Figure 1. Theoretical Framework of the Study
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3.4 Research Design and Sampling Design 

The population in this study consists of managerial and non-managerial employees working in corporate sector of 
Lahore, Pakistan. This population is quite large so sampling is done to save time and cost. Convenience sampling is 
used in this research study. Initially ten geographical clusters are identified within Lahore, then randomly four of 
these are selected and sixty questionnaires were sent to each cluster for filling. Out of a total of two hundred and 
forty questionnaires administered randomly, only two hundred yielded valid responses which are used in the final 
analysis of the study. The data collected is analysed to test the hypothesis, draw conclusions and solve the research 
question. 

This research was conducted using a 5-point Likert scale rated questionnaire to measure all the variables of the study. 
There were subsets of 4-7 items about each independent variable which was to be filled by the employees. At the end 
was a subset items to be filled by the immediate bosses of employees. The results obtained from this questionnaire 
are easily analysable using statistical tools and techniques for which purpose SPPS was used. The variables under 
question are depicted in the shape of mean and standard deviation to see the strength of prevalence of these variables. 
At the end correlation analysis is conducted to establish relationships among variables and see the significance of the 
relationship between them. Reliabilities of the scales are tested (using Cronbach's Alpha) which 
were .74, .80, .78, .64 and .75 for leadership, compensation, conflicts, working conditions and employee job 
performance respectively. To ensure the validity of the data collected, the constructs used in the questionnaire were 
adopted from various past researches (i.e. scales of leadership, compensation, conflicts, working conditions and 
employee job performance were adopted from Northouse, 2001; Tessema & Soeters, 2006; Netemeyer, Boles, and 
McMurrian, 1996; Moos, 1994; Jaworski & Kohli, 1993 respectively) and the variables used in the study are the 
most relevant to investigate the phenomenon under consideration. 

4. Research Findings 

Table 1. Descriptive 

 

Variables N Mean Std. Deviation 

Work-Life Conflicts 200 3.3330 .78 177 

Leadership 200 3.7907 .65 123 

Working Conditions 200 3.4500 .45 183 

Compensation 200 3.1133 .68 551 

Employee Job Performance 200 3.5956 .53 937 

 

Table 1 shows the mean and standard deviation of the variables in the study. The descriptive shown in the table 
indicate that mean of work-life conflicts is 3.3330 with a standard deviation of .78 177, which shows that majority of 
employees are either neutral about effects which the factors of work-life conflict have on their performance or they 
somewhat agree that these factors have negative effect on their performance. The standard deviation of leadership is 
somewhat lower (0.65 123) with a mean score of 3.7907 which shows lesser variability of the responses and overall 
better reliability of the scores. From this it can be depicted that employees somewhat agree that their immediate 
bosses and head of their organizations have friendly relations with them as well as help keep the workforce morale 
high by encouraging the top performers. 

Working conditions has a mean score of 3.4500 and an even lower standard deviation of .45 183, reflecting less inter 
response variability and that employees are overall neutral about the effects which the factors of their working 
condition has on their performance. The mean score of compensation is 3.1133 with a standard deviation score of .68 
551. The variability is a bit higher in the responses as indicated by the standard deviation of compensation. It shows 
that employees are either neutral or dissatisfied for the compensation practices prevailing in their organizations. 

In the last portion of questionnaire, the subset of items prepared to be filled by the immediate bosses of employees 
about their performance yielded the following results. The mean score of employee job performance come out to be 
3.5956 with a standard deviation of .53 937 which are almost consistent with the scores of above four variables of 
job performance and indicates that immediate bosses somewhat agree that their employees are aware about their job 
roles and perform all the assigned tasks effectively and efficiently. 
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Table 2. Correlation Between Dependent Variable and Independent Variables 

 Work-Life 
Conflictsb 

Leadershipb 
Working 

Conditionsb 
Compensationb 

Employee Job 
Performancea 

-.147* .198** .094 .157* 

Sig. (2-tailed) .037 .005 .184 .026 

*. Correlation is significant at the 0.05 level (2-tailed) 

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

a. Dependent Variable 

b. Independent Variables 

 

Table 2 provides the Pearson’s correlation coefficients between independent variables (work-life conflicts, leadership, 
working conditions and compensation) and dependent variable (employee job performance) of the study which are 
found using the SPSS 19. The construct of work-life conflicts has a weak correlation with employee job performance 
as provided by its correlation coefficient i.e. -.147 (sig < .05), thus we accept H1 which postulates that work-life 
conflicts have significant and negative impact on employee job performance. 

On the other hand, constructs of leadership and compensation yield positive and significant correlation coefficients 
of .198** (sig < .01) and .157* (sig <.05) respectively which lead us to accept H2 and H4 which purports that there 
exists a positive and significant association of factors of leadership and compensation with employee job 
performance. 

However the relationship between working conditions and employee job performance is found insignificant 
(although positive) as provided by its correlation coefficient i.e. .094, thus we reject H3 which specifies that working 
conditions have an impact on employee job performance. 

This is the only finding which is not in conformity with the previous literature. There comes out an insignificant 
association of working conditions with employee job performance. This may be due to couple of reasons which may 
be that many previous researches on this construct have been done in developed countries whereas this research 
study has been conducted in an emerging market where workplace environment as well as employees’ perceptions 
and expectations regarding their workplace are entirely different from those in developed countries. 

5. Discussions and Conclusion 

The goal of this research work is to answer the queries which prevail in the minds of employers in corporate sector of 
Pakistan due to various organizational factors which significantly influence the employees’ job performance. In order 
to achieve this objective, the study identifies the a number of independent variables whose factors significantly 
impact employees’ motivation level and that in turn improve employees’ job performance. Authors originate their 
study on the fact that employees’ work performance is influenced by various organizational variables like work-life 
conflicts, leadership styles of their immediate bosses, employees’ perceptions regarding the workplace environment 
and compensation practices. 

The most important evidence which this study purports, as far as it relates to an emerging market economy, is that 
working conditions has a weak an insignificant relation with employees’ job performance, which is reflected through 
its correlation analysis of variables. 

However in light of its correlation analysis this study is in agreement with past evidences which entail that imbalance 
between work and real life conflicts coupled with heavy workloads significantly decreases employees’ job 
performance. On the other hand, efficient and friendly leadership motivates the employees towards the achievement 
of individual as well as organizational goals and subsequently improves their job performance. Similarly, healthy 
workplace environment makes the employees motivated and enhances their job satisfaction and performance. As far 
as the compensation practices are concerned, it has been witnessed that if employees think their employers are 
offering them a good compensation then their motivation level increases and as a result their performance to work 
also enhances.  

Given the fact that findings of this study are in conformity with the existing literature, these are justifiable up to great 
extent. Therefore the relationships found in this study are important for their practical implications. The focus of 
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management of an organization operating in an emerging market like Pakistan should be to design such strategies 
and policies which ensure proper and efficient implementation of the discussed factors so as to improve employee 
productivity and overall organizational performance. 

It has been witnessed that in today’s market-driven system, employees are not completely loyal to their respective 
employers. Today, all they need is the quality of benefits such as healthy workplace environment and appropriate 
compensation which satisfy their personal and family requirements effectively. 

Hence the major need of today’s organizations is to find the ways to create satisfied and loyal employee base that 
can’t be eroded even in the face of severe competition. Therefore, these organizations must consider various 
antecedents of superior job performance in order to have happy and loyal employee-base which is very much 
important for the success of the company. 

5.1 Suggestions 

Individualized approach could be adopted by analyzing the demographic trends in the industry. The focus should be 
to provide the maximum value to the employees on individual level and demographic trends could reveal the 
standard of living patterns which the organization could exploit and take benefit from in order to make the employees 
satisfied and improve their job performance. 

The corporation could provide attractive compensation and monetary incentives and healthy workplace environment 
to the workforce as this concept has the potential which can win the hearts of the employees and motivate them to 
deliver superior job performance; and in this way organizations could effectively snatch the market share pie from 
the jaw of its competitors through improved employee productivity and performance. 

5.2 Research Limitations  

This research has been conducted on eight related companies of Lahore. It can also be generalized to the whole 
corporate sector of Lahore or even to other urban and rural areas comprising the whole of Pakistan. But, up to this 
effort this research would have limited value. 

Target population of the study was white collar employees with high level of qualifications. This study also might not 
be applicable to the sectors other than corporate sector. This study considers just four factors which have influence 
on employees’ job performance i.e. work-life conflicts, leadership, working conditions, and compensation. 

5.3 Suggestions for Future Research 

Future research could be conducted in other sectors as well in order to verify the results of this study. Future research 
could be done by taking other variables such as advancement opportunities and self-recognitions which also have 
significant influence on employees’ job performance. 

Future research could also be done by including the lower level employees in the target respondents as they might 
better understand and subsequently responded to different questions asked in the questionnaire with minimum errors 
as compared to managerial level employees. 
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