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Abstract

The purpose of the study is to evaluate how the workplace environment affects employees'
performance. This study's objectives were served via a descriptive research design. The
respondents for the study were chosen using a simple random selection procedure. The sample
size for this study is 300 respondents. According to the study's findings, the working
environment of the organizations affects its members. The study also showed that if
management addresses the issues found during the research, employee performance will
increase. Physical working conditions, employee performance, supervisor support, and the use
of performance feedback to encourage staff to accomplish their duties are the concerns. In
conclusion, based on the study's findings, it was suggested that the organization hold regular
meetings with employees to hear their complaints and function as a motivator for the staff. In
order to accomplish the organization's mission and vision, management must discover effective
ways to share its objectives with all levels of staff. In order to consider new working methods,
organizations must go beyond their established responsibilities and comfort zones. They need
to establish a work atmosphere where employees may love what they do, feel like they are
accomplishing something worthwhile, take pride in their work, and realize their full potential.
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Introduction

The effectiveness of a company that cares about the welfare of its employees, when
employees have a poor knowledge of task responsibility and safety, their performance
suffers. They have different views and disregard the law, which causes more workplace
accidents. Manager support, peer interactions, procedural safety and security, self-
management, and sought respect are some aspects of the painting environment that
affect task pride (Raziq & Maul bakhsh, 2015). In order to create a safe operating
environment and a flexible operating situation for employees, the protection and safety
of the activity, which are more significant parts of the living working environment,
must be firmly entrenched in the place of business. Physical, social, and mental work
environments were the three main components of operating environment (Jain & Kaur,
2014).

To help employees concentrate on their task and be more productive, a business
might provide a pleasant work atmosphere. The physical work environment, which
includes lighting, noise, temperature, fresh air, and office layout, can have an impact
on employee performance. All of the irregularities point to employee health issues that
have a negative impact on staff productivity. Temessek (2009) demonstrated how
thoughtful interior design and décor of the workplace can improve employee
satisfaction and encourage higher standards of performance. The aim of this study is to
describe the connection between the working environment and employees in order to
explore the relationship between supervisor support and employee performance that
demonstrates the significance of the relationship between job safety and employee
performance. The established hypothesis in this study is that there is a significant
relationship between working environment and employee performance. The research
guestion that has been put up in this study is that “What types of the work environments
are those add towards employees’ performance?” Organization The maintenance of the
company's products depends in large part on employee performance. Regrettably, the
majority of those working for businesses and groups responsible for maintaining the
environment are now seen negatively.

According to Borman (2004), certain elements of the office environment had an
impact on employee performance. According to Khamisa et al., (2015), employees can
experience constant pressure when they have a poor understanding of their
surroundings, thus more attention needs to be made to identifying and managing the
operating environment. The approaches, structures, equipment, or conditions in a
workplace that favourably or negatively affect a man's or woman's productivity are
referred to as the running environment, according to Opperman (2002). The purpose of
this study is to look into how the workplace environment affects employee
performance. According to Opperman (2002), a person's performance can be positively
or negatively impacted by the procedures, systems, structures, tools, or conditions
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present at work. The policies, rules, culture, resources, working relationships,
workspace, and internal and external environmental elements all have a role in the work
environment and have an impact on how a person executes their job duties. This study
is organized in the following way: first section contains introduction. Second section
reviews literature. Third section contains theoretical background. Fourth section
consists of research design. Fifth section presents discussion of results and followed by
conclusion in the sixth section.

Literature Review

This writing survey endeavors to talk about the different writing connected
with workplace, which affects employee performance. The conversation additionally
recognizes holes left by different specialists of comparative investigations. However,
this study endeavors to fill those holes so that the review can add to another group of
information in the academic world. Through this survey, writing is re-bundled and
investigated as an approach to carrying new experiences into the issue considered.

In particular, research indicates a need to rebalance the focus from supervisor support
alone, which is emphasized in much of the existing literature (Cropanzano et al., 2017),
to employees' firm and coworker support, as well as firm performance, which is
consistent in the greater extent towards social exchange theory. According to earlier
studies, a favourable relationship exists between behavioural results and a supportive
work environment at the individual level, for instance productivity and increased
creativity (Delery and Doty, 1996; and Lepak et al., 2006). Parker, et al. (2006) stated
that a supportive work environment includes coworker along with supervisor support.
Also, according to Montani et al. (2012) and Prieto & Pérez-Santana (2014), company
success has an impact on employees' innovative work behaviour.

There has never been a systematic examination of the roles of coworker
support and management support in the firm performance as separate constructs and as
separate moderators, potentially leads towards biased results and ignoring distinctive
and significant influences on innovative working behaviour in firms’ premis (Bishop
et al., 2005; Shalley et al., 2004). According to Hashim (2010) and Prieto and Pérez-
Santana (2014), a market-oriented and efficient pay scheme can aid businesses in
retaining the finest workers.

The support that firms provide for individual workers' performance is likely to
have an impact on employees’ psychological empowerment levels, including factors
like the significance of their work as well as ability to innovate. Therefore, this study
examines the mild effects of both coworker and supervisor support on the relationships
between environment empowerment and innovative work behaviour (Janssen, 2005;
Spreitzer, 1995). For instance, supervisors who support employees' and coworkers'
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dedication to innovation goals can increase the value of work to employees, resultantly,
moderate the relationships of innovative work behaviour to empowerment (Janssen,
2005; Odoardi et al., 2015).

This literature has demonstrated, among other things, that employees display
extra-role conduct in return for both management and coworker support (Bishop, et al.,
2000; Bishop, et al., 2005). Studies based on the social exchange theory have revealed,
more particularly, that employees with supportive bosses experience higher levels of
psychological empowerment (Cropanzano et al., 2017; Spreitzer, 1995, 2008). Those
who believe they possess the necessary abilities to successfully do their various tasks
are said to be competent. Meaning is described as the task's significance to the
employee and includes their own personal standards and beliefs. Impact quantifies a
worker's perceived influence on the immediate workplace. Self-determination is the
freedom an employee has to choose how to carry out different responsibilities (Joo &
Shim, 2010; Spreitzer, 1995).

According to Janssen's (2000) work on innovative work behaviour, he describe
innovative work behaviour of employees as creative suggestions made by staff
members to improve production, find creative solutions to issues, or develop new
procedures for specific duties (Janssen, 2000). Because innovative work behaviour
does not guarantee to produce tangible products, research needs to document
employees' attempts to innovate (Farr and Ford, 1990).

Similar research indicates how employee loyalty to the team can rise with
coworker assistance (Bishop et al., 2000). Coworker assistance can be distinguished
from management assistance (Bishop et al., 2000, 2005), is therefore probably to
increase confidence of employees in skills, strengthen their sense of self-determination,
along with influence how favorably they view the effects of their job.

The productivity of the company and the performance of the individual are
influenced by the workplace environment. It increases employee support from
coworkers. Environmental empowerment among employees is linked to performance
at higher levels (Harmon et al., 2003; Spreitzer, 1995). For instance, studies have
connected environmental empowerment to higher levels of worker productivity
(Harmon et al., 2003; Mishra & Spreitzer, 1998). Further, there is a significant link
between employee empowerment and creative workplace behaviour (Sangar &
Rangnekar, 2014; Zhang & Bartol, 2010).
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Theoretical Background

It has been proven that a worker's motivation has a direct impact on their
performance. Since Frederick Taylor's 1911 book "The Principle of Scientific
Management" and Henry Gantt's 1913 book "Works, Wages, and Profits," various
management theories have supported this claim. Contemporary ways for managing
employee motivation have developed through time, rendering Taylor's "differential
piece rate-work™ and Gantt's "task and bonus salary" systems. Modern employee
motivation management techniques are employee-focused and more successful
(Gardner & Lambert 1972). Based on those justifications, this study suggests that
employee motivation is a key factor in every organization's performance.

Kohun (1992), characterizes working climate as a completely which involves
the entirety of powers, activities and other compelling variables that are right now and,
or possibly battling with the representative's exercises and execution. Working climate
is the amount of the interrelationship that exists inside the representatives and the
climate wherein the workers work. Brenner (2004) was of the assessment that "the
capacity to share information all through associations relies heavily on how the
workplace is intended to empower associations to use workplace as though it were a
resource. This assists associations with further developing viability and permit workers
to profit from aggregate information". Opperman (2002) characterizes working climate
is a composite of three significant sub conditions: the specialized climate, the human
climate and the authoritative climate. Sinha (2001) said that workers’ overall
performance is relying at the ability and furthermore the transparency of the personnel
ion finishing their assignment. He additionally said that via having this readiness and
transparency of the work force in going about their business, it can blast the
representatives' efficiency which also finishes in the general execution. Stup (2003)
moreover made sense of that to have a well-known performance, bosses should get the
workers task to be done heading in the correct course as to achieve the company point
or target. Various components that are being characterized by Stup (2003), lead towards
the outcome of the faculty's execution. Franco et al (2002) depicted execution that
depends on interior inspiration anyway presence of internal variables including
significant skills, scholarly capacity and assets to finish the work in actuality have an
effect.

Research Design

This is a cross-sectional study. Data is collected from employees of various
oganisations located in Lahore. The sample size is 300. The sampling technique is
random sampling. Sample selection is based on inclusion criteria in which data is
collected from employees, both male and female. Under the exclusion criteria include
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those who can no understand the questions, and who are not interested participate. The
guestionnaire is based on Likert scale (1=Strongly Agree, 2=Inclined to Agree, 3=
Neither Agree nor Disagree, 4= Inclined to Disagree, 5= Strongly Disagree). The
percentages and frequencies have been used through SPSS version 20 to analyze the
data.

Discussion of Results

This section deals with the analysis and interpretation of the data collected
through questionnaires to achieve the objectives of the study. The total number of
employees is three hundred (300). The study involved gender distribution (in terms of
male and female) of employees in order to achieve the aim of the study through the
guestionnaires. Table 1 exhibits that 60% are female and 40% are male employees,
who participated in this study. The 20-30 year group constituted 60% of employees,
which is highest number of employees. The age-group of 31-40 is 31.7%. The lowest
percentage i.e. 8.3% of employee belongs to age-group 41-50.

In this study, the physical working environment has been taken into
consideration as one of the elements influencing employees' performance as indicated
by their responses to disseminated questionnaires. The majority of the workers in Table
3, or 23.7% of them, rated their physical work environment as moderate, which
encouraged the employees to stay at workplace and do job comfortably. 4.0% of
workers reported that the physical work environment is very uncomfortable for them;
otherwise, they remain in the office and work in peace. While 32.7% of employees say
their physical work environment is good, the remaining 24% of employees say their
physical work environment is very good for them and allows them to work
comfortably, 15.7% of employees say their physical work environment is bad for
employ to stay at the workplace and perform. This demonstrates that it is the obligation
of the company to create a welcoming workplace that will encourage the workers to
work comfortably and complete their tasks. In this study, supervisor planning was taken
into consideration as one of the factors affecting employees' performance. According
to table 4, 32.7% of employees strongly agree that their boss schedules their job ahead
of time, whereas just 4.0% of employees disagree. 45% of the workforce concurs with
the plans of the supervisor. The other 1.0% of workers vehemently disagree.
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Table 1
Gender of Employees
Employees Frequency Percentage Valid Percentage  Cumulative Frequency
Female 180 60.0 60.0 60.0
Male 120 40.0 40.0 100.0
Total 300 100.0
Table 2
Age of Employees
Employees Frequency Percentage Valid Percentage = Cumulative Frequency
20-30 years 180 60.0 60.0 60.0
31-40years 95 31.7 31.7 91.7
41-50 years 25 8.3 8.3 100.0
Total 300 100.0 100.0
Table 3
Working Environment
Frequency  Percentage Valid Percentage = Cumulative Frequency
Very Good 72 24.0 24.0 24.0
Good 98 32.7 32.7 56.7
Moderate 71 23.7 23.7 80.3
Bad 47 15.7 15.7 96.0
Very Bad 12 4.0 4.0 100.0
Total 300 100.0 100.0
Table 4
Supervisor’s Planning
Frequency  Percentage Valid Percentage = Cumulative Frequency
Strongly Agree 98 32.7 32.7 32.7
Agree 135 45.0 45.0 77.7
Neutral 52 17.3 17.3 95.0
Disagree 12 4.0 4.0 99.0
Strongly 3 1.0 1.0 100.0
Disagree
Total 300 100.0 100.0
Table 5
Impact of organizational work on Employee Performance
Frequenc Percentage  Valid Percentage Cumulative
y Frequency
Strongly Agree 55 18.3 18.3 18.3
Agree 155 51.7 51.7 70.0
Neutral 60 20.0 20.0 90.0
Disagree 24 8.0 8.0 98.0
Strongly Disagree 6 2.0 2.0 100.0
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Total 300 100.0 100.0

Table 6

Job Assistance

: Cumulative
Frequency  Percentage  Valid Percentage Frequency

Strongly Agree 102 34.0 34.0 34.0
Agree 132 44.0 44.0 78.0
Neutral 40 13.3 13.3 91.3
Disagree 20 6.7 6.7 98.0
Strongly 6 2.0 20 100.0
Disagree
Total 300 100.0 100.0

Table 7

Employees’ Effective Performance

. Cumulative
Frequency  Percentage  Valid Percentage Frequency

Strongly Agree 98 32.7 32.7 32.7
Agree 122 40.7 40.7 73.3
Neutral 56 18.7 18.7 92.0
Disagree 15 5.0 5.0 97.0
Strongly Disagree 9 3.0 3.0 100.0
Total 300 100.0 100.0

From the table 5, 18.3% of employees strongly agree that the organization work have
positive impact on employee performance while 8.0% of the employees disagree with
organizations impact on employee performance. 51.7% of employees agree that organization
have positive impact on employee performance. The other 2.0% of workers vehemently
disagree. According to Table 6, 34.0% of employees strongly agree that having access to job
assistance within the company will have a major impact on how well they perform at work.
While 6.7% of employees disagree, 44.0% of employees believe that having work aids available
will improve their ability to do their jobs. Another 2.0% of workers vehemently deny that the
use of a work assistance affects their output.

Table 8

Employee Performance Feedback

Frequency  Percentage Valid Percentage Cumulative percentage
Strongly Agree 98 32.7 32.7 32.7
Agree 120 40.0 40.0 72.7
Neutral 46 15.3 15.3 88.0
Disagree 30 10.0 10.0 98.0
Strongly Disagree 6 2.0 2.0 100.0
Total 300 100.0 100.0

Table 9
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Management’s Support

Frequency Percentage Valid Percentage Cumulative Frequency

Strongly Agree 80 26.7 26.7 26.7
Agree 124 41.3 41.3 68.0
Neutral 60 20.0 20.0 88.0
Disagree 30 10.0 10.0 98.0
Strongly disagree 6 2.0 2.0 100.0
Total 300 100.0 100.0

From Table 7, 40.7% of employees agree that an organization-friendly
environment increases the ability of employees to perform work effectively. 32.7% of
employees also said they strongly agreed. 5.0% of employees also disagree. Another
3.0% of employees said they strongly disagreed that an organization-friendly
environment increases employees' ability to perform work effectively. As shown in
Table 8, 32.7% of employees strongly agree that they sometimes receive performance
feedback from their supervisor, followed by 40.0% of employees who agree that they
usually receive performance feedback from their supervisor. Another 10.0% said they
disagree because they never get performance feedback and finally 15.3% are not sure
if they get performance feedback from a supervisor. Most of the employees in Table 9,
representing 41.3%, said that they agree that the management of this organization
supports them, while 26.7% said that they strongly agree. 10.0% of employees said
they disagreed with supportive leadership, while 20.0% said they neither agreed nor
agreed with supportive leadership. 2.0% of employees, on the other hand, said they had
strong management support. With the supportive management in the organization, it
helps in the performance of the employees by making them work comfortably and
increases the productivity of the organization.

Implications of the study

The exploratory investigation helps in identifying the presence of positive
working environment and management support at various organizations. It also aims
to find their impact on employee performance. Using an exploratory design and survey
guestionnaire technique the study offers an insight from various organizations located
in Lahore. The findings highlight some important workplace realities. For instance, it
is observed that most of the respondents believe that the working environment in their
organizations are positive. It is also observed that the performance is strongly
influenced by the working environment. In addition to that it also highlights that the
management should provide support to the organizational members which can foster
their performance.

These results offer some meaningful lessons to the management of companies.
The results reveal that working environment is an important determinant of the
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employee performance, and if the management intends to increase the level of
employee performance the environment should be improved positively. Similarly, the
management role has also be signified for its influence on employee performance.
Therefore, the management can both directly and indirectly influence the performance
of employees.

Theoretically, the study is descriptive in nature, but still offers some valuable
insights. The foremost is the simplest approach to find the relationship of environment
and employee performance. The descriptive design provides an understanding of the
phenomenon under investigation in the natural way.

Limitations & future directions

The study is prone to some major limitations, the foremost is the use of
descriptive design while the sophisticated and modern designs are available to be
carried out. Therefore, the future researchers should go with correlational or causal
designs to see the relationship among variables of interest or their impacts. The sample
size is another major limitation of the current study, which is too small to provide a
complete picture of the workplace realities. The future researchers should go with
large, diversified and multi-sampling approaches to create a better picture of the
workplace happenings. The studies should also add some other variables and
approaches to carry out a sophisticated form of investigation.

Conclusion

The study revealed that the work environment of the organization had an
impact on the employees. Through this study, it has been shown that employee
performance is largely dependent on the presence of work aids in the organization. The
workplace has a significant impact on how motivated people are to complete their given
tasks. Because the kind of workplace performance needed in today's cutthroat corporate
environment cannot be supported by money alone. In the highly competitive climate of
today, an organization's capacity to maintain and sustain high performance is becoming
increasingly crucial. At the conclusion of the study, it was discovered that employees'
productivity is significantly impacted by their workspace. On the whole, it is the
responsibility of the organization to ensure a friendly work environment that
encourages employees to work comfortably and fulfill their duties. The study found
that an organization needs to improve its physical work environment to influence
employees to stay in the office, work comfortably and do their jobs. In order to consider
new working methods, organisations must go beyond their established responsibilities
and comfort zones. They need to establish a work atmosphere where employees may
love what they do, feel like they are accomplishing something worthwhile, take pride
in their work, and realise their full potential.
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