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ABSTRACT

A healthy working environment is important for the performance of workers to prevent undue burden
on employees, thus impacting their job efficiency. Numerous working environment factors contributed
to job satisfaction. The goal of this analysis was, therefore, to explore the correlation between working
environment and the employee performance on the basis of five working environment dimensions.
This study utilized the quantitative approach and collected data through questionnaires. The
respondents of this study were employees of all positions, which include the manager, senior to junior
executives in selected construction firms of Karachi city. By using Pearson's Correlation Analysis, the
data were analyzed to measure the relationship among variables. The results indicate that the
workplace environment and employee performance have a significant relationship. The support of
supervisors was thus identified as the main element in maintaining a positive workplace environment.

Keywords
Workplace environment; Job efficiency; Construction firm; Employee productivity;.

1. Introduction

In Employees' performance declines because they have a low view of job security and safety.
In return, their behaviours shift by disobeying the laws that lead to a rise in injuries on the jobsite.
Various factors impacting employee performance are working hours, colleagues relationship, job
safety and security , and the importance required. Athirah Saidi et al. (2019) Job safety and security
amongst the most critical considerations for working environment, must be strictly applied at the
workplace in order to create a secure and versatile work environment for workers. As Jain & Kaur
(2014) further demonstrated, physical, social and mental working environments are three
components of the working environment. The efficiency of an entire company concerned with the
welfare of its employees. The company would have a better working atmosphere for its workers so
that their tasks could be focused and more productive. The performance of workers may be
influenced by the physical working environment, that involves lighting, office layout, temperature,
fresh air and noise. Each of these disturbances among employees can trigger health problems,
leading to a decrease in the performance of employees. Temessek (2009) Showed that the functional
design and decoration of a working environment have eventually been instrumental in improving the
employee experience and improving performance. Haynes (2008) discovered that a physical work
environment is incorporated into a tangible component which determines employees' ability to attach
with work roles and how the quality of their working environment affects their behaviour and their
mental, physical and emotional conditions. Earlier studies have said the physical working
environment has helped determine employees ' skills and how they deal with their work and affect
their behaviour. A study showed that a favourable physical environment could reduce absenteeism
and improve staff performance. Therefore the company had to improve the physical working
environment in order to retain its employee performance. Charles, Magee, Clarke, Barry, McCarthy,
& Selikowitz (2005) showed that an adequate temperature in the workplace energizes the workforce
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to work at its best, this meant that organization, following nature and demands for the jobs, needed to
improve its physical working environment. In their survey, Awan & Tahir (2015) discovered that
relationships with co-workers are at the same hierarchical level and have no authority over each
other. It was said that a good connection with teammates must be developed in order to build a
conducive working environment. They evaluated their findings, and it was seen that the interaction
with the co-worker had a strong positive impact on the performance of the workers. Co-worker
interactions and support for teammates inspire workers to carry out tasks even while not included in
the employment contract, they feel secure with them. Oswald (2012) stated that the support of
supervisors is essential for workers to carry out their tasks. Supervisor support for workers would
allow them to do well in their current position and help them further improve their future careers. A
competitive and professional supervisor will assists workers in their jobs and encourages them to
further establishing significant roles. Pailhé & Solaz (2008) revealed that physical, biological,
chemical hazards in the workplace, communication networks, operating hours, staff empowerment
and work speed are essential elements to determining the organization's working environment.
Working hours have a relation with practices, programs and policies and initiated by workers for
arranging working hours and modifying working time in order to meet their interests.

2. Problem Statement

Employee performance can be seen as a backbone organization as it ultimately contributes to
its growth. Regrettably, most of the working environment of the company or association, was
perceived as unhealthy and unsafe. Borman (2004) said the factors of the workplace environment
influence employee performance. Athirah Saidi et al. (2019) said that far more emphasis must be on
given to recognition and the control of the work environment as employees often suffer from
persistent stress because workers have an adverse view of their environment. The workplace
environment often involves laws, regulations, culture, resources, working relationships, place of jobs,
interior and exterior environmental factors, all of which affect the way workers conduct their job
responsibilities. Past research saw one direct association with a general component that impacted
job satisfaction such as pay and promotion, psychological empowerment, remuneration, healthcare
services, work pressures and working conditions. Opperman (2016) said that the work environment
refers to procedures, methods, frameworks, resources which have a favourable or unfavourable
effect on the productivity of individuals.

WORKING ENVIRONMENT
Job safety and security

Physical Working Environment

Relationship with co-worker — EMPLOYEE PERFORMANCE

Supervisor Support

Working Hour

Figure 1 : Research Framework

Employee performance in the company is an important part of maximizing the productivity of
the company. Borman (2004) found out that the factors of the work environment at workplace have
an immense impact on the performance of workers. Unfortunately, most of the company or
organisation considered their working environment to be unhealthy and unsafe. Therefore, in order to
analyse and learn more about the employees performance, it is important to evaluate the direct
connection between the factors of the working environment and the employee performance with a
few components of the working environment, such as working hours, job security and safety, support
for supervisors, co-worker relationships and the physical working environment.

3. Research Objectives
1. Toinvestigate the correlation between job safety and security and employee performance;

2. To investigate the correlation between physical working environment and employee
performance
3. To investigate the correlation between supervisor support and employee performance
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4. To investigate the correlation between co-worker and employee performance
5. To investigate the correlation between working hour and employee performance

6. Methodology

In this study, quantitative analysis is performed using correlation analysis in order to test the
research hypotheses. Questionnaires on a working environment and employee satisfaction from
Borman (2004) were adopted. The questionnaire consists of 8 sections and a total of 42 elements.
however, more than 1100 construction companies from the Karachi are registered in various
categories with the Pakistan Engineering Council (PEC). This figure was used as the size of the
population. This number was used as the population size. Based on Ariani (2015) Table, 291
guestionnaires were distributed. Whereas this study utilized web-based survey tool “Google Form” for
data collection. One hundred and fifty seven responded to the questionnaire through the web.
Therefore, about 15 PEC registered construction companies operating in Karachi participate in this
survey.

The reliability test, however, was carried out and the value of Cronbach alpha 0.812 was
found to be considered acceptable. In the IBM Statistical Package for Social Science (SPSS) version
26.0 the data obtained were examined in order to explore the relation between variables by the
Pearson Correlation Analysis.

Table 1: Background of respondents

Characteristics Sub-profile Percentage (%0)
Gender Male 100%
Female 0%
Age 18 — 25 years 31.21%
26 — 35 years 36.30%
36 — 45 years 22.92%
46 years and above 9.55%
Qualification Diploma 23.56%
Graduate 62.42%
Master 5.73%
Doctorate 0%
Others 8.28%
Total Years of 0-5 years 13.66%
Experience 6-15 years 62.02%
15 years+ 24.32%
PEC category Financial limit of each category No. of
companies
C-A No financial limit 0
C-B 2,000 Million 1
c-1 1,000 Million 3
C-2 500 Miltion 2
c-3 250 Million 4
C-4 100 Million 5
C-5 30 Miltion -
C-6 15 Million -
Total 15

Figure 2 : The size of firms depends on categories of PEC
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Table 2: Summary of hypothesis testing

Hypothesis pvalue rvalue Relationship
strength

Ha 1: Physical working environment has a significant 0.000 0.481 Weak
correlation with employee performance
Ha 2: Supervisor support has a significant correlation with 0.000 0.521 Strong
employee performance
Ha 3: Co-worker has a significant correlation with employee 0.000  -0.436 Weak
performance
Ha 4: Job safety and security has a significant correlation with 0.000 0.337 Weak
employee performance
Ha 5: Working hour has a significant correlation with employee ~ 0.000 0.368 Weak
performance

7. Results and Discussion

The demographic background of the participants was tabulated in Table 1. Consequently,
table 3 shows the results of the study that the working environment and the employee performance
are significantly related. The above results demonstrated that the dependent variable (employees’
performance) is significantly related to all independent variables such as the supervisor support,
physical working environment, job safety and security, co-worker relationship and working hour.

According to Hal, the findings show r=0.481 and p=0.000 (p<0.05) demonstrating that there
is a significant correlation between the physical working environment and the employee performance.
This finding is confirmed by Naharuddin & Sadegi (2013), who have found evidence of disruptions
(e.g. noise and improper office layouts) that created discomfort among workers and adversely
influenced employee performance.

Second, Ha2 is accepted as the relationship between supervisors’ support and employee
performance found strongly significant positive, r=0.521 and p=0.000 (p<0.05). Razak, Jaafar,
Abdullah, & Muhammad (2008) concluded that respect for managers was the secret to promoting
good relations and increasing the degree of self-confidence that would improve employee
performance in return.

Based on Ha3, it has been observed that there is a relationship between the co-worker
relationship and the success of workers, r=-0.436 and p=0.000 (p<0.05). As a result, the hypothesis
is accepted. The co-worker relationship plays a crucial role in improving the performance of workers.
This is because workers wanted more motivation to carry out their duties and to be completely
committed to the organisations. Workers who have perceived a successful partnership with other
colleagues in the company would feel responsible and obligated to reciprocate a strong relationship to
help them accomplish their targets (Ariani, 2015).

The results have suggested that Ha4 was not dismissed when it was observed that there is a
significant relationship between job safety and security and employee performance with r=0.337 and
p=0.000 (p<0.05). Job safety and security has a major role to effect on employees performance , as
job safety and security would guarantee the efficiency of the work of employees. It can improve their
incentive to select the best organisations to work with (Allaire et al., 2013). Job safety and security
guarantees workers with their bonuses, salaries and benefits, safety at work and career growth, and
thus, if companies have poor job security and job stability for staff they would not complete their job
and operate properly, leading to lower performance of employees (Mun, Ying, Lew, Wei, & Ning,
2017).

Ha5 analysed the relationship between working hours and employee performance. It indicates
that there is a significant relationship between working hours and employee performance r=0.368 and
p=0.000 (p<0.050). The working hours is weakly correlated with employee performance, as
employees are happier and would feel comfortable if companies allow flexibility in scheduling work
time and changing work hours. Staff assumed that flexible working hours would improve efficiency
because of flexible operating hours. They will work at all hours until the eight-hour duration of work is
done within one day (Henly & Lambert, 2014).

Based on the results, the working environment is also seen as critical in maintaining
employee productivity, so supervisors in organization should involve their workers more and more in
job preparation and decision-making and display empathy for their employees.
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8. Conclusion

In short, a direct link exists between physical working environment, relationship with co-
worker, job safety and security, working hour, and supervisor support with employee performance.
Consequently, Supervisor Support has the great effect on employee performance.
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