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ABSTRACT 

Employee performance is a key determinant of university success, influencing teaching quality, research 
productivity, and administrative efficiency. This study explores the factors affecting employee 

performance in Pakistani universities, focusing on administrator attitude, organizational culture, and 

personal problems. Using quantitative research design, data were collected from 100 university 

employees via a structured questionnaire. Correlation and regression analyses were conducted using 
SPSS. Findings indicate that all three factors—administrator attitude, organizational culture, and 

personal problems—significantly influence employee performance. The study provides 

recommendations for improving administrative practices, fostering a supportive organizational culture, 

and addressing employees’ personal challenges to enhance performance. 
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INTRODUCTION 

Universities play a pivotal role in shaping human capital, advancing knowledge, and fostering 
innovation. In Pakistan, universities are critical to the economy and society by producing skilled 

graduates and generating research that addresses national challenges. Employee performance, 

encompassing both faculty and administrative staff, is fundamental to achieving these goals. 

Various factors influence employee performance, including administrative attitude, organizational 
culture, and personal problems. Administrative attitudes affect motivation, decision-making, and 

workplace satisfaction. Organizational culture shapes the norms, values, and behaviors of employees, 

influencing collaboration and productivity. Personal problems, including health and family challenges, 
can also impact focus, efficiency, and overall performance. 

Recent studies highlight the importance of managerial support, organizational culture, and employee 

well-being in determining performance outcomes. Jafri et al. (2023) emphasized that administrative 
practices in Pakistani universities significantly affect employee performance, while Afzal et al. (2024) 

noted the role of organizational culture in enhancing effectiveness. Meraj et al. (2024) highlighted that 

addressing personal challenges improves employee engagement and performance. 

The aim of this study is to examine the relationships among administrator attitude, organizational 
culture, personal problems, and employee performance in Pakistani universities. 
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LITERATURE REVIEW 

Administrator Attitude 

Administrative attitudes significantly influence employee performance. Supportive and ethical 

leadership increases motivation, engagement, and productivity, while negative attitudes can demotivate 

employees. Ibrahim et al. (2009) highlighted that ethical and fair managerial practices promote trust and 
job satisfaction. Jafri et al. (2023) confirmed that effective administrative practices positively correlate 

with employee performance in higher education settings. 

Organizational Culture 

Organizational culture represents shared beliefs, values, and norms that shape employee behavior. A 

positive culture encourages collaboration, innovation, and commitment. Afzal et al. (2024) found that 

universities with a strong, supportive culture achieve higher employee performance levels. Symbolic 
power theory (Hallett, 2003) emphasizes that organizational culture emerges through negotiated 

interactions among employees and leaders, influencing performance outcomes. 

Personal Problems 

Personal challenges, such as financial stress, health issues, or family responsibilities, may negatively 
affect performance. Posner (2010) suggested that personal and organizational value alignment reduces 

work-related stress and enhances commitment. Meraj et al. (2024) noted that providing support for 

personal challenges improves employee satisfaction and performance in public universities. 

Research Gap 

Although existing research highlights factors affecting employee performance in various sectors, studies 

specifically focused on Pakistani universities remain limited. This research addresses this gap by 

exploring the combined impact of administrator attitude, organizational culture, and personal problems 
on university employees’ performance 

Problem Statement 

Employee performance in universities is affected by multiple factors, including administrator attitude, 
organizational culture, and personal problems. Understanding these factors is critical for implementing 

strategies to enhance employee efficiency and institutional effectiveness. 

Research Objectives 

To examine the relationship between administrator attitude and employee performance in Pakistani 

universities. 

To assess the impact of organizational culture on employee performance. 

To evaluate how personal problems affect employee performance. 
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Research Questions 

How does administrator attitude influence employee performance in Pakistani universities? 

What is the effect of organizational culture on employee performance? 

How do personal problems affect employee performance? 

Hypotheses 

H1: Administrator attitude has a significant relationship with employee performance. 

H2: Organizational culture has a significant relationship with employee performance. 

H3: Personal problems have a significant relationship with employee performance. 

Conceptual and Theoretical Framework 

Conceptual Framework: 
Administrator Attitude ------>   

                                \ 

Organizational Culture ---------> Employee Performance 

                                / 

Personal Problems -----------------> 

Theoretical  Framework: 
 

This study draws on Social Exchange Theory and Motivation Theory. Social Exchange Theory posits 
that employees reciprocate positive managerial behavior with higher performance. Motivation Theory 

emphasizes the role of intrinsic and extrinsic motivators—such as administrator support and positive 

culture—in enhancing performance. 

METHODOLOGY 

This study uses a quantitative research design with a positivist approach. Data were collected from 100 

university employees using a structured questionnaire comprising 20 close-ended Likert-scale items. 

SPSS software was used for reliability, correlation, and regression analyses. 

Sample: 100 employees (faculty and staff), age 25–55, selected using simple random sampling. 

Independent Variables: Administrator attitude, organizational culture, personal problems. 

Dependent Variable: Employee performance 

Data Analysis 
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Reliability Analysis 

Variable Cronbach’s Alpha Reliability Level 

Employee Performance 0.643 
Acceptab

le 

Administrator Attitude 0.636 
Acceptab

le 

Organizational Culture 0.647 
Acceptab

le 

Personal Problems 0.263 Poor 

Overall Dataset 0.707 Good 

Correlation Analysis 

Variable Employee Performance 

Administrator Attitude 
0.625 (moderate, 

significant) 

Organizational Culture 
0.246 (weak, 

significant) 

Personal Problems 
0.412 (moderate, 

significant) 

All independent variables show significant positive relationships with employee performance, supporting 

the acceptance of all hypotheses. 

Regression Analysis 

Predictor Beta (Standardized) 
t

-value 
Significance (p-value) 

Administrator Attitude 0.605 
7

.290 
0.000 

Organizational Culture 0.218 
2

.872 
0.005 

Personal Problems 0.176 
2

.135 
0.034 

Interpretation: 

H1 accepted: Administrator attitude significantly predicts employee performance. 

H2 rejected: Organizational culture significantly predict performance 

H3 rejected: Personal problems do not significantly predict performance. 

DISCUSSION 

The findings suggest that administrator’s attitude is the most significant predictor of employee 

performance. Universities with supportive and ethical leadership foster higher motivation and 
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productivity. Organizational culture and personal problems also significantly affect performance, though 
their effects are comparatively weaker. These findings are consistent with Jafri et al. (2023), Afzal et al. 

(2024), and Meraj et al. (2024). 

RECOMMENDATIONS 

Administrator Training: Universities should develop leadership programs to enhance managerial skills 
and promote ethical, supportive leadership. 

Positive Organizational Culture: Foster a collaborative, transparent, and supportive work environment. 

Support for Personal Problems: Provide counseling, flexible working arrangements, and employee 
assistance programs to address personal challenges. 

Regular Performance Feedback: Establish a structured feedback mechanism to enhance employee 

development and motivation. 

CONCLUSION 

This study concludes that administrator attitude, organizational culture, and personal problems all 

significantly influence employee performance in Pakistani universities. Administrator attitude has the 

highest impact, highlighting the importance of effective leadership. Addressing organizational culture 
and personal challenges further enhances performance, leading to improved institutional efficiency and 

productivity. 

Limitations 

Limited sample size may not represent all universities in Pakistan. 

Self-reported questionnaires may introduce response bias. 

Cross-sectional design limits causal inference. 
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