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Abstract

The objective of this investigation is to look at the relationship between employee performance
and quality of work-life in manufacturing companies. A self-administrative questionnaire was used
to gather data for the study from 231 manufacturing company employees in the Butwal Industrial
Estate using a convenience sample approach on a five-point Likert scale. In the research study's
causal and descriptive comparative research design, Hays Process Macro Approach and
Correlation were utilized as research design tools. The study's conclusions showed a strong
connection between employee performance and work conditions, relationships, and cooperation,
organizational culture, social integration, and compensation and reward. Moreover, it is also
found that there is significant effect of Work condition, Relation and Cooperation, Organization
culture, social integration, Compensation and Reward on Employee Performance. Among the
different variables used Organization culture, Compensation, and Reward has the highest
influences on the job performance. Consequently, it can be assumed that there is a higher chance
of improving employee performance if manufacturing organizations focus on these areas, namely
Organization culture and reward and compensation in favor of employees.
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Although research on the factors that affect
quality of life has a long history (Samuels and

I. Introduction

The primary strategic resources used by each Alexander, 2003), it is unclear where the term
firm  were its  human  resources. "quality of work life" first appeared.
Unquestionably, effective human resource However, it is likely that Rensis Likert and his
management based on behavioral sciences is approach to systemic change at the Social
essential for workplace success. It is required Research Institute of the University of

to comprehend ideas and constructs linked to Michigan (Hood & Smith, 1994).
human  resources and its particular
instruments more thoroughly, as well as to
have the ability to employ these constructs and
instruments, in order to meet the challenge of
effective use of this resource (Blanchard,
1988). Due to its significance, quality of work
life is one of the factors that many managers
who want to improve quality in human
resources have lately taken into account.

"Quality work life" is defined in the definition
as the capacity of employees to satisfy major
personal needs as a consequence of their
performance at work as gauge of the overall
conditions of the workplace, Quality Work
Life has become more significant in
organizational behavior. It influences people,
their work, performances, and personality in
adding to the company's overall development,
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therefore every organization may profit from
it. Essentially, it pertains to the connection
between the workplace and the employees. It
emphasizes building a workplace where
people cooperate and produce outcomes as a
team. Work, home, the person, and the
organization all benefit from a high quality of
work life (QWL). To preserve an employee's
satisfaction and motivation, the business must
meet their needs, such as remuneration,
safety, and well-being (Cavry, 1995).
Maintaining employee happiness is vital for
their capacity to enhance customer support,
boost confidence, and perform better. In
response to the tendency of change in a
multitude of industries, along with the
environment,  technologies, and the
emergence of worker unions, owners are
providing pay as reward and developing
specialized perks. The goal is to create a high-
quality working environment that will
captivate and retain the brightest minds across
all disciplines. Several scholars have explored
the many conceptions of the work life quality
in the past, taking into account all of its
characteristics. The phrase "quality of work
life" (QWL) has been around since the 1960s,
although Hian and Einstein stated during the

I1. Review of Literature

Theoretical Review

A theoretical framework is an arrangement
that provides insight into the connected
theories and concepts. Henri et al. (2006) said
that QWL consisted of job characteristics and
Work situation influenced the employee's
work life. Social and physical work
circumstances have been shown to have an
effect on employees' mental health, according
to study on the subject. Workplace settings
that are conducive to employees' welfare and
well-being are referred to as QWL (Hood &
Smith, 1994).

Social integration, economic cooperation, and
identity inclusion are three significant facets
of a newcomer's experience in a welcoming

conference of international labour relations in
Rome that it was first used in 1972. (Hian &
Einstein, 1990).

The expression "work-life balance” indicates
that unless a certain balance is achieved, the
responsibilities of a paid employment threaten
other aspects of life. It is a form of
communication that has developed as the
result of social reform. Because of the more
lasting changes in labor market in the recent
days, nature of work, family, demographic
changes, and government laws, there is a
specific feeling of stress and strain amid paid
service as well as the lifetime. Everyone, not
only those who have direct care obligations,
experiences the quality of work-life balance
differently throughout their lives (Dargahi &
Seragi, 2007). Organization researchers and
professionals have been engaged in employee
engagement and their work-life balance for a
very long time. Increasing focus on the state
sponsored projects and efforts, typically
through the goal of achieving improved
performance quality. This interest stems from
the knowledge and evidence that having a
motivated and content workforce has
advantages (Wyatt & Wah, 2001).

community (Loscocco & Roschelle, 1990).
Social integration refers to the extent to which
newcomers participate in collaborative social
connection among their group members, are
content with the other members of the group,
and are appealing to the group (Wyatt &Wah,
2001).

According to the (Sirgy et al., 2008)
framework of the connection among
relationship, cooperation and employee
performance, it was discovered that a good
rapport between a supervisor and a
subordinate inspires workers to provide their
best efforts.

Remuneration is the remuneration that
employees receive in return for their efforts,



and it is typically the foundation of a skilled
workforce. Executing your remuneration
budgeting techniques effectively often
immediately affects the caliber and
performance of your company's personnel
pool (Maanen & Schein, 1979). The term
"compensation package" can refer to more
than just financial pay. Incentives, work-life
balance, health insurance, and other
advantages are also discussed.

Empirical Review

The excellence of an employee's working
conditions has the great influence on their
degree of motivation and, by extension, their
output. The quality of their connections with
the business, and especially with the
surrounding, greatly influences the error rate,
degree of innovation, degree of cooperation
with other personnel, rate of absenteeism, and
consequently how they work (Nash, 1985).
Organizations will need to create effective
work environments given the rapidly
changing and increasingly competitive nature
of the workplace. This will be accomplished
through strategies like personal development
programs, improved collaboration and
teamwork at all organizational levels,
including  labor/management  partnership
councils, and a dedication to performing a
good job and delivering great performance
(Cooper, 2006). According to Ahmad (2001),
it’s commonly misunderstood that a worker's
pay is inversely proportional to how well they
accomplish their job. Yet, several surveys of
employees have shown that this is not
generally true. Pay raises and bonuses tied to

I11. Research Methodology

The study aims to examine the relationship
between Quality of Work life and Employee
Performance in manufacturing companies of
Butwal industrial Estate. This study looks at
the various methods and procedures of
researcher adopted in conducting the study.

performance often have a minimal effect in
the near run. These supplementary money are
less likely to be regarded as a reward and more
of an “entitlement.”. There are additional
elements that, when taken together, offer a
more potent predictor of employee success.

To determine the quality of the working
environment Brooks and Anderson (2005)
used work context, work design, work
life/family life, and work world. Work
conditions (Sirgy et al., 2008; Ahmad, 2001),
occupational stress (Cunningham, 1990),
professional growth, remuneration and
incentives, and social support are the five
aspects of quality of work life that are the
focus of this study (Purdy & Ford, 2010)
According to Serey (2006), the construct of
quality of work life contains the criteria of
commitment, consciousness, capacity, and,
concern. The authors of the study had
emphasized the need of assessing the value of
work-life in both the job and non-job contexts,
and they have proposed six categories,
including career satisfaction and work, job
pressure, work control, workplace, work-life
balance, and overall well-being (Cole et al.,
2005). According to Zohir (2007), financial
benefits, social welfare, security, and leave
policies all improve employees' quality of life
at work. This group of advantages impacts the
performance of the company. Also, according
to this research report (Zohir, 2007), non-
financial benefits have a good impact on both
worker quality of life and business success. As
an illustration, consider canteen amenities,
festival bonuses, attendance bonuses,
transportation amenities, and pay increases.

The demographic, size of the sample,
sampling methods, sources of data collection,
data analysis tools and techniques, were all
employed in the study. Both causal-
comparative and descriptive research designs
were used in this study. More specifically, this
study examines the effect of work condition,
relation and co-operation, organization



culture, social integration, compensation and
rewards. There are altogether 64
manufacturing  companies in  Butwal
Industrial Estate, out of them there are 28
Plastic factories (Butwal Industrial Estate,
2022) where number of employees working
are 573. Therefore, the population of the study
is 573. A sample is a small portion of

ny
n=
1+(ny—1)/N
something that demonstrates how the
remainder should or is. The Cochran's

formula, which is as follows, was applied to
get the sample size for the study:

Where,

2
ng =22 P=05 Q=05 d=5%, «=5%,

t=1.96 and N= 573

Where N = “total employees in the company
(573)°

d= “Acceptable error (5%=0.05)"

P=  “Proportion of satisfaction or
dissatisfaction (0.5, from normal area of
table)”

t=“(1.96, from Normal area of table)”

“The calculated sample size is 231 (rounded

of).Q,

V. Results and finding

Descriptive Statistics: Mean and Standard
Deviation

The mean is a statistical measure used to
express the central tendency or average of a
group of numbers. One of several measures of
central tendency, it is also referred to as the
arithmetic average. That is probably the
central tendency metric that you are most
accustomed to. The sum of squares (SS) of the

The Regression model

Except for the fact how this approach makes
use of many independent variables, multiple
linear regression analysis is essentially similar
to the simple linear model. Quantitatively, the
multiple linear regression model can be
expressed as:

Y =a+ blX;+ b2Xo+ b3X3 + bdXs+ b5Xs5 +
€

Where:
e Y — Dependent variable

e X1, Xo, X3 Xs Xs— Independent
(explanatory) variables

e a- Intercept
e Dbl, b2, b3, b4, b5 — Slopes
e ¢ —Residual (error)

The regression equation of the study is as
follows:

Y =a+ blxl + b2x2 + b3x3 + bdx4 + b5x5

Employee Performance = a (Intercept) + bl
(Work condition) + b2 (Organization culture)
+ b3 (Relation and Cooperation) + b4 (Social
integration) + b5 (Compensation and
Reward).

dispersion, a metric of how dispersed a dataset
is from their mean, is employed to determine
the Standard Deviation (SD). The SD s
calculated by taking the square root of the
dispersion, which is the difference from every
piece of data from it's own mean. The
statistics diverge farther from the mean the
larger the variation inside the collecting data,
hence the greater the typical dispersion, the
further scattered the dataset is.

Table 1: Descriptive Statistics of Independent variable and Dependent variable

v

n

X X

Cronbach Alpha

Work condition

210

3.51 1.39 0.706




Relation and Cooperation 210 3.98 1.32 0.746
Organization culture 210 4.49 0.85 0.729
Social integration 210 3.86 1.42 0.724
Compensation and Reward 210 3.76 1.23 0.786
Employees Performance 210 3.98 1.24 0.781
Note: Results from SPSS
According to table no. 2 above, the values for The mean values for work conditions,
Cronbach Alpha are.706,.746,.729,.724,.786, and organizational  culture, relationships  and

0.781 for work situation, organization culture,
relationship and cooperation, social integration,

cooperation, social integration, compensation and
reward, and employee performance are

compensation and reward, and employee determined in Table No. 2 above to be 3.51, 4.49,
performance, respectively. 3.98, 3.86, 3.76, and 3.98, respectively.
Inferential Results
Table 2: Correlation
Work | Organizati | Relation and Social Compensat | Employee

condition | on culture | Cooperation | integration ion Performance
Work condition 1 942" 954" 663" 974" 821"
Organization 1 927" 596" .964™ 691"
culture
Relation gnd Pearso 1 676 .984 .851
Cooperation n
Social integration | correl 1 654" 623"
Compensation ation 1 793
Employee 1
Performance
Note: Result drown from SPSS
The value of r with respect to Work condition, is strong positive relationship  between

Organization culture, Relation and Cooperation,
Social integration, Compensation, in relation to
Employee Performance are 0.821, 0.691, 0.851,
0.623, and 0.793 respectively, which means there

Regression analysis

Work condition

Table 3: Summary of the Regression Analysis

independent variable and Dependent variable i.e.,
Work condition, Organization culture, Relation
and Cooperation, Social integration,
Compensation, and Employee Performance.

Model R R?

Adjusted R?

SE of Estimate

1 0.562% 0.315

0.307

0.535

Note: Result drown from SPSS

a. Predictors: (Constant), Work condition

Table 4: ANOVA




Table 3: Summary of the Regression Analysis

Model R R? Adjusted R? SE of Estimate
1 0.562? 0.315 0.307 0.535
Degree-of-
SS freedom MS F-Stat P-value.
1 Regression 0.292 1 0.292 1.017 0.315%
Residual 33.833 208 0.287
Total 34.125 209
Note: Result drown from SPSS
a. Predictors: (Constant), Work condition
Table 5: Coefficient
Unstandardized Standardized B | t-stat. | p-value
p SE p
1 (Constant) 4.477 155 28.900 .000
Work condition .036 .036 .092 1.008 315

Note: Result drown from SPSS, SE=Std. Error

a. Dependent Variable: employees’ performance

Interpretation
y = at+bx1l

Employees’ performance= constant + slope x
ease

EP =4.477+ 0.036

t = (28.900) (1.008)
P-value = (0.000) (0.000)
SE = 0.155 (0.036)

R= .562 R2=.315

Relation and Cooperation

Table 6: Model Summary

The t- statistic's p value (0.315) is less than
0.01; hence, there is insufficient support for
the HO. As a result, the H6 states that the
working conditions have a considerable
impact on employees' performance, is
accepted.

From the above calculation, the R Square is
0.315 that express 31.5% disparity in
employees’ performance is elucidated by
Work condition.

R R? Adjusted-R? SE of Estimate
1 0.6342 0.401 0.349 0.494
Note: Result drown from SPSS, SE= Std. Error
a. Predictors: (Constant), Relation and Cooperation
Table 7: ANOVA
SS df MS F-Stat Sig.




Table 6: Model Summary

y = a+bx

Employees’ performance= constant + slope x
ease

EP =3.769+ 0.198

The null hypothesis cannot be accepted since
the p value (0.000) of the t-value is below
0.01. As aresult, the alternative hypothesis H7

R R? Adjusted-R? SE of Estimate
1 0.6342 0.401 0.349 0.494
1 Regression | 5334 1 5.334 21.862 0.000°
Residual | 28791 208 0.244
Total 34.125 209
Note: Result drown from SPSS, MS=Mean Square
a. Predictors: (Constant), Relation and Cooperation
b. Dependent Variable: employees’ performance
Table 8: Coefficients
Unstandardized g |Standardized
t-value p-value
Model B SE B
1 (Constant) 3.769 0.189 19.987 0.000
Relation and Cooperation | o 198 0.042 395 4.676 0.000
Note: Result drown from SPSS
a. Dependent Variable: employees’ performance
Interpretation t=(19.98) (4.676)

P-value = (0.000) (0.000)
SE =0.189 (0.042)
R= .634 R2=.401

employees' performance. From the above
calculation, the R square value is 0.401
indicating Relation and Cooperation explicate

is adopted, which states that relationships and the 40.1%  variation in employees’
cooperation have a major impact on performance.
Organization Culture
Table 9: Regression Results
R R? Adjusted R? SE of Estimate
1 0.465% 0.216 0.209 0.476
Note: Result drown from SPSS
a. Predictors: (Constant), Organization culture
Table 10: ANOVA
Model SS df MS F Stat. P-value.




Table 9: Regression Results

R R? Adjusted R? SE of Estimate
0.465% 0.216 0.209 0.476
Regression 7.375 1 7.375 32.532 0.000?
Residual 26.750 208 0.227
Total 34.125 209
Note: Result drown from SPSS
a. Predictors: (Constant), Organization culture
b. Dependent Variable: employees’ performance
Table 11: Coefficients
Model Unstandardized p Standardized p t Sig.
B SE B
1 (Constant) 3.647 A77 20.626 .000
Organizing Culture 226 .040 465 5.704 .000

Note: Result drown from SPSS

a. Dependent Variable: employees’ performance

Interpretation

Employees’ performance= constant + slope x
ease

EP =3.647+0.226

t = (20.62) (5.704)

P-value = (0.000) (0.000)

SE =0.177 (0.040)

R= .465 R2 .216

The null hypothesis cannot be accepted as p-
value is (0.000) at significance level of 0.01.

Social integration
Tablel2: Regression Results

y = at+bx

As a result, the alternative hypothesis H8,
which states that organizational culture has a
considerable impact on employee
performance, is accepted.

The above equation's R2 value is 0.216, which
indicates that the organization's culture
accounts for 21.6% of the difference in
performance.

R R? Adjusted R? SE of Estimate

1 7378 543 448 522
Note: Result drown from SPSS
a. Predictors: (Constant), Social integration
Table 13: ANOVAs

SS df MS F-Stat. P-value
1 Regression 1.912 1 1.912 7.004 .009?
Residual 32.213 208 273
Total 34.125 209

Note: Result drown from SPSS
a. Predictors: (Constant), Social integration



Table 13: ANOVAs

SS df MS F-Stat. P-value
1 Regression 1.912 1 1.912 7.004 .0092
Residual 32.213 208 273
Total 34.125 209
b. Dependent Variable: employees’ performance
Table 14: Coefficient
Unstandardized § Standardized p
B SE B t-value |p-value
1 (Constant) 4.194 170 24.717 .000
Social Integration 104 .039 237 2.646 .009

Note: Result drown from SPSS

a. Dependent Variable: employees’ performance

Interpretation
y = a+bx

Employees’ performance= constant + slope x
ease

EP. =4.194+ 0.104
t=(24.71) (2.64)
P-value = (0.000) (0.000)
SE = 0.170 (0.039)

Compensation and Reward

Table 15: Regression Results

R= .737 R2 .543

The t- statistic's p value (0.009) is less than
0.01, hence there is insufficient support for the
HO. As a result, the H9 indicating that social
integration has a considerable impact on
employee performance is accepted.

The following equation's R2 value is 0.543,
which indicates that social integration
accounts for 54.3% of the variation in an
employee's performance.

R R? Adjusted R? SE of Estimate
1 4652 216 209 476
Note: Result drown from SPSS
a. Predictors: (Constant), Compensation and Reward
Table 16: ANOVAP
Model SS df MS F-stat. p-value
1 Regression 7.375 1 7.375 32.532 .000?
Residual 26.750 208 227
Total 34.125 209

Note: Result drown from SPSS

a. Predictors: (Constant), Compensation and Reward

b. Dependent Variable: employees’ performance



Table 17: Coefficients

Unstandardized p | Standardized B | t-yalue | p-value
B SE
1 (Constant) 3.647 177 20.626 .000
Compensation and Reward| .226 .040 5.704 .000

Note: Result drown from SPSS
a. Dependent Variable: employees’ performance

Interpretation

y = at+bx

Employees’ performance= constant + slope x

ease

EP = 3.647+ 0.226
t = (20.62) (5.704)

P-value = (0.000) (0.000)

SE = 0.177 (0.040)

Overall Variables

Table 18: Model Summary

R=

The HO cannot be accepted since the p value
(0.000) of the t-statistic below 0.01. As a
result, the H10 is adopted, which states that
compensation and reward have a considerable
impact on employee performance.

In the above calculation, the R? is 0.216
indicating 21.6% difference in performance is

465 R2=.216

clarified by Compensation and Reward.

R

R2

Adjusted R?

SE of Estimate

1

.616%

0.38

0.358

0.429

Note: Result drown from SPSS

a Predictors: (Constant), Work condition, Relation and Cooperation, Organization culture, social
integration, Compensation and Reward.

Table 19: ANOVAP

SS df MS F-stat. p-value
1 Regression 12.960 4 3.240 17.604 .000?
Residual 21.165 115 184
Total 34.125 209

Note: Result drown from SPSS
a. Predictors: (Constant), Work condition, Relation and Cooperation, Organization culture,
social integration, Compensation and Reward.

b. Dependent Variable: Employees Performance

Table 20: Coefficients

10




Unstandardized p | Standardized B | t.yalue Sig.

B SE B
1 (Constant) 2.872 233 12.336 .000
Work condition .097 .036 245 2.680 .008
Relation and Cooperation .148 .038 .296 3.932 .000
Organization culture 228 .039 468 5.895 .000
Social integration 126 .038 .286 3.271 .001
Compensation and Reward | 132 035 383 4.323 032

Note: Result drown from SPSS

a. Dependent Variable: Employees Performance

Regression equation showing the relation
between all independent variable and
dependent variable

Y=a+b1X1+h2X2+b3X3+h4X4+b5x5

Y=2.872+.097X1+.148X2+.228X3+.126 X4+
.132X5

V. Discussion, Conclusion and
Implication

Discussion

According to research (Henri et al., 2006), job
characteristics and working conditions both
influence on an individual's quality of work
life (QWL). Both the physical and social
aspects of the workplace, as has been shown
by several studies influence the psychological
health of workers. According to Ahmad
(2001), the primary tenet of QWL is to
establish ~ working  conditions  where
employees may collaborate with one another
to accomplish organizational goals and boost
employee performance. The findings of the
former research are thus confirmed by the
current study.

Similarly, the three key aspects of newcomers'
experiences in the society they are joining are
social integration, economic integration, and
identity integration (Loscocco & Roschelle,
1990). Social integration refers to newcomers'
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Overall, in the above equation the value of R2
is 0.380, which suggests that 38.0% variation
in Workers Performance is explained by Work
situation,  Relation and  Cooperation,
Organization culture, social integration, Pay
and Reward.

cooperation, satisfaction, and appeal to the
team (Wyatt & Wah, 2001). Organizational
socialization is the process of establishing the
attitudes, actions, and knowledge needed to
work in a company (Maanen & Schein, 1979).
The perspectives of the employee, who is
attempting to define his or her function within
the company, and the viewpoint of the
organization, which is attempting to influence
and mold its new members, are the two key
forces at play in this process. Therefore, it is
clear that both the newcomer and the
organization influence the socialization
process. The newcomer can influence the
organization because they are now a member
of it, but the organization also affects them
since they are now a part of it. A successful
socialization process has advantages for both
the person and the company, including
lowering  uncertainty, boosting  work
satisfaction, and transmitting organizational
culture. Ineffective socialization, however,
can have negative effects on the organization.
According to Fisher (1986), inadequate



socializing encourages turnover intentions,
which have a costly knock-on effect on
productivity and work flow (Shaw & Delery,
2005; Ahmad & Kushwaha, 2016).
Recruitment and training expenses are wasted
since they raise prices. This demonstrates the
significance of a thoughtful socialization
process. This one thus confirms the findings
of the former research.

Similarly, it was discovered that a good
connection between a supervisor and a
subordinate inspires workers to perform more
effectively based on the Sirgy et al. (2008)
model of the link between Relation,
Cooperation and Employee Performance.
Sirgy etal. (2008) further stated that enjoyable
QWL  programs  contribute to  the
improvement of healthy relationships by
offering work resources to support the
employee's expectations, reducing role
conflict related to work and personal life,
improving numerous roles, reducing role
expectations, reducing stress from both work-
and non-work-related sources, and the
enhancement of a role's relevance. In this
research, Ahmad (2001) adopted the Work-
Life Identity model because it goes into detail
on how programs for people's personal non-
work and working lives affect their
own overall well-being. The purpose of this
study was to determine the effect of initiatives
that promote a high-quality work-life balance
on employee performance (Shaw & Delery,
2005). As aresult, this one supports the results
of the earlier study.

A productive workforce is typically built on
compensation, which is the incentive provided
to employees in exchange for their services.
Executing your pay planning strategies
effectively often immediately affects the
caliber and performance of your company's
personnel pool (Maanen & Schein, 1979. The
term "compensation package" may refer to
more than just monetary pay. Incentive,
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healthcare insurance, time off, and work-life
harmony are also part of the deal. Nowadays,
workers place equal value on non-monetary
forms of compensation. That is what Ahmad
(2001) says a salary guarantee does. When
employees are compensated well, they are less
likely to leave the organization.

Similar to this, culture in organizations plays a

crucial role in achieving organizational
success (Shahzad et al, 2017). The
relationship between outcomes and staff
satisfaction and corporate culture is strong.
According to Shahzad et al. (2017), the
organization  culture may  encourage
employees to engage in decision-making and
to contribute their innovative ideas in order to
enhance the overall performance of the firm.
Skoran (1983) emphasized that organizational
culture is the foundation for sustaining an
organization's competitive advantage over
time. According to Skoran (1983),
organizational culture affects member
behavior; hence, culture is necessary for
enhancing member performance. According
to (Robbins & Judge, 2016), organizational
culture is viewed as a system put in place by
the organization's members and develops into
a quality that sets it apart from other
organizations. Organizational culture is
defined by values, fundamental presumptions,
expectations, and organizational descriptions
that define the organization and its people,
according to Lapina et al. (2015).
Organizational culture serves as both the
foundation and defining feature of the
company and a social glue that ties individuals
together via shared beliefs (Lapina et al.,
2015). It is important to realize that, in
companies, culture is not necessarily a
positive thing. If an organization's culture
discourages innovation and resists change,
culture might become a barrier (Robbins &
Judge, 2016). Thus, the findings of previous
study are consistent with this study.



Conclusion and Implication

According to the results, there is a strong
correlation between the following factors:
Work conditions, relations and cooperation,
organizational culture, social integration,
compensation and reward, and quality of work
life. Moreover, it is also found that there is
significant effect of Work condition, Relation
and Cooperation, Organization culture, social
integration, Compensation and Reward on
Employee Performance. Among the different
variables used  Organization  culture,
Compensation, and Reward has the highest
influences on the job performance. This leads
to the conclusion that there is a greater
likelihood of  improving  employee
performance if manufacturing organizations
focus on these factors, namely organizational
culture and compensation and reward that is
employee-friendly.

The survey's results served as the foundation
for the report's recommendations. The
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