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ABSTRACT

Purpose: The purpose of this study was to find out the assion between the HR practices and perceptions of
firm performance and to know, understand and ingatg the scope of relationship among differenesypf
employee participation (Delegative & Consultativ@)d organizational performance in banking sector of
Pakistan.

Methodology: To investigate the relationship that exists betwemployee participation and firms, performance
cross sectional survey design was used for caligatiata based on subjective measures. Data wagzadal
through MS Excel 2007 & SPSS (17.0), then desegptiorrelations and regression analysis was apidéind
out the result for describing empirical and statédtrelationship between dependent and independeigbles.

Findings: Correlation results shows that the direct pgrditton (Delegative & Consultative) have weak,
positive and significant impact on organizationalfprmance. Whereas, regression model resultsdepicts
that employee participation has significant imp@atibrganizational performance. The variation inamigational
performance is explained about 23% by the indep@ndariables e.g; delegative & consultative pgpttion
which is very minor so, we can conclude that contion of other HRM variables towards organizationa
performance is comparatively high. These resulicansistent with (Singh, 2004) for the same végiab

Research Limitations: The study was limited to only banking sector of iB@n. This was based on perceived
measures that the organizational performance amdottms of direct participation. So the data caecwas
based on perceptual and subjective measures, ¢gragective measures are more reliable and ctersigo
the outcome and results.

Practical Implications: Results revealed that direct participation has maumtribution towards organizational
performance in Pakistani settings but one couldacbieve the desired results by ignoring this kagable. So

it is advisable that direct participation must s2di in combination of with other HRM variables twobt the
performance.

Originality/Value: This paper furthers our understanding of the rblgt ttmployee participation attributes
organizational performance.

Key Words: Banking Sector, Direct Participation: DelegativeC&nsultative, HRM Practices, Perceived Organizaltio
Performance, Pakistan

1.Introduction

Banking is one of the utmost multifaceted businesseund the globe. Banks demonstrate very vitalirothe
economy of a country and Pakistan is particulaBanks are curator to the resources of the general
commonalities. The banking sector exhibits a suttistrole in a modern world of money and econotby.
stimuli and enables a lot of different but incorged economic accomplishments like resource maiidin
poverty eradication, production and disseminatibaivic finance.

Pakistan contains a well established banking systhith consists of an extensive variety of inskitns ranging
from a central bank to commercial banks and to ispeed agencies to fulfill the special requirenseiof
specific sectors. The country started without aoytlwhile banking network in 1947 but withessedmmaenal
growth in the first two decades. By 1970, it haduared a flourishing banking sector.

The utmost goal of any management is to achieveett@nomic success by implementing the effective
developmental strategies, resulting in better fangerformance. As a result of the emphasis on §irm’
performance, researchers in human resource managesme annoying to find effective human resource
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strategies such as employee involvement, employapowerment, employee participation and strategic
planning.

Participatory management practices are addressesffetive and suitable measures to enhance the@sfir
competitiveness (Godard and Delaney, 2000; Ichrkows al., 1997). The main objective behind emply
participation was to put lower level employees iwed in the decision and work process to grant tigeeater

control and autonomy over methods and works andgsk (Capelli and Rogovsky , 1994).

This study determined the impact of employee pgditon on organizational performance. Since usfattory
work has discovered numerous researches on this bop when we talk about, Pakistan due to noriritéd
availability of data. One could discover numeroasearches on this topic but when we talk aboutsiaki
organization, we hardly find so many research nessu The fact that employees of organizationdam®ming
crucial to strategic decision making looks radiyindubitable even in Pakistan cultures.

Keeping in view the Pakistani culture, Human Resewtepartment is still confronting a challenge soeatain
its added value to the firm’s performance. Dyer ®egtves (1995) have found a positive relationskipvben
the HR practices and firms performance. Ulrich (@)9%&udied the phenomena that the firms which imglet
and use HR practices affectively result in incredseasiness performance. The appearance of traglittbmman
Resources services in developing organization titrout Pakistan is presently experiencing a drantdi#nge.
The focus has stimulated from managing establistatitional HR functions to providing guidance topéying
business strategy.

As a result, professional in Human Resources ameasingly confronted to take a major strategiavpi@int

concerning their role in the organization. As Huniesources professionals retort to this challeagsessing
human Resources performance and its impact toiimésfperformance steadily arises as a significariject.
At the same time more and more executives or te@ imanagers are spotting that HR or the peopke aidhe
business is acute to the long term endurance diukimess.

In the last few decades government of Pakistanrigygling to make corporate viable for investmendl dor
inclusive improvement of economy because orgaminatifrom different industries are frolicking a sténtial
role in the economic development of Pakistan eagking secretor.

Participatory management is requisite to brinchie dérganization where everybody gets equivaletit tig take
part along divvying up power and get across woaliad work and multidisciplinary workgroups are eoygd
to enforce operations. To have the best of themparal refinements require commuting by espoudimggftesh
precepts and distinction values.

2. Problem Statement

This study was taken on to investigate and evalimpact of direct participation (delegative/conatilte) on
organizational performance of banking sector ofiftak.

3.0bjectives
More explicitly the objectives of the study were:

1. To know and observe the form of employee partiogmaénd organizational performance in banking gecto
of Pakistan.

2. To investigate the scope of relationship amongedifiit types of employee participation and orgaitpat
performance in banking sector of Pakistan.

4.Significance of Study

This study is an attempt to explore the impactroplyee participation on firm’s performance. Howeveis a

new matter of research in Pakistan. Keeping in vide research studies completed in Pakistan,iitdisated

that there is minor research work conducted in ®akiand it has created a widespread gap, whidtsrteebe
filled up by the existing and the upcoming futurentan resource management research scholars. Today’s
knowledge economy demands investments in humantatapf the organization and to create a work
environment where employees can excel at their plisit is sturdily observed that practices like phoyee
participation (delegative/consultative) are intenélly or unintentionally passed over in Pakistaresploration

is the only mode to find out the reality, caused swiutions.

Literature Review

Participatory management practices are addressesffetive and suitable measures to enhance the@sfir
competitiveness (Ichniowski et. al., 1997; Godand ®elaney, 2000) Lateef and Hammed (2011) hawiestu
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the relation between the employee empowerment andsfperformance in the manufacturing sector. They
found a statistically significance relation betwéls@ employee involvement and firm performancey alsposed
the significance relationship between the emplaggelvement and firms whose decision making arepcka®d
the firms whose decision making are shallow. Thegctuded that firms can use high level commitment o
employee involvement to enhance form performance.

The main objective behind employee participatiors ¥zaput lower level employees involved in the dieei and
work process to grant them greater control and rewtty over methods, works and job tasks (Capelli and
Rogovsky , 1994). Employee involvement is very imi@ot for organization development process asciteiase

the productivity of the firms which ultimately lemtbwards enhancing the organization performanoeafi and
Aslam, 2010). Ekmekci (2010) studies show thateherrelationship between job involvement and oizstion
commitment which have impacted on organization @utes and performance. Jones and Kato (2005) olaserve
a reliable evidence employee involvement throughptirticipatory arrangements.

According to literature reviewed by the Bhatti aQdreshi (2007) that the organizations have cultdireigher
performing and valuable hearten employee involvamdrich resulted in that employees are more willing
keep involved in the decision making, problem sujvgoal setting activities. Afterward employees epdin
high performance. (Hellriegel, Slocum & Woodman98p

The past studies showed that employee involvemetsile the employee perception of his importance or
identity with his own organization ( Bandura, 198386; Stryker, 1986). It is the combination of eV
initiatives and is considered in analysis of preourto empowerment (Lawler, 1986; Kanter, 1989;hles
1999) Researches showed that the non manageifahataknowledge about their work process and caopwi
specific skills and expertise like a group workeitsevineandTyson, 1990; Cooke, 1994; Hu Bleranghhir,
2002).

According to Corrigan, (1998); Kanugo, (1992); $mt, (1995) have identified as the employee empmeat
a sense of intrinsic motivation and beyond merely afficacy. Thomas and Welthous, (1990) have desd
empowered employees as self motivated and comniitidigliduals who feel responsible to perform athhig
level.

Mcnabb and Whitifild (1998) have studied the impattvarious forms of financial participation and @oyee
involvement on financial performance of firms. THeynded that financial participation schemes aednto be
introduced in conjunction with employee involvemenhemes and have observed their combined effeetrys
different form of individual contribution. They filrer explored financial participation has importaffect with
a particular type of involvement schemes. They tageied that some employee involvement schemesane
to have a lower or even negative relationship Wtancial performance when introduce in isolation.

Addison and Belifield (1998) have reiterated Mchmadnd Witfields studies and founded that there is no
significance relation between downward communicatemployee share ownership and profit related, qray
organization performance.

Kato and Morishima (2002) reported that the resgénerated from Japanese firms on the effects of
participatory employment practices. Employee ineohent and financials participation from top to grasot
level by estimating production function using thewnpanel data. They have founded that participatory
employment complementary practices will lead tdgmificant 8% to 9% increase in productivity. Thibgve
further observed that full productivity functionrche felt only after a long organization developtakperiod.

Bea and Lawler (2000) studied the firms with higlore on veiling the HRM practices have a compatitiv
advantage which leads towards positive effect on fierformance. The phenomena of profit sharinggpknd
productivity claimed that profit sharing can be dige increase employee work effort and decreaserlab
management tension, thereby permitting the bettanpany performance.

Bhargava (1994) has highlighted the dimensionatieiship between profit sharing and profitability UK
based firms and observed positive short run effétihe introduction of profit sharing schemes oe fimancial
performance of the company. Robinson and Wilsoiog2®ave observed the effects of financial par&tgn

by creating a link between the use and operatiofinaincial performance and its impact on produttiof
firms. According to Blinder (1990) that profit siay programs are more effective when combined with
employee participation in management.

5.Research Questions

Within the framework of research conducted in ikerdture review, several issues are groundedeorttical
and practical analyses. Certain relationships Hmen identified in earlier research in service sidas and
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small manufacturing environments; however, few istsichave examined the employee interactions inelarg
service setting (banking sector) and across var@aganization. For this reason, specific researngbstions
stand out and are illustrated as:

1. What is the relationship between direct participatiDelegative) and organizational performance in
banking sector of Pakistan?

2. What is the relationship between direct participati{Consultative) and organizational performance in
banking sector of Pakistan?

6. Research Methodology

To investigate the relationship that exist betweemployee participation and firms, performance ofikiag
sector in Pakistan, a cross sectional survey deg&gused for collecting data from a defined paparteof five
cities Taxila, Wah Cantt, Hassan Abdal , Rahim Khan and Bahawalpur.

6.1 Questionnaire Development

The survey tool was developed using a mixture aflakile scales: direct participation (Lammers, MeWijs,
1987: Bhatti et. al. 2011) and perceived orgarizati performance (Singh, 2004). The questionnaoesisted
on relationship among employee participation anghpizational performance. Questionnaire was deeelop
depending upon the extensive literature review {Bled al. 2011: Singh. K 2004), in the cited istigation
studies five point likert scale questionnaire wagd) in this research study we used the same apptoa
develop questions for measuring each of the emplpgeticipation and organizational performancechescale
was a 5-point scale with 1= strongly disagree stréngly agree.

6.2 Reliability

At preliminary phase coefficient alpha (Cronbacl®5l) was used. Data was scrutinized to determine
consistency and reliability. The study figured eaparate and combined reliability estimates, whighalike to

the usually applied coefficient alpha statisticget item consistency reliability or Cronb&shalpha reliability
coefficients of 6 items of dependent variable (O&)d two independent variables(DP&CP) 6 and 4 items
respectively were acquired, they all were foundvab@ = 0.80). While developing the survey tool it was
considered that English language was appropriateeasily understandable for the respondents.

Table 1.Reliability Results
Reliability Statistics

Cronbach's Alpha No of Iltems

0.731 3

The reliability statistics clearly shows that theeodependent and two independent variables, oraféoial
performance and direct participation (Delegativd @onsultative) are consistent and reliable. Asctiombach’s
alpha is nearer to 1 which demonstrates that mgmsimstrument used for the study is true, consistnd
reliable.

6.3 Sample Size

The population of this study was consisting ofiadlividuals working in banking firms in five citiesf Pakistan.
Since the five cities Taxila, Wah Cantt, Hassan #p&ahim Yar Khan and Bahawalpur are selectediéda
collection through convenient sampling techniqué ass easiest to approach for the purpose oéctitlg data,
Hence the population sample was taken from theiss ci

The questionnaire was developed and filled in kgyitidividuals from banking firms in stated fiveieg was
constituting the sample frame which would be repméstive subset of the population from which thengia

was drawn. A branch or operation manager of evelgcged branch was approached and convinced tthéil
questionnaire from assistant manager level to brananager Level. The total expected populationtadysis

766 employees from five cities of Pakistan. Santpé¢ has been chosen from the population is 370®mes
from five cities. Sample size of the study was 48 .we can estimate that sample size is represantat

6.4 Respondents

Assistant Manager to Branch Manager Level emplopéesmmercial banks operating in five cities okiBtan
was selected for the study. Questionnaires wetedfithrough convenient sampling. Questionnairesewe
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distributed and collected by hand and through pelsacquaintances from different bank brancheslected
five cities. These modes were employed in ordext tlesponse rate could be maximized. Total 370
questionnaires were distributed and that colleback were 267, individual response rate from fiiies were
Rawalpindi 53%, Wah Cantt. 69%, Taxilla 83%, Bahlgwa 77% and Rahim Yar Khan 67%. Out of 267
questionnaires 9 were unfilled and remaining waoeinplete as they were not followed the instructisa they
were disposed of and total of useable questionmaigeame 250 and the usable response rate becobié. 67

Table 2: Sample and response rate of 5 cities

sr# | cities Sample '& Questionnaire Questionnaire | % of Response
Distributed Collected Rate

1 Rawalpindi 125 67 53.60

2 Wah Canntt 65 45 69.23

3 Texilla 30 25 83.33

4 Bahawalpur 75 58 77.33

5 Rahim Yar Khan 75 55 73.33
Total 370 250 67.57

7.Hypotheses

Keeping in view theories and facts that are givethe literature review, it is evident that direetrticipation has
some positive impact on the employe@rganizational performance.

H1: Delegative Participation has direct positive déct on Organizational Performance.
H2: Consultative Participation has direct positiveeffect on Organizational performance.

Our hypothesis will facilitate us to discover thelationship of direct participation with organizatal
performance. As an outcome of this hypothesisghidy has exposed that does direct participatiefe(ztive
or consultative) has an empirically and statisjcalignificant or insignificant and positive or raye
relationship with organizational performance. listdissimilarity exists than which type of dire@rpcipation
delegative or consultative is more influenced lyamizational performance and up till what degrezlaxel.

Consultative
Participation

Direct .| Organizational
Participation Performance

A

Delegative
Participation

Figure#. 1: Research Model

The Variables that explain direct participationlinte delegative and consultative participation. eependent
variable direct participation studied with the refece of delegative and consultative participation.the bases
of hypothesis hypothetical research model is deeslodepicting positive relationship of organizatibn
performance with forms of direct participation (@ggtive and consultative).

Consultative
Participation

Direct .| Organizational
Participation T | Performance

Delegative
Participation

+
Figure#. 2: Hypothetical Research Model
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8.Explanation Of Variables

Literature showed that employee participation ircisien making is positively correlated to employee
performance, satisfaction, production system amtbpwance (Pfeffer 1994; Wagner 1994; and Vermab199

Participation can be explained either to be dicedhdirect. Direct Participation directly relatealthe employee
in the decision making process whereas indirectigigation involved intermediation of staff represative
towards like work councils or the unions (EPOC,1)997

8.1 Organizational Performance

According to Singh (2004), the perceived organasl performance measures include the followingabées
such as quality of products or services, abiliGéthe firm to attract the employees, ability tbaia employees,
development of new products or services, satigfaatf customer clients and relations between theag@ament
and employees.

8.2 Direct Participation

Direct participation comprises two kinds consultatand delegative participation. (Geary and Sisd®94;
Bhatti et al, 2011).

8.2.1 Consultative Participation

Studies revealed that consultative participatidereeto practices where management encourages ge@sido
share their opinions regarding work-related congeryet retains the right to make all final decision
Consultative participation comprises the followiagamples attitude survey, employs suggestion péaits
regular meetings with the supervisors.

8.2.2 Delegative Participation

Delegate participation comprise responsibility antbnomy to employees so that they perform théis js they
deemed fit. Employees participate directly in waldcisions (Cotton, Vollrath, Froggatt, Lengnick-Hahd
Jennings, 1988, Bhatti et. al, 2011). Delegativetigipation comprises the following examples scHedyof
work, improving work processes, and absence cantrol

9.Results and Discussions

This part of the study expresses information drdsem the data collected through primary and seaond
sources. It comprises the results and findingsespect of direct participation and organizatioreafgrmance.

For the analysis purposes, first the data colletiteough questionnaire was coded into numericahfty make
it actionable and practicable. Microsoft Excel 2@0id Statistical Package for Social Sciences (SFSH were
used to compute descriptive statistics, correlagod multiple regression model for exploring theeleof
association between the organizational performamcedirect participation in banking sector of P&lis The
foremost and prime objective of the study was gpoad to the research questions.

9.1 Research Question

What is the relationship between employee’s diggnticipation and organizational performance in Kiag
sector of Pakistan? To answer this research quetitiee forms of statistical analysis were utilizgdich as
follows:

a. Descriptive Analysis

b. Pearson Correlation Analysis
c. Multiple Regression Analysis
9.2 Descriptive Analysis

Table 3 Descriptive Statistics

Variables N Minimum | Maximum| Mean | Std. Deviatior
Organizational 250 2.33 467 |3.59200 67706
Performance

Delegative Participation| 250 1.00 450 |2.9146 .80361
Consultative Participatio] 250 1.00 480 |2.8344 .78803
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Table # 3 depicts the descriptive statistics resaftthe underlying study. The Mean of dependemiakée
organizational performance is (3.6) with minimum (@33) and maximum (4.67) which demonstrates that
respondent were answered to agree on likert scaleganizational performance and standard devias@iso
low which described that the respondent are nofatieg from the mean and consistent.

Results in above table also described that delegaind consultative participation means are sinidaeach
other above (2.83) and there maximum also abow&0)4This showed that respondent are of the opinion
delegative and consultative participation, somevelgaiee on the likert scale of five that these \@ei@an play
vital role in betterment of organizational performa.

Table 4. Correlations

. Organizational|Delegative [Consultative
Variables SO S
Performance [Participation|Participation
Organizational PerformancPearson 1
Correlation
Sig. (2-tailed)
N 250
Delegative Participation Pearson_ 487w 1
Correlation
Sig. (2-tailed) .003
N 250 250
Consultative Participation Pearson_ 536w - 029+ 1
Correlation
Sig. (2-tailed) .000 .002
N 250 250 250

**_Correlation is significant at the 0.01 level {@led).

Table #.4 Showed that delegative participation Wwask, positive and significant correlation (.487yhmthe
organizational performance whereas consultativéigiaation observed the same relation and restitis the
organizational performance, significant correlatfcsB86).

9.2 Multiple Regression Analysis
Y = Bo + PoX1 + oXo +

Organizational Performance =
(Consultative Participation) + Error.

Intercept + Coefficiem (Delegative Participation) + Coefficient

Table. 5: Model summary regression analysis

Adjusted | Std. Error of .
Model R R Square R Square| the Estimate F-value | Sig.
1 0.302 | 0.091 0.084 0.648 12.361  0.0p0
a. Predictors: (Constant), Consultative Particgpgti Delegative

Participation

226



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.7, 2014 IIS E

Table 6: Coefficient®) Of Variables

Unstandardized Standardized
Model Coefficients Std. Coefficients | t-value Sig.
Error
B Beta

(Constant) 2.9173 0.182 15.99 0.000

Delegative 0.0802 0.051 0.0952 1.569 0.107
1 | Participation

Consultative 0.1555 0.032 0.2889 4761  0.00d

Participation

Y (OP) = 2.91 + 0.08(DP)+ 0.15(CP)+

Results of table # 5 and 6 depicts that in Pakidtanking sector the delegative and consultativeigipation
explain confidence of 8.4% variation in organizatibperformance. Regression model is also sigmifiea the
F-value validates it. Keeping in view the regrességiuation that delegative participation explaiBéa variation
in the dependent variable organizational perforreamith unitary change in delegative participatiSo, direct
(delegative) participation has a weak, direct, fpasiand insignificant impact on organizationalfpemance.

Whereas, above equation also validates that catisel participation explained 15% variation in thependent
variable organizational performance with 1% impmoeat in consultative participation. So consultative
participation has a weak, positive and significampact on organizational performance. This alshenticates
our hypothesis for organizational performance. Resexposed that relationship of consultative pgréition
and organizational performance is much strongen thih delegative participation and with organizatl
performance. The probable grounds for this resaoiticc be that the employee’s suggestions are taktm i
account in the decisions and the number of meetimgs the supervisor that creates sense of prgising
recognition and encouragement in employees thatddteads the organization towards higher perforreanc

The equation results validates that the delegatideconsultative participation can explain in t@&38% variation
in organizational performance. The results of Rasguand adjusted R square depicts that model isfittesl
between the stated variables.

10. Discussion Of Findings

The research question is about the relationshipvdest organizational performance and forms of direct
employee participation which shows a positive, waall significant relationship with each other. AekiBtani
corporate culture does not yet to be developedeairetl level because the HRM practices have noh bee
implemented in letter and spirit.

The purpose of this study was to find out the assion between the HR practices and perceptionriof
performance in banking sector of Pakistani perspecadding to earlier work done in the field. Ahet output
of this study is that the organizational perforname not much dependent upon delegative and catiselt
participation in banking sector of Pakistan as ais lobserved empirically weak, positive and sigaific
association. So, organizational performance irkingnsector of Pakistan is due to other HRM vasgahlike
compensation, selection, job definition, perforn@appraisal, training and career planning.

Nowadays it has become a broadly accepted assahinhuman resources’ is the supreme organizatkion
resource and the key to achieve outstanding firrfopmance (Pfeffer 1994). However, the result & flresent
study is consistent with the study of perceivedaaigational performance for the same variable daution is
about 9% variation explained. (Singh. K, 2004).

The regression model results of best fitted (R Ajusted R Square) support the hypothesis that thectd
participation (delegative/consultative) can influerthe organizational performance about 23% in ingn&ector

of Pakistan. This contribution towards the perfonoe of an organization is not much meaningful and
significant. But keeping in view, the Pakistaninfr@work as it is a developing culture to adopt tHeM
practices in the best interest of society, empleye®l organizations particularly.
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10.1 Contribution of the Current Study
This study has range of sole and unique charatitsrigollowing are the few contributions of thigpent study:

This study is an effort of researchers to conteghbatexisting body of knowledge to understand #lationship
among direct participation and organizational pen@mnce on the basis of perceived performance Jasakith
in commercial banking sector of Pakistan.

The study has opened up new directions in the neamagt research by giving boost to the discussiahhbw
direct participation is significant and key to omgaational performance. The result of correlation aegression
showing that direct participation has statisticalignificant impact on organizational performance.

Results revealed that direct participation has maamtribution towards organizational performancéakistani
settings but one could not achieve the desiredtsely ignoring this key variable. So it is advikakthat direct
participation must be used in combination of withes HRM variables to boost the performance.

10.2 Implications for Management

The paper contributes towards human resource maragecultural issues like employee perception and
participation. Empirical study and evidence geretappears to support the view that HR practidesdirect
participation can influence and contribute to theamizational performance. Due to global competitio
organizations and businesses are interested in ¢higical issue of growth. This prime objectivencanly be
achieved through highly committed work force by diwing them in decision making process. All those
organizations, which are using HRM practices effety has expanded their scale of higher returresuRs
revealed that direct participation has minor cdmiion towards organizational performance in Pakissettings
but one could not achieve the desired results Imprigg this key variable. So it is advisable thaect
participation must be used in combination of withes HRM variables to boost the performance.

10.3 Limitations of the Study
1. This study was only limited to the banking sectbPakistan.

2. As the sample was drawn from the five cities, gample size is not satisfactory enough to reprethent
factual image of the organizations measuring thktiomship among employee participation and
organizational performance functioning in Pakistaamework.

3. This study was based on perceived measures thairgjamizational performance and the forms of direct
participation. So the data collected was based emeptual measures, generally objective measuees ar
more reliable and consistent to the outcome andtselsut by observing the means for research we hav
left with another option to use it. (Harel and Tzaf999).

4. We can use other methods like group discussiorsisiison forum etc. for this study but we have aupli
commonly used questionnaire method in order teecbliiata for this research study.

11. Directions for Future Research

1. Our research is demonstrating that direct partipacould influence organizational performancestitl
does not make clear the means through which thidysis achieved. Future research directions could
include:

2. Different forms of direct employee participationdatheir impact on different employee outcomes and
organizational performance.

3. The scope of study can be widen and broaden uphgucting research using objective measures instead
subject with different HR practices.

4. To improve peripheral soundness, future reseaifctefshould be made with a more representativepkam
from more organizations in combination of with atkHRM variables.

5. Finally, some HR practices may be suitable undeatecircumstances and less appropriate undersothe
Future research can undertake this issue in ddtail
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