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Abstract: The trends of organizations are changing and demanding satisfied employees rather than 
dissatisfied employees. This paper provides factors through which employee’s performance can be increased 
to achieve organizational goals and objectives. To attract the motivated employees and building relations, CSR 
can perform for society which will change the thoughts of stakeholders. Quality of work life has impact on 
organization’s effectiveness which is essential for firms to be healthy and productive. Firms should adopt 
employee oriented policies which satisfies them to achieve organizational objectives. This study also 
indicates that effective organizational structure is necessary for improving the performance of employees and 
the organization. The structure is a source of success or failure because it empowers the employee which will 
increase the sense of responsibility. For the improvement in the organization and removing stress of the 
employees management must consider the hygiene factors to motivate the employees. The conceptualized 
work is conducted which is proved through evidence. For further study statistical analysis can be done for 
confirmation of the hypothesis. 
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1. Introduction  
 
Organizations are formulated by the composition of the people who have common goals and objectives. These 
people have a major source of success or failure of the organizations because they are involved in making the 
strategies and policies of organization (Pfeffer, 1994). Now a day’s employees are efficient and educated, their 
mobility is a problem because they are demanding high reward, job security, individual power and social 
support. Human resource plays a very important role in any organization, HR is considered as an intellectual 
capital of the organization (Batt, 2002; Collins and Smith, 2006). Due to fierce competition in the banking 
sector it is becoming difficult for organizations to differentiate themselves from other organizations 
(Homburg, 2002). 
 
Performance of organization depends upon the relationship with the host community. CSR is a tool which 
companies use to integrate social and environmental concerns in their business operations. CSR does not 
mean achieving only legal prospect. It is also going ahead of acquiescence and investing more into human 
capital, the atmosphere and the relationship with those who influence the organization (Friedman, 1970). 
CSR is a process to build positive impact on society by their operations. CSR is concerned how companies 
handle the business processes to construct an overall positive impact on society (Rodrigo & Arenas, 2007). 
Now concepts of organizations are changing and organizations are trying to work for the community so that 
they can retain their worth in the market. In the inception of corporate social responsibility organization 
considered CSR as expense because such activities reduce the profit of the owners. Now organizations have 
realized that it is not expense although it is an investment which has long term advantages for business (Ali et 
al., 2010).  
 
Quality of work life includes different factors which have multi-dimensional construct and these factors are 
interrelated. Quality of work life is associated with job satisfaction, job involvement, motivation, productivity, 
health safety. Quality of work life is important for performance. The suitable workplace can enhance the 
performance and personality, psychological well being, happiness and satisfaction of employees. Mirvis and 
Lowler (1984) describe different dimensions of quality of work life which can be achieved through 
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satisfaction with wages, working hour, working condition. Employees work in the organization not in the 
vacuum so they need such environment which supports the employees. Employees have direct relationship 
with structure. Organization structure means division of authorities and responsibilities to make decisions 
(Huffman, 1988). The first step in designing organizational structure involves explaining the role of each and 
every employee. Employees will not be able to deliver their best, unless they are completely aware of their 
work and expectations. 
  
The major contribution of this paper is to fill the gap in conceptual perspective about CSR, quality of work life, 
organization structure and employee’s performance in Pakistan because huge gap exists in developing 
country like Pakistan. CSR has an impact on consumer retention and organization effectiveness (Ali et al., 
2010). According to Malik, Ghafoor & Naseer (2011) motivational factors affect organization effectiveness. All 
the employees whether professional skilled or unskilled employees are individually motivated by delivering 
the quality of services. Growth for the employees which possess the capabilities of quality service in Pakistan 
is increasing (Khan, Farooq and Ullah, 2010). Bothe & Meier (2001) describe that organization structure plays 
important role in the performance of public organizations. Hackman and Oldman (1976) discuss the 
relationship between organization structure and employee reaction. According to Ajila and Abiola (2004) 
worker’s performance is influenced by the intrinsic factors. But the purpose of this article is to develop a 
sound relationship by joining CSR, quality of work life and organization structure to investigate the affect on 
employee’s performance. Ali et al (2010) concluded that different other variables can be used to analyze the 
affect on employee’s commitment and performance. 
 
Due to resource constraint, the participation of domestic organizations in such activities is limited in 
Pakistan. But now local organizations and banks also voluntarily are involving in such activities in Pakistan 
and Azad Kashmir so that they could compete with large and multinational companies. The banks have 
involved in activities which are designed to promote community, work for sustainable society and developing 
good organization structure. Leading organizations in Pakistan are becoming partners with UNICEF and other 
organizations to bring the positive change. Most of the service sector in Pakistan is adopting this strategy for 
sustainability. These activities have long term impact on improving the productivity of organization as well as 
goodwill of the organization. 
 
2. Literature Review 
 
The people are hired in organizations to provide services on a regular basis on exchange for compensation 
and who does not provide these services as a part of an independent business. Cappelli, (2000) this is an age 
of competition which requires retention of high performance employees in the organization and it is only 
possible if employees are satisfied from their organization. Employee performance depends on many factors 
like satisfaction, motivation, training and development and intrinsic factors (Malik et al., 2011). 
Remuneration plays important role in enhancing the performance (Sriyan, 1998).  
 
Different organizations defined corporate social responsibility in different ways. World business Council 
defines CSR as it is the enduring dedication by business to perform ethically and contribute to economic 
development. CSR is avoiding from those activities which are harmful for society and involves in those 
activities which are beneficial for the society (Gelso & Mohr, 2001). According to Phillipines culture CSR is 
like giving business to the society. Corporate social responsibility has becoming more important for 
organization due to different corporate scandals in the beginning of this century. The concept of CSR began in 
1950. This concept requires that business scan the ethical or moral beliefs which reduces the problem in the 
society and sponsor those activities which are good for the public. There is another view in the literature 
about the inception of that concept. According to this view corporate social responsibility starts in 1953 when 
court orders to standard Oil Company donate to University for their action (Scherer & Elligring, 2007). The 
owner consider that it reduce the wealth. Organization should do work for welfare and benefit of the society 
because they earn from the community. So instead of weakens the environment and other sources of the 
community, organization should work for the sustainability so that people benefit from the organization 
(Locke, 1991). Corporations should pay back something to the society because it is a two way process: give to 
the society, to gain from the society (Pace, 2002). Employees are more motivated and attracted from those 
firms which participate in the social activities (Peterson, 2004; freeman, 1984). According to the Scott (2004) 
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CSR creates good image of the organization in the public. It also increases reputation of the organization. 
Intentional approach to CSR demands three social issues: common social issue, value chain social impact and 
competitive issue (Porter & Lyman, 1963). 
 
Quality of work life is a degree of satisfaction. It is the degree to which employees want to increase and fulfill 
their personal needs. Quality of work life has different construct which provide interaction between working 
environment and personal needs (Hackman and Oldman, 1976). Breukelen, Vlist & Steensma (2004) identify 
that employee has freedom in doing his job function so that they meet their personal needs and interests.  
According to Rao and Drazin (2002) quality of work life is emerged as a discipline in 1972 in US as a result of 
two movements. First one is political movement in the Western Europe which is also called industrial 
Democracy and other is humanizing the workforce which is emerged in US of a number of social science 
theories. Connolly & Viswesvaran, (2000) Quality of work life was conceptualized in term of need satisfaction 
stemming from interaction of workers needs and those organization resources relevant for meeting them. 
Sirin (2009) provides some suggestions which are important factors in improving the quality of work life 
which includes on the basis of job requirement. Employees feel satisfaction if working condition is supportive 
and supervisory behavior is good. Assessment of quality of work life is made than it is found that individual 
behavior is most important to respond for the job consequences for the personal happiness and stability of 
the society (Kwon, Bae and Lawler, 2010). 
 
Organizational structure has many forms like matrix, functional and divisional which have reporting process 
and influence the performance. According to Randall (1987) organization structure builds good relationship 
and coordinates different employees which are helpful for achieving the organization’s objectives. Structure 
of the organization demonstrates the system of task and empowering relationship that control the employees 
in the use of resources for attaining the organizational goals (Shah and Aslam, 2009). Organization structure 
affects the behavior of its members. All the organizations contain a structure which has basic two functions: 
to affect the individual behavior and organization performance. The confirmation generally indicates that 
work specialization contributes to higher employee productivity (Stephen & Robbins, 2005). Structure of 
organization is necessary to make possible effective performance of key activities and to support the effort of 
staff (Griffin & Mahon, 1997). The structure of an organization affects not only the productivity and the 
efficiency of the economy but also the morale and job satisfaction of the workforce which displays 
organization performance. Therefore the Structure should be designed in such a way to encourage the willing 
participation of members of the organization and effective organizational performance. According to Ali et al 
(2010) CSR has impact on organization commitment which has different aspects like external CSR and 
internal CSR because both have employee perception and procedural justice in the organization. Leading 
organizations in Pakistan have good structure which supports the performance. 
 
Theoretical Framework 
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Hypotheses 
 
H1: Employee’s performance is positively influenced by the level of CSR actions. 
H2: Quality of work life increases the performance of employees. 
H3: Organization structure positively affect to the employee’s performance.  
 
3. Methodology 
 
Conceptual work is conducted to investigate the research problem. The nature of the study is conceptualized 
and on the basis of literature we develop a theoretical framework and hypothesis. The above literature shows 
the influence of CSR, Quality of work life and organization structure on employee performance.  
 
4. Findings 
 
On the basis of literature this study shows that all variables are positively correlated to the employee’s 
performance. It is also supported that employees in the organizations come with some expectations. This 
study is also persuaded and supported by various past studied. H1 is that CSR affect the performance of 
employees. Literature also indicates that CSR has positive impact on the performance. According to Ali et al 
(2010) employees do not want to work in organization if they find that their organization is indulged in the 
unethical corporate practices so their performance is affected from such practice. Rettab, Brik and Mellahi 
(2009) claims that the organization performance, financial performance and commitment of employees have 
great impact on developing countries. Peterson (2004) concluded that CSR attract the motivated employees 
because such employees have greater performance. The policies and strategies are related to CSR effects the 
attitudes and behavior of the employees in terms whether those policies link with the business or used for 
window dressing only (Collier and Esteban, 2007). The above literature indicates that a hypothesis 1 is 
proved. 
 
Quality of work life is infavorable working environment which maintain and sponsor satisfaction by 
providing employees with rewards, job security and greater opportunity in their career (Lau & Pavett, 1980). 
Quality of work life has impact on the both foreign and local employees because they contribute in growth, 
supplies and skill development of the country (Tabassum, Rahman and Jahan, 2011). According to Serey 
(2006) quality of work life is that which meet the existing working environment. Quality of work life include 
different aspects for increasing the performance like wages, working condition, timing and tangible and 
intangible benefits for employees (Islam and Siengthai, 2009). H2 Quality of work life increases the 
performance of employees is proved. 
 
Organizational internal structure is complex and when it is well then performance is high (Huffman, 1988). 
Organization structure supports the performance of employees (Bothe et al., 2001). Pierce (1979) concluded 
that firm’s structure affect the performance of employees. The four organization factors used in research for 
determining the job performance and organizations have positive affect on the performance (Kalyani, 2006). 
Organization structure displays the performance of employees (Spector, 2007). Organization structure is 
helpful in improving the performance because it affects the job characteristics (Romme, 2003). H3 
Organization structure positively affects to the employee’s performance is proved.  
 
Those Organizations which have friendly environment and doing activities for the interest of employees and 
community, which have competitive edge and the performance of those organization’s employees is high. All 
these studies confirm that there is a strong relationship between CSR, quality of work life, organization 
structure and employee’s performance. Thus hypothesis H1, H2 and H3 are supported by the different studies 
and literature. 
 
5. Conclusion & Recommendations 
 
This study is helpful to investigate the influence of CSR, quality of work life and organization structure on 
employee’s performance. It also provides how performance of employees influences by certain factors. This 
study found significantly positive relationship between these variables. These finding are very helpful for 
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decision maker and other concern people because they make policies for their employees and have a major 
role in achieving organizations goals and objectives. Organization can increase their employee’s performance 
through participating in social activities by identifying the needs of people and community. It is only possible 
by providing good working condition and doing welfare for community. Service sector provides proper 
attention to the staff, regarding employee’s performance and motivation because happier employees are 
more important than unhappy employees. Organization should formulate their setting according to their 
employees so they work well. In Pakistan the organizations do not give proper feedback to the employees if 
forward feedback is given then the performance of the employee as well as organization increases. The 
employees should be given importance and they know that they are representative of the organization. 
Organization should operate business in such manner which fulfils the ethical, lawful, business and 
community expectations that society has about the business.  
 
Managerial Implication: This research provides appraisal of CSR and quality of work life which affect the 
performance of employees which leads to organization performance. This study is helpful for decision makers 
because it provide information to the top management which can be used for making policies and strategies. 
Organization should secure the well-being of people, irrespective of religion, gender or ethnicity. Such 
policies are helpful in uplifting the moral of employees which increases the motivation level of employees and 
employees become loyal and committed to the organization and organization performance increases. All 
these activities are significantly and positively increase the performance of employees. In Pakistan managers 
plays an important role in maintaining the better environment, which increases the trust on organization so 
the employees will give proper feedback which will enhance the performance of the organization. 
Management should understand the background of employees at the time of recruiting that employees 
demand high quality of work or lower quality of work so that organization can prevent from future issues. 
Investing in the community is an important part of business sustainability strategy they will benefit from 
contributing to the development and sustainability of the communities we operate in. 
 
Future research and Limitation: This research provides a literature for the further research.  Mediating role 
can be investigated among these variables. In future, this research can be done in manufacturing sector. This 
research can also be used for future understanding that internal CSR practices affect the behavior of top 
management. For the conformation of findings the hypothesis can be statistically analyzed. 
 
 
Reference 
 
Ajila, C. & Abiola, A. (2004). Influence of Rewards on Workers Performance in an Organization, Journal of 

Social Science, 8(1), 7-12. 
Ali, A., Nasruddin, E. & Lin, K. S. (2010). The relationship between internal social responsibility and 

organization commitment within banking sector in Jordan. International Journal of Human and Social 
Science, 5 (14), 932-951. 

Ali, I., Rehman, K., Ali, S. I., Yousaf, J. & Zia, M. (2010). Corporate social responsibility influences, employee 
commitment and organization performance. African Journal of Business Management, 4(13), 2796-
2801. 

Batt, R. (2002). Managing Customer Services: Human Resource Practices, Quit Rates, and Sales Growth. 
Academy of Management Journal, 45(3), 587-597. 

Bothe, J. & Meier, J. K. (2001). Structure and performance of public organization: Task difficulty and span of 
control. Public Organization Review: A Global Journal, 1, 341-354. 

Breukelen, W.  V., Van Der Vlist, R. & Steensma, H. (2004). Voluntary employee turnover: Combining variables 
from the traditional turnover literature with the theory of planned behavior. Journal of 
Organizational Behavior, 25, 893–914. 

Cappelli, P. (2000). Managing without Commitment. Organizational Dynamics, 28(4), 11-24. 
Collier, J. & Esteban, R. (2007). Corporate Social responsibility and employee commitment. Business Ethics: A 

European Review, 16(1), 19-33. 
Collins, C. J. & Smith, K. G. (2006). Knowledge exchange and combination: The role of human resource 

practices in the performance of high technology firms. Academy of Management Journal, 49, 544-560. 



71 

 

Connolly, J. J. & Viswesvaran, C. (2000). The Role of Affectivity in Job Satisfaction: A Meta Analysis. Personality 
and Individual Differences, 29, 265-281. 

Sriyan, R. (1998). An introduction to performance and skill-based pay systems. Bureau for Employers’ 
Activities, International Labour Organization. Geneva: ILO, 1998. 

Freeman, R. E. (1984). Strategic Management: A strategic Approach, (Ed. Pitman, Boston). 
Friedman, M. (1970). The Social Responsibility of Business Is to Increase Its Profits. The New York Times 

Magazine, 32(33), 122-126. 
Gelso, C. J. & Mohr, J. J. (2001). The working alliance and transference-counter transference relationship in 

psychotherapy: Their manifestation with racial/ethnic and sexual orientation minorities. Applied and 
Preventive Psychology, 10, 51-68. 

Griffin, J. J. & Mahon, J. F. (1997). The corporate social performance and financial performance debate: twenty 
five years of incomparable research. Business and Society, 361, 5-31. 

Hackman J. R. & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory. Organizational 
Behavior and Human Performance, 16, 250-279. 

Homburg, S. (2002). The Optimal Income Tax: Restatement and Extensions. University Hannover. 
http://www.ilo.org/public/english/dialogue/actemp/papers/1998/srspaysy.htm. 

Huffman, W. G. (1988). The accuracy of the grid approximation method. Research Working Paper, 88-06. 
Islam, M. Z. & Siengthai, S. (2009). Quality of work life and organizational performance: Empirical evidence 

from Dhaka Export Processing Zone. Paper presented to ILO Conference on Regulation fro Decent 
Work, Geneva. 

Kalyani, L. D. (2006). An Empirical investigation of the Impact of Organizational factors on the Perceived Job 
Performance of Shop Floor Employees of Large scale Garment Industries in Sri Lanka. 

Khan, K. U., Farooq, S. U. & Ullah, M. I. (2010). The relationship between rewards and employee motivation in 
commercial banks of Pakistan. Research Journal of international studies, 14, 37-52. 

Kwon, K., Bae, J. & Lawler, J. J. (2010). High Commitment HR Practices and Top Performers: Impact on 
Organizational Commitment. Management International Review, 50, 57-80. 

Lau, A. W. & Pavett, C. M. (1980). The nature of managerial work: A comparison of public-and private-sector 
managers. Group and Organization Studies, 5(4), 453-466. 

Locke, E. A. (1991). The Essence of Leadership. New York: Lexington. 
Malik, M. E., Ghafoor, M. M. & Naseer, S. (2011). Organization effectiveness: A case study of 

telecommunication and banking sector of Pakistan. Far East Journal of Psychology and Business, 2(1), 
37-48. 

Mirvis, P. H. & Lawler, E. E. (1984). Accounting for the quality of work life. Journal of Occupational Behavior, 5, 
197-212. 

Pace, R. W. (2002). Organization Dynamism. West Port, CT: Quorum. 
Peterson, D. K. (2004). The relationship between perceptions of corporate citizenship and organizational 

commitment. Business and Society, 43, 296-319. 
Pfeffer, J. (1994). Competitive advantages through people: Unleashing the power of the work force. Harvard 

Business School Press (Boston, Mass). 
Pierce, L. J. (1979). Employee affective responses to work unit structure and job design: A test of an 

intervening variable. Journal of Management, 5(2), 193-212. 
Porter, L. W. (1963). Job attitudes in management: IV. Perceived deficiencies in need fulfillment as a function 

of size of company. Journal of Applied Psychology, 47, 386-397. 
Randall, D. M. (1987). Commitment and the organization: The organization man revisited. Academy of 

Management Review, 12(3), 460–471. 
Rao, H. & Drazin, R. (2002). Overcoming resource constraints on product innovation by recruiting talent from 

rivals: A study of the mutual fund industry, 1986–94. Academy of Management Journal, 45(3), 491–
507. 

Rettab, B., Brik, A. B. & Mellahi, K. (2009). A Study of Management Perceptions of the Impact of Corporate 
Social Responsibility on Organizational Performance in Emerging Economies: The Case of Dubai. 
Journal of Business Ethics, 89, 371-390. 

Rodrigo, P. & Arenas, D. (2007). Do Employees Care About CSR Programs? A Typology of Employees 
According to their Attitudes. Journal of Business Ethics, 83(2), 265-283. 

Romme, A. G. L. (2003). Making a difference: Organization as design. Organization Science, 14, 558-573. 

http://ideas.repec.org/p/han/dpaper/dp-252.html
http://ideas.repec.org/p/fip/fedkrw/88-06.html
http://ideas.repec.org/s/fip/fedkrw.html
http://ideas.repec.org/s/fej/articl.html


72 

 

Scherer, K. R. & Ellgring, H. (2007). Multimodal expression of emotion: Affect programs or componential 
appraisal patterns. Emotion, 7(1), 158-171. 

Scott, M. (2004). Corporate social responsibility: a burning issue for recruits. Financial Times, Oct 18th 2004. 
Shah, F. T. & Aslam, M. M. (2009). Impact of employees’ performance management system; to achieve the 

objective of the organizations. Proceedings 2nd CBRC, Lahore, Pakistan. 
Sirin, A. F. (2009). Analysis of relationship between job satisfaction and attitude. Journal of Theory and 

Practice in Education, 5(1), 85-104. 
Spector, B. (2007). Implementing Organization Change: Theory and Practice (1st ed).  Pearson Prentice Hall. 
Robbins, P. S. (2005). Organizational Behavior (11th ed). Pearson Education International U.S. 
Tabassum, A., Rahman, T. & Jahan, K. (2011). A Comparative Analysis of Quality of Work Life among the 

Employees of Local Private and Foreign Commercial Banks in Bangladesh. World Journal of Social 
Sciences, 1(1), 17-33. 

 


