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Abstract— The purpose of this research is to explore the 

relation of teamwork, integrity, commitment, employee work 

attitude, and discipline on organizational productivity. A 

questionnaire was utilized as the method for data collection. 

Smart PLS 3 was used to examine survey data obtained from 

129 employees from Pakistan. Findings reveal that teamwork, 

integrity, commitment, employee attitude and discipline have 

a positive influence on organizational productivity. All these 

factors play an important role increasing organizational 

efficiency and effectiveness. This study covers private sector 

organization in a different region of Pakistan. Finding the 

results by using Smart PLS, we came to know that teamwork 

and employee work attitude of an organization has strong 

positive impact on organizational productivity. This research 

investigates that how different organization and their 

productivity vary by changing certain behaviors.   
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I. INTRODUCTION  

Ethical behavior and employment relations in any 

organizations is critical thing in success and failure for general 

development, making of goods, for different uses like; 

international trade, welfare of nation, for political stability and 

certain benefits of human developments [1]. In other words, 

how well organizations deal with their ethical standards shows 

the well doings of the stakeholders and this affects the 

organizations productivity and profitability, and at the end the 

growth and development of the nation as well.   

 

Efficiency is appropriate to the chapter of employment 

relationship that is the function of management of employees, 

organization and workplace ethics. Admittedly, work 

influences the lives of most humans as well as the 

management of employees, and these both are the central 

property of the organizational life [2]. The completion and 

importance of the work is that it is the primary hope and 

spirits around which human lives, organizations improved 

with work and nations are succeed.  

In other words, nations are very important for the 

security, safety and developments of the people who worked 

for the necessities of life, using organizations and resources 

available to them. Surely, organizations change the destiny of 

nations by making better its productivity, profitability and 

performance by its workers. These workers have 

determination and hope to do something. The workers take 

salaries of their labor, outstanding working platform and long 

existence of employment relationship with best practices and 

ethical standards.  

Any behavior opposite to the expectations of these 

workers causes problems in the production and development 

of the organizations. If the employees generate more it effects 

on the gross domestic product which will develop the nation 

and when the efficiency of the organization has increased this 

will attract the stakeholder’s parties that is an objective of 

employment relationship and thus give a good effect on the 

organizational productivity 

    The main objective of this research was to discover 

how different factors of HRM effects organizational 

productivity in Pakistan organizational context.  

 

II. LITERATURE REVIEW 

The science which deals with morals" Ethics is the study 

of the basic concept of the moral law and science of human 

conduct [3]. This shows that ethics is basically is a science of 

deriving form of standards especially the behavior and is 

different from the descriptive sciences. Moral principles 

related to ethics tell the way that how people behave while 

commitment to their work and team, integrity and self-

disciplined. It originates that ethic is the investigation of the 

performance of norms to which human actions are followed. 

According to [4]. Ethics also refers to the basic rules and 

regulations (principles) for right and wrong; it is the behavior 

that is stable with that standard rule. For understanding, good 

discipline and lack of discipline is feature of our behavior. 

Disciplined behavior is absolutely a necessary thing for 

individuals, organizations and the national as well. These all 

things that are discussed earlier are directly related with ethics 

 The work attitudes, integrity, self-discipline, teamwork, 

emphasis on quality, commitment and productivity of the 

workers in Pakistani organizations have shown the negative 

image of some employees who are not responsive to 
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motivational techniques. The employees are not ready to put 

their full effort. So, we should have to support them, 

encourage them so that the organization in which they are 

working become more productive. 

A. Team work affecting organizational productivity: 

Organizations have competitions with other organizations, 

so that to achieve success and to obtain good image, every 

organization large or small, private or public enterprise, 

struggle to get more productivity. So that the number of 

workers in an organization may be in huge range and this 

thing badly affects the organizational productivity and quality 

and innovation of the products and this can be due to the 

absenteeism of teamwork in the organization. It is the failure 

of an organization and shows the weakness of the human 

resources department of the organization [1].  

Teamwork is the representation of the cooperative and 

united efforts of a team. It is the desire of the people to work 

united to achieve a common goal. It is only possible when 

every member of the team fully participated and used their 

strengths and skills with team in order to produce targeted 

results [5]. So, this is incorporation of the individual strength 

with a shared team performance. The reason for this whole 

procedure is that the outcome is collective than individual. For 

example, if creativity is achieved by the company, and in this 

case, employees have a lot of skills, knowledge and attributes, 

by using this power in a team, more creative ideas and 

solutions will be brought and this good result improves the 

organizational productivity. Thus, in the light of the above 

discussion first hypothesis that: 

Hypothesis 1: Teamwork has positive impact on 

organizational productivity.  

B. Employee integrity affecting organizational productivity: 

It should be the organizations goal that each employee 

behaves in a stable manner with the organization’s mission. 

For example, by following core value and code of ethics, the 

matching of the actions of the employees with their beliefs 

across a certain situation [6]. Most importantly, integrity plays 

primary role in the making of the arrangement of employee, 

moral, ethical standards and organization productivity [7,8]. 

Moreover, any other unfair doing like absenteeism, 

unwarranted breaks, fraud with organizations property or 

stealing something related to organization etc. are unethical 

doings and are responsible to affect organization productivity 

[9,10,11].  

 Organization amount of production is straight 

proportional to the employee’s commitment and satisfaction; 

thus, the commitment and satisfaction of employees becomes 

irrelevant if it does not pervade with integrity [12]. Integrating 

values of integrity promotes employee’s ethical behavior, 

prevent damaging and thus increased sustained productivity 

[11]. Thus, in the light of above discussion second hypothesis 

is that;  

Hypothesis 2: Employee integrity has positive impact on 

organizational productivity.  

 

C. Employee commitment affecting organizational 

productivity: 

 Most organizations think that the commitment is basic 

thing in determining organization productivity [13]. Most 

importantly, employee commitment is a level to which 

employee observe that they are attached, loyal and devoted to 

the organization aims and desires [14,27]. Employee 

commitment can give welfare to an organization in certain 

ways which include but not limited to reducing absenteeism, 

promotion of the engagement of employees, reducing aim to 

complete thereby that resulting without interruption 

productivity [15]. Besides, [16] they said that employee 

commitment tends to become higher and higher in 

productivity if the morality of the employees enhanced. The 

main benefit of a committed employee is that recognized to be 

as loyal and he remain with the organization even in difficult 

times, tries to work daily, take care of the organization’s assets 

and as well pay attention to achieve its goals [17,18]. That is 

why employee commitment is necessary for smooth running 

and the sustained productivity of the organization.  

Thus, in the light of above discussion proposed 

hypothesis is that;  

Hypothesis 3: Employee commitment has positive relationship 

with organizational productivity.  

D. Work attitude affecting organizational productivity: 

  Each individual employee has its own attitude to work 

which is different from the others. And these attitudes are 

related to the duties and responsibilities that the employees 

must perform. According to [19], attitude as a satisfactory and 

unsatisfactory evaluation of anything person, place, people, 

objects, numerous events and ideas surrounding us. Attitude 

covers all about behavioral action which ultimately effects on 

the influence of productivity. The comparison and relation of 

work attitude and productivity has researched a lot and has 

been thoroughly studied and the research concluded that there 

are various factors that are responsible for this relationship. 

Furthermore, [19,20,21] suggested that when 

organizations provide harmony, affection, friendship and 

freedom to the employees than their work attitude become 

favorable that are pivotal for strengthen organizational 

productivity [22]. However, if some organizations fail to 

provide these things to their employees then the growth and 

productivity may stop. Also is also noted that adverse work 

attitude is a result of unfavorable relation with a leaders or 

manager with their employees, lack of identification and 

flextime, inequality, unstable or irregular promotion and 

payment of salary, lack of HR managers abilities i-e., lack of 

training before giving them (employees) the new job [12,23]. 

The increased industrial dangers, insufficient employment 

protection can badly affect the individual's attitudes towards 

their organization growth and production [21]. It is very 

important to note that if the employee has some problem with 

the organization like if he is not satisfied with the salary or the 

working environment or some other ethical value or the 

culture disturbs the worker than it can provide harm to 

organizational productivity. When productivity is 
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unfortunately affected, then organization is unable to 

maximize the profit and so the objectives will not be 

accomplished. 

      It is also a point to be noted that an idea or the behavior of 

an employee towards his job will surely influence his attitude. 

However, these different types of cultural and ethical values 

are made according to the standards which are established to 

guide the conduct and attitude of the worker on the working 

place [24]. That is why good employee attitude is a strength 

that influences productivity of the organization. Thus, from 

the above discussion we propose the following hypothesis:  

Hypothesis 4: Work attitude of employees has positive 

relationship with organizational productivity.  

E. Employee discipline affecting organizational productivity: 

        Employee’s activities and customs show their conduct 

and behavior, and this is close to Self-discipline which assists 

in developing traditions for guidance of the individuals. Self-

discipline is an art of self-control, reliance, determination and 

sufficiency, which stimulates an individual to encourage his 

decisions and make him able to set goals. In order to growth 

and survival of organizations, it must have to concentrate on 

self-discipline at workplace [25]. The deficiency in self-

discipline among employee result at workplace is painful, lack 

of keenness at work, which poorly affect the outcome of the 

employee as well as organization at large scale. And managers 

should agree that self-discipline is not a small thing that can 

deliver or fulfilled within a night. It is a huge benefit for an 

organization greatly when its workers are self-discipline at 

work. Self-discipline at workplace promotes respectful 

culture, and it has strong connection towards succeed and 

enhances an environment of commitment, enthusiasm and 

loyalty among the workers which finally results in making of 

organizational productivity. [25] noted that self-discipline at 

work can be support and encouraged by making sure that 

workers are cleared about their performance and expectations 

in relation to the work from which they are affiliated. Self-

discipline give greater commitment to work without being 

pressurize, transfer information and knowledge with one and 

another’s; keeping everyone informed and modernized; 

presume responsibilities; and kind for other etc., [26]. Self-

discipline is the quality of one’s attitude; it is difficult to 

impose by an organization or manager. When an employee has 

an attitude of this type which is explained above, it will make 

a big cultural difference between the organizations that has 

self-disciplined workers and the organization that have not. 

Furthermore. when the new employee joins the organization 

of well-disciplined people, and if he has some deficiency 

related to self-discipline, than slowly and steadily he will be 

habitual by seeing the well-disciplined culture of an 

organization, and opposite to this, the productivity of an 

organization will be poorly affected if the employees have bad 

habits like laziness, negligence, irresponsibility, selfishness, 

and careless etc. These things make an organization a lawless 

community which wills only enhanced productivity in the 

dreams. Thus, from the above discussion we propose the 

following hypothesis:  

Hypothesis 5: Employee Discipline has positive impact on 

organizational productivity.  

III. RESEARCH METHODOLOGY  

This empirical was comprised of gathering survey data 

from public and private sector employees working in Punjab 

Province, Pakistan. This questionnaire method was chosen to 

collect the data from employees of almost all sectors and as a 

result the data collection in Punjab province saved the cost as 

well as time. The main purpose of choosing both the sectors 

for this research was that it seemed a more suitable and easier 

way to approach employees of different organizations and 

convince them to fill the survey. The employees who filled the 

surveys were all professional level employees working in 

managerial or non-managerial positions in both the public and 

private sector organizations. A pilot test of questionnaire was 

taken to avoid any sort of issues and then some of the changes 

were made to the final questionnaire. Employees were not 

selected in any order in fact different department’s employees 

were randomly requested to take part in the survey. The 

questionnaires were given to all employees of managerial and 

non-managerial positions. All the participants were given 

enough time to complete the questionnaire. This was taken 

into account that not a single member of the top management 

should be there while filling out of the questionnaires. All 

participants were guaranteed that their information would be 

kept secret and anonymous. 129 questionnaires were returned 

out of the total of 180 questionnaires given to employees. A 

response rate of 71.66% was obtained depending upon the 

questionnaire return of employees. The ratio of male and 

female participants in the questionnaire survey was 58% and 

42% respectively. Most of the respondents were between 25 to 

30 years of age having a few years of experience. About 20% 

of the respondents were university employees. The 

questionnaires were divided among the employees of 3 

different sectors working in the banking, education and 

telecommunication sectors all over the Punjab Province, 

Pakistan. 

 

Table 1: Data collection organizations information  

Industry Sector Total 

Distributed 

Total 

responses 

received 

Banking Public/ 

Private 

60        49 

Education Public/

Private  

60        36  

Telecomm

unication 

Private 60        44 
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Table 2: Descriptive statistics, correlation (N =129) 

 

 
All variables were measured on a 5-point Likert scale was 

used.  Scored from 1 to 5 where the number (1) Strongly agree, 
(2) agree, (3) Neutral, (4) Disagree, (5) strongly disagree.  

Organizational Productivity was measured using 8 items. 
For example, the sample item included “Employees feel very 
committed to the organization”. The Cronbach’s alpha for this 
scale was 0.880 

Team-work was measured using 6 items. For example, the 
sample item included “The members of my team really respect 
each other.” The Cronbach’s alpha for this scale was 0.772 

Work Attitude was measured using 9 items. For example, 
the sample item included “Would you recommend the 
organization to family and friends?” The Cronbach’s alpha for 
this scale was 0.913.   

Integrity was measured using 4 items initially there were 4 
questioner items on integrity. The sample item included “I am 
rational, honest, independent and productive towards my 
organization.”. The Cronbach’s alpha for this scale was 0.772 

Employee Discipline was measured using 3 items. The 
sample item included “I believe open communication between 
supervisors and "direct reports" is important in improving 
employee compliance”. The Cronbach’s alpha for this scale 
was 0.693 

Commitment: was measured using 6 items. The sample item 

included “I enjoy discussing my organization with people 

outside it”. The Cronbach’s alpha for this scale was 0.852 

Control variables:  In this study, we used gender, age, job 

position, education, and working experience as a control 

variable.   

A. Analysis and Findings  

The confirmatory factor analysis (CAF) was conducted, 
and checked the reliability in Smart PLS. And it is accessed by 
using the structural equation model. This model contains two 
things; the first one is CFA and the second on is the path 
analysis [28]. Those items which are not to be loaded with 
specific constructs, these are creates problem in the validity 
and reliability of the data, so these were withdrawn from 
further consideration. If we talk about the sample size of SEM 
[29] recommended that if the sample size under 200 in 
Structural Equation Model are mostly rejected. While some 

also say that the at least 100 participants might be acceptable 
for SEM [28,30]. The CFA results showed that all the items 
had high commonalty (0.6). 

         Measuring the validity of the model for SEM is very 

important because it must analyze in the confirmatory factor 

analysis. We found no issues with validity in this research. At 

last the validity meets when the final questions that use as a 

part of the analysis and factor loadings and from this 

automatically give the reliability as shown in the table that the 

third column (Construct Reliability), we initially find the 

validity, and Average Variance Extracted (AVE) can also 

presented in Table 3. The main thing that had to notice that all 

the factor loadings were more than 0.7 and no factor loadings 

were above 1 [29]. The factor loading can be fully aware, the 

composite reliability evaluation range from 0.770 to 0.928, 

and all these are more than 0.7, this is the approach that was 

mostly used for reliability [31]. When the (AVE) average 

variance exceeds 0.5, then it is a standard for convergent 

validity [31]. This is the reason that overall measurement 

scales have good convergent validity and internal consistency. 

 

Table 3: Confirmatory factor analysis (CFA) 

 

Construct items  

Construct 

Reliability 

(CR) 

Average variance 

extracted 

(AVE) 

commitment  0.881 0.711 

Discipline  0.740 0.621 

Integrity  0.833 0.742 

Productivity  0.926 0.555 

Team work 0.741 0.623 

Work attitude  0.900 0.690 

 

IV. PATH ANALYSIS OF THE MODEL 

The conceptual model of variables explained above that 
indicates the estimations of standardized path coefficients. The 
findings show that team work has a positive relationship with 
organizational productivity (β = 0.420, p <0.001), supporting 
the hypothesis H1, and integrity has a positive relationship with 
organizational productivity (β = 0.378, p <0.01)., supporting 
the hypothesis H2. Furthermore, commitment has a positive 
relationship with organizational productivity (β = 0.546, p 
<0.001), supporting the hypothesis H3 and work attitude has a 
positive relationship with organizational productivity (β = 
0.261, p <0.05), supporting the hypothesis H4. Finally, 
employees discipline has a positive relationship with 
organizational productivity (β = 0.449, p <0.001), supporting 
the hypothesis H5.  

 

 

Variable M SD 1 2 3 4 5 6 

Commitm

ent  

3.

26 

.89 .878      

Discipline  3.

30 

.93 .533 .788     

Integrity  3.

28 

.86 .110 .239 .901    

Productivi

ty  

3.

69 

.79 .476 .586 .239 .738   

Team 

work 

3.

56 

.76 .211 .115 .479 .292 .800  

Work 

attitude  

3.

55 

.83 .805 .561 .162 .502 .335 .806 
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*P < 0.05, **P < 0.01, ***P < 0.001 

Figure 1: Results from the analysis 

 

A. Discussion and implications 

In this study, results obtained from SEM showed that 

teamwork, integrity, commitment, discipline and work attitude 

have positive relationship with productivity of an 

organization, which could be checked and observed over time. 

In other words, this is totally in the consistency of the existing 

studies the shows that somehow it may have positive relation 

with organizational productivity. Teamwork has positive 

impact on organizational productivity. As [1] argued that 

absence of teamwork is a main cause of failure of an 

organization. Team work can be forecast and imagine that it is 

one of the acquire and adopted by the employees and 

teamwork is application that is used make the performance of 

employees as well as the productivity of an organization.  In 

the organizations where teamwork basically sets and 

implements adopting productive management practices such 

as employees' innovation, providing confidence and this 

engage the employees organizational that enhancing the 

organization activities and productivity. Accordingly, it has 

been suggested that team work of the employees can play a 

key role in enhancing organizational productivity. As [13] 

declared that integrity in an organization to enhance employee 

behavior within an organization that may positively impact on 

organizational productivity.    

 

Employee commitment has positive relationship with 

organizational productivity. The above discussion on 

commitment and organizational productivity has shown that 

employee commitment has positive relation with 

organizational productivity. According to [15] explained that 

Employee commitment can give welfare to an organization in 

certain ways. Besides that [16] said that employee 

commitment tends to become higher and higher in 

productivity if the morality of the employees is enhanced. 

Employee Discipline has positive impact on organizational 

productivity. We discuss this hypothesis based on previous 

studies proved that discipline is a primary thing and it has 

strong positive impact in making organizational productivity 

as [26] discussed that Self-discipline can give greater 

commitment to work without being pressurize, it can transfer 

information and knowledge with one and another’s; keeping 

everyone informed and modernized. Similarly, this hypothesis 

line is also opposite to the view point of [25], who discussed 

that for the organization to grow and thrive, the 

encouragement and activeness of self-discipline at work place 

is very important [26].  

       Work attitude of employees has positive relationship with 

organizational productivity. Then discussion in the literature 

review also shows that it positively impacts the organizational 

productivity. As [24] explained that good employee attitude is 

a strength and it played a vital in increasing the productivity of 

an organization. Further [19] added that attitude is a 

satisfactory and unsatisfactory evaluation of anything person, 

place, people, objects, numerous events and ideas surrounding 

us, that covers all about behavioral action which ultimately 

effects on the influence of productivity.  

CONCLUSION AND RECOMMENDATIONS 

The desire and continue progress of organizational 

productivity is necessary for the commercial formation and 

movement and progress of business. The examination of 

ethics in labor management relationship is associated for the 

progress and development of an organization. If an 

organization wants to achieve better productivity, than it is 

very essential that all the stakeholders must have to notice 

moral and ethical dealings with one another. Furthermore, this 

must be showed through all the variables explained in the 

research i-e the positive attitudes, teamwork, high integrity, 

self-discipline and commitment. Few scholars observe labor 

relation from different point of view. This shows that to 

achieve organizational goals, the organization must have to do 

work with united efforts. Absence of polite behavior and good 

manners in working places hinder the productivity of an 

employees and organization. We all familiar with the fact that 

the oversupply of worker or employee is exceedingly 

appropriated by the capitalists (financier) leaving labor with 

very little, even after having the work with full zeal and zest. 

If we discuss Pakistani workers and their ethical conducts and 

if these conducts are properly observed, then there is a basic 

requirement to set that organizations must set wage demands 

and increase the organizational productivity. Organizations 

should have to follow stable pattern of rising productivity are 

able to make wages and favorable conditions of employment 

relationship [2]. 
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