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Abstract: Past studies have been conducted to examine the effects of 
administrative practices on Employees’ job Performance in developed 
countries but only rare researches were directed in developing countries like 
Pakistan. Pakistan is still lacking behind to conduct the research in the 
administrative practices. This study mainly focuses on the education sector. 
The study is descriptive in its nature. In this study population was comprised of 
all employees from public Universities in Punjab, Pakistan. 180 respondents 
were selected through stratified random sampling approach from 6 public 
universities. The Data was collected through questionnaire contained 5-point 
Likert scale arrangement. Administrative practices were an independent 
variable whereas job satisfaction of the employees was a dependent variable. 
The two questionnaires (administrative practices and job performance) were 
developed for this study. The main dimensions included in administrative 
practices were compensation, training & development, career planning and 
recruitment selection. On the other hand, the main dimensions in job 
performance questionnaire were quality of work, productivity, knowledge of 
job and interpersonal relations. There were total 32 questions. The result of the 
study showed that there was strong and positive effect of administrative 
practices on job performance of the employees at university level. 
Keywords: Administrative Practices, Employees’ Job Performance, University 
Level. 
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LITERATURE REVIEW 
Job performance is the extreme output after 

completion the successful tasks during job hours. 
However, job performance is a positive behavior of 
the employees with atheistic effort. The employees 
perform well for the completion of the 
organizational objectives with the effective 
administrative practices of the higher authorities. It 
is the positive attitude of the employees for the 
development of the educational institutions (Akinfe, 
Olofinniyi & Fashiku, 2012) [2]. The present 

research was conducted to investigate the effect of 
administrative practices on employees’ job 
performance in education sector of Pakistan. Many 
germane administrative practices (appraisal 
performance, professional development, 
involvement of the employees and fringe and 
contingents’ benefits) have been focused in present 
paper. Administrative practices are a process of 
retaining, attracting and motivating the employees 
to provide guarantee for the existence of the 
institution (Schuler and Jackson, 1987) [14]. The 
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proper use of administrative practices in a positive 
way and to influences the level of employee 
commitment (Purcell, 2003). Administrative 
practices in educational institutions such as, 
employees’ appraisal performance and training & 
development to insure the effective output of 
employees and betterment of the educational 
institution (Pfeffer, 1998) [11]. The employee’s job 
performance mainly depends upon the positive 
attitudes of the administration. The developed 
organizations assure the satisfaction of the 
employees. The satisfied employees work with full 
zeal and zest if they feel satisfaction about their 
managers activities. The empowerment, effective 
communication and positive relations with the 
employees are an important factor the best 
performance of the employees. Then they take the 
responsibilities for the fulfill of common objectives 
of the educational institutions (Leigh, 2005) [9]. 
Appraisal performance is the most effective tool to 
investigate the work ability according to the given 
task. The main objective of the appraisal 
performance is to highlight the defects and given the 
effective instruction for the betterment of the 
achievements. Appraisal performance develops the 
level of confidence and motivation between the 
administration and employees (Salas et al., 2012) 
[13] performance and evaluation increase the 
employee’s productivity that in turn increases 
organizational performance. Performance appraisal 
improves professional growth by pointing out the 
area of performance enhancement. Transparent 
performance evaluation motivates employees to 
work more to achieve the organizational objectives 
(Singh, 2004) [15]. Wan et al., (2002) suggested that 
the appraisal performance without focus on the race 
and cost is an effective tool for the development of 
the ability and skills of the employees. It increases 
the commitment and change the behavior of the 
employees [17]. The development of the educational 
institutions and employees’ performance mainly 
based on the satisfaction level of the employees from 
the administrative effective practices. (Ahmad and 
Schroeder, 2003) [1]. (Kehoe and Wright, 2013) said 
that the high performance of the employees among 
the educational institutions is the positive attitude of 
the administration towards the workers. The 
positive behavior of the administrative practice 
effect the performance of the employees [8]. Van den 
Bergh, L. & Ros, A. (2014) investigated that the 
strong and positive correlation between employees 
and managers is the best tool for the development of 
the educational institutions [16]. The employees are 
considered as the most important asset among all 
the strengths. The skillful and trained employees are 
the best source for the enhancement of the 
organization (Zaharie and Osoian, 2013) [18]. The 
higher educational institutions also focused on the 
skilled employees so that they can perform well for 

the betterment of the organization (Danish and 
Usman, 2010) [6]. Lew (2009) revealed that the 
qualified and trained employees are best source for 
the increasing the reputation especially for the 
educational institutions [10].  

 
Della-Torre and Solari (2013) suggested 

that the development of the educational institutions 
revealed around the trained staff [7]. 
 
Statement of the Problem 

An appropriate administrative practice 
absolutely influences the level of employer and 
employee commitment. The Administrative 
practices in all the educational institutions such as, 
training & development of the employees and their 
effective & positive appraisal performance enhance 
the confidence level of the employees which leads to 
the development of the educational institutions. The 
work task and responsibilities of the employees 
depends upon the effective administrative practices. 
In any educational institution A well-defined 
responsibilities is the best tool from the 
enhancement of the whole process. 
 
Objectives of the Study 

1. To determine the existing level the effect of 
administrative practices on job 
performance among public university 
employees in Punjab, Pakistan. 

2. To investigate the correlation between 
administrative practices and job 
performance of the university employees in 
Punjab, Pakistan. 

3. To examine the effect of administrative 
practices on job performance among public 
university employees in Punjab, Pakistan. 

 

METHODOLOGY 
For this study quantitative research 

approach was adopted. A survey was conducted for 
the collection of data. Administrative practices were 
an independent variable whereas job performance 
was a dependent variable. The population of the 
study comprised on all the employees of public 
universities in Punjab, Pakistan. Stratified random 
sampling approach was selected for the delimitation 
of the respondents. 180 respondents were selected 
from the 6 Public Universities. Each University had 
equal participation (30 employees). To investigate 
the effect of administrative practices on employees’ 
job performance a questionnaire was used as 
research tool. It was comprised on five-point Likert 
scale. The questionnaire comprised on 
administrative practices and job performance 
dimensions. Total 32 questions were included in this 
scale. The reliability was checked by using 
Cronbach’s Alpha administrative practices .897 and 
job performance .864. The questionnaires were 
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distributed to the respondents personally. Total 220 
questionnaires were distributed among the 
employees for the collection of information. 180 
questionnaires were responded completely. The 
return rate of the questionnaires was 81 % which 
was acceptable ratio for research. The data was 
entered in sheets using the software statistical 
package of social science (SPSS). The results of the 

current study were inspected by computing 
descriptive and inferential statistics i.e. Cronbach’s 
Alpha, Mean and Standard Deviation, Pearson 
Correlation and Regression. 
 
Descriptive analysis about administrative 
practices 

 
Factors N Min Max M SD 
Compensation 180 1.25 4.50 3.05 .79 
Training & development 180 1.00 5.00 3.75 .72 
Recruitment & selection 180 1.25 5.00 2.87 .83 
Career planning 180 1.50 5.00 3.65 .71 

Overall Mean = 3.33, SD = .54 
 
Mean of the factors about administrative 

practices promoted by the university teachers is 
ranging from M = 2.87 to 3.75, SD = .71 to .83 and 
overall mean = 3.33, SD = .54. The majority of the 

respondents are satisfied about the statements 
regarding administrative practices.  
 
Descriptive analysis about job performance 

 
Factors N Min Max M SD 
Quality of work 180 1.50 5.00 3.76 .80 
Productivity 180 1.50 5.00 3.56 .84 
Knowledge of job 180 1.00 5.00 3.47 .62 
Interpersonal relations 180 2.00 5.00 3.79 .54 

Overall Mean = 3.65, SD = .53 
 

Mean of the factors about job performance 
promoted by the university teachers is ranging from 
M = 3.47 to 3.79, SD = .54 to .84 and overall mean = 
3.65, SD = .53. The majority of the respondents are 

satisfied about the statements regarding job 
performance.  
 
Pearson correlation between administrative 
practices and job performance 

 
Variables  QW Pr. KJ IR JP ADP 
Quality of work Pearson Correlation 1 .635(**) .471(**) .298(**) .830(**) .555(**) 

Sig. (2-tailed)  .000 .000 .000 .000 .000 
N 180 180 180 180 180 180 

Productivity Pearson Correlation .635(**) 1 .449(**) .402(**) .857(**) .502(**) 
Sig. (2-tailed) .000  .000 .000 .000 .000 
N 180 180 180 180 180 180 

Knowledge of job Pearson Correlation .471(**) .449(**) 1 .295(**) .714(**) .444(**) 
Sig. (2-tailed) .000 .000  .000 .000 .000 
N 180 180 180 180 180 180 

Interpersonal relations Pearson Correlation .298(**) .402(**) .295(**) 1 .603(**) .509(**) 
Sig. (2-tailed) .000 .000 .000  .000 .000 
N 180 180 180 180 180 180 

Job performance Pearson Correlation .830(**) .857(**) .714(**) .603(**) 1 .658(**) 
Sig. (2-tailed) .000 .000 .000 .000  .000 
N 180 180 180 180 180 180 

Administrative practices Pearson Correlation .555(**) .502(**) .444(**) .509(**) .658(**) 1 
Sig. (2-tailed) .000 .000 .000 .000 .000  
N 180 180 180 180 180 180 

Level of significance ** ≤ .02, * ≤ .05 
 
It found that administrative practices with 

quality of work have moderate positive relationship 
with (r=.555, sig=.00), with productivity have 

moderate positive relationship with (r=.502, 
sig=.00), with knowledge of job have moderate 
positive relationship with (r=.444, sig=.00), with 
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interpersonal relations have moderate positive 
relationship with (r=.509, sig=.00) and with overall 
job performance have strong and positive 
relationship with (r=.658, sig=.00). 

Standard multiple regression analysis for 
Administrative practices as predictor of Job 
performance 

 
Model  SSq Df MS F Sig. 
Administrative practices Regression 27.066 4 6.767 47.157 .00(a) 
  Residual 25.111 175 .143   
  Total 52.177 179    

 
Model Variables B SE Β t Sig R2 
Administrative practices (Constant) 1.310 .184  7.138 .000  

Compensation .038 .042 .055 .906 .366  
Training & Development .127 .044 .170 2.863 .005** .519 
Recruitment & selection .117 .040 .180 2.898 .004**  
Career planning .385 .046 .512 8.285 .000**  

Level of significance ** < .02, * < .05 
 
It is indicated that variance, F (4, 175) = 

47.157, P<.05 explained in dependent variable (JP) is 
due to the independent variable (ADP). It found that 
compensation had not statistically significant with 
recoded beta value (β =.055, P >.05), while career 
planning having the higher beta value (β =.512, 
<.02), than recruitment & selection (β =.180, p<.02) 
and training & development (β =.170, <.02). 
 

CONCLUSIONS AND DISCUSSION 
It was concluded that majority of the 

respondents were satisfied regarding the statements 
of administrative practices and job performance. It 
means that the administrative practices play its vital 
role for the enhancement of job performance of the 
employees especially at university level. It found 
that every factor of administrative practices is 
positively associated with the all factors of job 
performance. Whereas, administrative practices 
have positive effect on job performance of the 
employees at university level, administrative 
practices and employees’ job performance is an 
effective tool for the development of the educational 
institutions. The employees are considered one of 
the best assert for the enhancement level of the 
institutions. This study is also beneficial for all kinds 
of academic institutions. It is also helpful for 
administrators to highlight the mistakes during 
performing the managerial activities. This study is 
helpful to educationists, educational managers and 
policy makers to improve ways of learning. It will 
prove as a stepping stone for the future researchers 
who want to conduct study in same area/field. The 
further research studies should be conducted 
regarding the awareness of administrative practices 
in developing countries and developed countries as 
well. 
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