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ABSTRACT 

 The objective of the study is to analyse the impact of employee engagement on the job performance to 

test whether creativity mediates the relationship between employee engagement and job performance as 

well as to analyse the moderating role of Leader-Member exchange (LMX). The research sample 

consists of 150 respondents working in Advertising Agencies, IT Departments and Events management 

Organizations of twin cities of Pakistan (Rawalpindi and Islamabad). The questionnaire included 

established measures related to employee engagement, job performance, creativity and LMX.  Multiple 

regression and bootstrapping methods were employed in the analysis of the data. The findings showed 

a significant positive effect of employee engagement on job performance. Mediation analysis shows that 

creativity partially mediates the relationship between engagement and performance, while moderation 

analysis shows that LMX does not moderate the relationship between creativity and performance. The 

study extended previous research and the external validity of the findings were ensured by investigating 

the relationship between engagement and performance. It will help the managers to ensure the employee 

engagement and its implication in order to increase the performance over the job.  
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INTRODUCTION 

Employee engagement refers to the participation and collaboration of the employees with contentment, 

motivation, and keenness for the work that they do. Those employees are involved and engaged in their 

work, who have very strong devotion towards work, and they feel a deep relationship and commitment 
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with the organization (Robbins & Judge, 2013). This concept of work engagement refers to a positive 

and emotive condition of high energy along with the high levels of devotion and a powerful focus on the 

work (Coetzee & van Dyk, 2018; Kataria et al., 2019; Schaufeli & Bakker, 2010). Such positive energy 

ultimately affects the overall employees performance at the workplace.  

Job performance can be determined as an all-inclusive anticipated worth from the employees’ 

behavior that is followed over a specific time period (Bozionelos & Singh, 2017; Motowildo et al., 

1997; Sakdiyakorn et al., 2021; Warner, 2019). Employees who are able to get their job done are 

demanded by the businesses and organizations because organizational success depends upon employee 

performance. Individuals and individual performance are very critical for organizations to succeed. The 

satisfied and courageous employees accomplish their tasks and duties; they show high performance in 

their jobs. These employees enjoy the feeling of self-efficacy and proficiency (Bandura et al., 1999; 

Carter et al., 2018). 

Creativity is ability to respond flexibly to the needs for new opportunities and new products. The 

“something new” is usually an output that results from a process initiated by an individual (Barron, 1988; 

Redmond et al., 1993).  Creativity is the capability to produce new ideas which are suitable for a job or 

task. Expecting employees to be creative is an outcome of satisfied and committed employees. Unless 

employees are committed and willing to contribute in the organization beyond the compulsive activities 

they cannot be creative (Baer, 2012; Shin & Grant, 2020). To engage employees actively and encourage 

them to be more creative at workplace, leaders play significantly important role(Redmond et al., 1993). 

If leaders and members are connected for a single objective the propensity to improve and be creative 

increase significantly.   

The theory of leader-member exchange (LMX) shows a two-way connection between the leader and the 

follower (Dienesch & Liden, 1986). Initially the theory was proposed Vertical Dyad Linkage (VDL) and 

later it was renamed as Leader-member exchange (LMX) (Graen et al., 1982). The theory depicts that 

the attendants develop distinctive swap relationships with their leaders. In return, the standard of this 

leader-follower relationship affects the working attitudes and the behaviors of the followers (Zhao et al., 

2019). Many studies showed that the standard and the quality of the relationship of LMX correlate with 

the positive follower outcomes. These outcomes can be task performance, and job satisfaction, 

(Dulebohn et al., 2012; Ilies et al., 2007).  

Therefore, this study is an attempt to understand the role of employee commitment in their performance. 

Further, the mediating role of creativity is also investigated, as discussed earlier, when employees are 

committed, they can be more creative leading to a better job performance. Previously, LMX has been 

used as predictor or mediator. However, the relation of leader and member may be an external factor 

and may moderate the process. For that mediated moderation of LMX is checked for the study. This 

study provided an insight in the technological firms and behavior of their employees. It also helps 

enhance the understanding of the role of LMX in organizations.  

 

LITERATURE REVIEW 

Employee Engagement and the Job Performance 

When employees are engaged and committed, they utilize and combine the different levels of their 

spiritual and perceptional selves. They do this because they are transforming their work chores and 
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specific tasks into a meaningful achievement (Balwant et al., 2019; Byrne, 2014). This theory states that 

the employee engagement is a vital cause of higher job performance because it evokes the positive 

emotions. Employee engagement supports the motivation to tackle work tasks and duties (Nimon et al., 

2021; Parker & Griffin, 2011). Employees engage to the organizations when they are satisfied and 

motivated with their work, explained by the Self Determination theory (Deci & Ryan, 2013).  

Self-determination theory (SDT) is a macro theory of human motivation. It relates with the inherent 

growth of the people propensities and geared towards psychological needs. It is also concerned with the 

motivation behind the choices that people make without any external affect and intervention (Sansone 

& Tang, 2021). SDT mostly focuses on the degree to which the behavior of an individual is self-

determined and self-motivated. 

Additionally, employees who are more engaged with their organizations are probably to have more 

trusted and high standard relationships with their employers (Barik & Kochar, 2017; Karatepe, 2011; 

Rasheed et al., 2013; Saks, 2019). Engaged employees perform their tasks more effectively and 

efficiently and accomplish their goals. Many studies showed that engagement affects the job 

performance. Engaged employees show more commitment and loyalty to the organizations. They enjoy 

taking risks and facing challenges. They are trustworthy for the organizations. They accomplish their 

tasks not only for their personal benefits but also for the benefits of their organizations and their leaders. 

They feel a sense of autonomy while working within an organization. 

H1: Employee engagement has a positive and significant impact on the job performance. 

 

Employee Engagement and the Creativity 

Creativity is the capability to produce new ideas. These ideas can be helpful in solving the problems and 

issues. This is the process of idea generation.  Innovation refers to the implementation conversion of 

new ideas into practices. This is the process of implementation (Hughes et al., 2018). This notion of 

organizational creativity associates a comparably undiscovered area in the organizational change and 

newness. Organizational creativity refers to the creation of a valuable and useful new process, product, 

idea, procedure, or service. This creation is carried out by the individuals who work together in a 

multiplex social circle.  

Many recent studies (Alfes et al., 2013; Eldor & Harpaz, 2016) showed that employees who are more 

engaged, they play a major role in developing creative solutions and generating new ideas. These 

employees think more innovatively, and they use adaptable reasoning in demanding the situations of the 

organizations (Eldor, 2017). Employees who are engaged are always very productive. They always try 

to employ creative techniques in order to surpass the desired outcomes and results (Ahmetoglu et al., 

2015). 

Eldor & Harpaz (2016), delivered an engrossing theoretical reasoning and justification of the relationship 

of employee engagement and the creativity based on the assumption of Broaden & Build theory of 

positive emotions (Fredrickson, 2001). Some organizations have systematic brainstorming spells when 

they work on a project. They allow their employees to contribute in a process and build on a project. 

This creates an extreme engagement because their team members are involved in the creative and 

innovative process. Organizations that encourage an attitude of continual learning, innovative thinking 

and the increased creativity, always increase the chances of retaining the quality of skillful employees, 

committed people and create an engaged workplace that leads to the job performance. 
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H2: Employee engagement has a positive and significant impact on the creativity. 

 

Creativity and the Job Performance 

Creative employees play a leading role in job performance. These employees are capable of generating 

new solutions to the work issues and risks. This generation of new ideas enables employees to do their 

work successfully in order to meet job tasks and duties (Ahmetoglu et al., 2015; Shin & Grant, 2020). 

Hence, creative employees basically try to improve their execution and the performance on the job. 

Various pragmatic studies indicated a positive relationship between the creativity and the job 

performance. For example, a study conducted by Suh & Shin (2005), explored the relation between the 

creativity, job performance and their correlations in the nonprofit organization settings. 

Additionally, two studies were conducted by Eschleman et al., (2014) in order to explore the 

relationships of recovery experiences, non-work creative activity and the behaviors related to the 

performance at the workplace. Their results indicated that creative activities have both direct as well as 

indirect impacts on the results related to the performance (H. N. Ismail et al., 2019; Pattnaik & Sahoo, 

2020). They agreed that organizations can be benefited by encouraging their employees in order to 

contemplate the creative activities and attitudes in their attempts.  Employees can be encouraged also by 

recovering them from work-related issues such as demotivation exhaustion, depletion, stress and 

burnout. 

H3: Creativity has a positive and significant impact on the job performance. 

 

1.1 Creativity as a Mediator in the Relationship of Employee Engagement and Job 

Performance  

As stated above, studies showed a relationship between the employee engagement and the creativity as 

well as there is a positive relationship between creativity and the performance too. It indicates that 

creativity plays a mediating role between employee engagement and the job performance. Isaksen & 

Ekvall (2010) agreed when employees experience a sound awareness of engagement, they feel a climate 

that strengthens the creativity. Employees feel that innumerable business benefits result.  

According to the above literature, the model explicitly postulates that employee engagement in the 

workplace will result in the enhancing creativity. This enhancement in the creativity is then modified to 

the better performance on the job (Eschleman et al., 2014; H. N. Ismail et al., 2019). When people 

become more creative and innovative, they work smarter than before. They start to develop creative 

ways in order to solve their daily work problems. These solutions positively affect their overall job 

performance.  

Contrarily, employees become less motivated as well as less engaged in their jobs, when they find their 

jobs uninteresting and unchallenging. This uninspiring state reduces their passion to think creatively and 

solve their work problems. This problem then leads to the performance issues. 

Amabile & Mueller (2008) stated that the job motivation or employee engagement is one of the biggest 

supporters of creativity and newness at the workplace (Pattnaik & Sahoo, 2020). The employees who 

are intrinsically motivated become more creative and engage in jobs that are interesting or challenging 

for them. 

H4: Creativity mediates the relationship between employee engagement and the job performance. 
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The Moderating Role of LMX 

Leader-Member Exchange (LMX) theory states that the leaders have distinctive social exchange 

relationships with their subordinates.  The standard of this relationship is different between the 

employees working with the same leader (Wayne et al., 1997). The standard of the leader-member 

relationship shows the degree to which the leaders respond to meet the certain job demands by their 

employees. The quality of this leader-member relationship also shows the degree to which the leaders 

meet their employees’ supplementary resources like freedom, information, and the autonomy to take 

part in decision making procedures. Graen & Cashman (1982) agreed these supplementary resources 

determine the quality of the leader-member relationship which consequently stimulates the employees’ 

job performance.  

Leaders are expected to provide high quality relationships with their followers as well as with the worthy 

resources that are intangible like friendship and support and tangible like protection from unfair 

practices, information, feedback and the special assignments. The followers respond to this support by 

repaying their leaders. The followers show loyalty, do extra efforts and increase their performance. The 

followers show many other behaviors that can be beneficial for their leader in an organization 

(DelVecchio, 1998).  

Followers who have a high level of LMX relationship always feel it necessary to respond (Wilson et al., 

2010). Subordinates, who are very creative and who enjoy high quality of LMX relationship are more 

concentrated in turning their ideas and solutions into the end results. Hence, the followers balance the 

overall social exchange process. Additionally, followers try to support the high-quality relationships, 

and this can also be done by channeling their creativity and newness. 

H5: LMX moderates the relationship between creativity and the job performance. 

 

METHODS 

Study design and sample 

The present study is a correlational study, and it uses regression analysis because its aim is to assess the 

impact of employee engagement on the job performance through the mediating role of creativity and the 

moderating role of LMX between creativity and the job performance.  

In present study, the data is gathered from the employees working in Advertising Agencies, IT 

Departments and Events management Organizations of Rawalpindi and Islamabad. The data was 

collected within four months therefore the study is cross sectional in its tendency. 

Convenience purposive sampling process is used for the data collection. This type of sampling process 

is extensively used in social science research because of several reasons. Firstly, the population is 

unknown hence probability sampling cannot be used. Secondly, several firms opt out of allowing to 

gather data which makes it difficult to contact employees. Lastly, firms that fit the objective and are 

willing to engage are chosen, that provides employees an opportunity to share their opinion or respond 

to survey in better way. Data collection questionnaires were distributed in order to collect the data from 

case organizations. 250 questionnaires were distributed among these organizations and 185 were 

returned back. 150 questionnaires among 185 were found complete in all aspects. The all-inclusive 

response rate was found to be 58%.  

The process of data collection used in the study is the survey method. This method is very simple. It 
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helps in collecting the data from multiple respondents at the same time as compared to the other methods. 

Self-administrated questionnaires were used to collect the primary data. The questionnaire based on 

cover page, demographic sheet and split into different sections so that respondents could easily judge 

the questions. Finally, the data is analysed by SPSS and the Process Macro (plug in tools in SPSS). 

Figure 1: Conceptual model 

 

The following table shows the results about demographic data collected from the respondents for the 

study based on 150 respondents of advertising Agencies, IT Departments and Events Management 

Organizations of Rawalpindi and Islamabad (Pakistan). 150 of the respondents participated actively.  

In the gender category, 127 respondents were male, and 23 respondents were female. In the age context, 

107 employees were between the age of (20-30), 28 respondents were between (31-40), 12 respondents 

were between (41-50) and only 3 employees were above 51. According to the educational backgrounds, 

105 respondents were holding bachelor’s degree, 33 respondents were holding master’s degree, 11 

employees were holding MS/MPHILL degree and only one respondent was holding his PD degree. On 

the behalf of experience, 111 respondents showed the experience of (1-5) years, 22 respondents showed 

the experience of (6-10) years, 14 respondents showed the experience of (11-15) years and only 3 

respondents mentioned the experience of (16-20) years. 
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Table1: Demographics of the sample 

Demographics Frequency Mean Std. Deviation 

Gender    

Male 127   

Female 23   

 
   

Age    

20-30 Years 107 

1.41 0.742 

31-40 Years 28 

41-50 Years 12 

51 and above 3 

Education  
  

Bachelor’s 105 

1.39 0.653 

Master’s 33 

MPhill / MS 11 

PhD 01 

Experience  
  

01-05 Years 111 

1.39 0.741 

05-10 Years 22 

11-15 Years 14 

16-20 Years 03 

 

Measures 

Engagement: The scale of engagement is taken from a cross national research which was carried out by 

Schaufeli et al., (2006). They ratified the Utrecht Work-Engagement Scale, a nine-item scale (UWES-

9). 

Creativity: The scale of creativity depends on a 13-item scale. It is taken from a study conducted by 

Zhou & George (2001). It is also used in many studies on the matter of creativity.  

Job Performance: The scale of job performance depends on a six-item scale. It is a self-rating scale. It 

is developed by Singh et al., (1996).  

LMX: To assess LMX, the study uses a scale with seven items. This scale was developed by Graen et 

al., (1982). A single item of this scale is “how well does your manager understand your job problems 

and needs”? 

Control variables: Other demographic and organizational variables which showed to have a correlation 

in the previous empirical studies are mentioned in this study. The control variables include age, gender, 

education and experience among other variables. 

Data analysis 

The collected data was analysed using SPSS (25) software. Perform correlation, regression, 

instrumentation tests and analyse data. By using the correlational analysis, the relationship of the 
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independent and the dependent variable is identified. Regression analysis is used to investigate 

dependencies between different variables. We tested mediation using the method of Hayes in Process 

Macro model 4. In order to analyse the moderation hypothesis in SPSS, we used the Process Macro 

developed by Hayes (2013). This made simple modeling and conditional indirect effect analysis using 

model 14 of the Process Macro. 

 

RESULTS 

Pearson Correlation of Study Variables 

The above table depicts that the study constructs are positively and significantly related with each other. 

According to the table, the association between the employee engagement and the creativity is positive 

as well as significant which is 0.548. The connection between the employee engagement and the job 

performance is also positive and significant which is 0.534. The relationship of creativity and the job 

performance is also positive and significant which is 0.664. The relationship of LMX with employee 

engagement is 0.590, creativity is 0.438 and with job performance is 0.468. All these constructs are 

positively and significantly correlated with each other. 

 

 

Table 2 

Variables              Employee                  Creativity             Job               

LMX 

Engagement                                                            Performance 

Employee 

Engagement                 1 

Creativity 0.548** 1 

Job  

Performance 0.534**  0.664**   1 

LMX  0.590**  0.438** 0.468**1 

**. Correlation is significant at the level of  0.01. 

 

Regression analysis 

Table 3 reflects that the employee engagement is positively and significantly associated with the job 

performance (B=0.47, t=8.52, p<0.05). It shows that 1% change in employee engagement will increase 

the job performance by 47%. Employee engagement is also positively as well as significantly associated 

to creativity (B=o.4536, t=7.844, p<0.05). It means that 1% change in employee engagement will bring 

45% increase in creativity. Creativity is positively as well as significantly associated with job 

performance (B=0.4932, t=7.01, p<0.05). It means that 1% change in creativity will increase job 

performance by 49%. Table 3 also depicts that there is occurrence of the mediation of creativity within 

employee engagement and job performance (B=0.225, t=4.39, p=<0.05).  In the case of mediating 

mechanism, the value of R2 highlights that in the presence of creativity as a mediator, the association 

between employee engagement and the job performance is increased by 25%. It means that creativity 

mediates the relationship between the employee engagement and the job performance.  

Table 3:  
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Predictors                    β              SE                   t                 p                 R2                   F 

1   Path a 
X to M             0.4563           0.078             7.844        0.000            0.300            61.53 

2   Path b 
M to Y              0.4932            0.07              7.01          0.000            0.50              73.22 

3   Path C 
X to Y                   0.47           0.056             8.52          0.000            0.33              72.75 

4   Path c’ 
           X to Y               0.255           0.058             4.399        0.000            0.50              73.22 

 

Bootstrap for indirect effect                                  β             SE             LLCI           ULCI 

                                                                                                                                (95%)           (95%) 
Creativity                                                             0.2237       0.062          0.1303         0.3612 

 
 
 
 
 
 

X = Employee engagement, Y = Job performance, M =creativity, LL = lower limit; CI = confidence interval; UL = upper limit. N = 145; Unstandardized 

regression coefficients are reported. 

 

Results show that with the inclusion of a mediator between employee engagement and job performance, 

the effect size is reduced. As previously without mediator it was 0.47 and with the presence of mediator 

it becomes 0.255. As effect size is reduced and both direct and indirect effects are significant hence it is 

showing a partial meditation.  
Table 4: Moderated Regression Analysis 

 Β SE t P LLCI 

(95%) 

ULCI 

(95%) 

Constant  0.0468 1.299 0.360 0.71 -2.10 3.03 

Int-term -0.008 0.094 -0.094 0.925 -

0.1960 

0.1782 

                                                 N = 150, creativity xLMX = int-term 

Table shows the results of moderation analysis. Here we can see that the interaction term shows the 

negative and insignificant value as t-value is -0.094, and p-value is also insignificant as p-value is greater 

than 5%. LLCI and ULCI both have different signs meaning that zero is present in between the values 

hence the relationship is insignificant. Thus, our hypothesis that LMX moderates the relationship 

between creativity and the job performance is not supported by our findings.  

 

DISCUSSIONS AND CONCLUSIONS 

Conclusions 

The present study is designed to check the impact of creativity and LMX in explaining the association 

between the employee engagement and the job performance in the twin cities of Pakistan. It basically 
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analyses the indirect effect through (mediating and moderating) role of creativity and LMX. In this study, 

the data was collected from the employees working in Advertising Agencies, IT Departments and Events 

management Organizations of Rawalpindi and Islamabad. 250 questionnaires were distributed among 

these organizations and 185 were returned back. 150 questionnaires out of 185 were found complete in 

all aspects. The all-inclusive response rate is 58%. The data collection process used in the current study 

is the survey method. This method is very simple and it is helpful in collecting the data from multiple 

respondents at the same time as compare to the other methods. The questionnaire based on cover page, 

demographic sheet and split into different sections so that respondents can easily judge the questions. 

Data is collected from the case organizations. Finally, the data is analysed by SPSS and Process Macro 

(plug-in tools in SPSS). The current results are also aligned with some of the previous researches (Carter 

et al., 2018) 

 

Discussion 

In past, employee engagement has been of the greatest interest to the researchers mostly because of its 

suggested effect on job performance, and job performance is one of the most important outcomes for the 

organizations. Hypothesis one of this study has verified the relationship of engagement and performance 

in the Pakistani context and our results/findings supported the previous studies conducted in other 

contexts and cultures. Nonetheless, the researchers proposed that this relationship can be a subject to 

interceding variables that have to be explored. According to that, our current study has recognized likely 

a principal mediating variable, which is creativity, which mediates the relationship between employee 

engagement and the job performance. In relation to our current study, it is clear that employee 

engagement must have to enable creativity as well in order to have an impact on job performance. This 

finding also helps further in order to unlock the “black box” between employee engagement and the job 

performance while we continue to erect more developed and advanced theoretical models and 

descriptions for the relationship between employee engagement and the job performance. Along with 

that, we also agreed that the studies should not be carried out in the segregation despite their main factors 

and cultural elements. Hence, we suggest other researchers to replicate the same study in other countries, 

contexts and cultures. Lastly, our study has some important insinuations for the managers to boost up 

creativity at the workplace. The most important tools of the organizations to increase the impact of 

employee engagement on the job performance are those managerial systems and policies which foster 

employee creativity at the workplace. 

In accordance to the second and third hypotheses of the study it is necessary for the organizations to 

engage their employees in work because employee engagement corresponds with the high levels of 

creativity, project accomplishment and customer satisfaction (Breevaart et al., 2014). Employees who 

are able to get their job done are demanded by the businesses and organizations because organizational 

success depends upon employee performance. Individuals and individual performance is very critical 

for organizations. The satisfied and courageous employees accomplish their tasks and duties; they show 

high performance in their jobs. 

Fourth hypothesis of the study was to check mediating role of the creativity, which has shown significant 

effect. This facet of creativity is crucial for an organizational effectiveness. It will authorize the 

generation of novel ideas that improve upon the current solutions without diverging from the central 

operation of the process (Litchfield, 2008). Several meta-analytic studies indicated that the quality of 
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the leader member exchange relationship correlates with the positive follower outcomes. These 

outcomes can be task performance, job satisfaction, employee engagement, commitment and creativity 

(Ilies et al., 2007; H. N. Ismail et al., 2019; Pattnaik & Sahoo, 2020; Zhou & George, 2001). Employees, 

who have strong relationships with their leaders, perform more effectively and efficiently in the same 

workplace. The exchange role between the leaders and the followers plays a vital role in defining the 

work of the employees. The current study devotes in the literature as well by throwing a light on the 

mechanism in which employee engagement leads toward job performance and how creativity increases 

the effect of employee engagement on the job performance. 

Fifth and last hypothesis was about LMX’s moderation between creativity and performance. This 

hypothesis was rejected and one of the many reasons could be that in organizations leaders do not engage 

with their employees. Such low interaction bounds respondents to provide perceptions which are 

idealistic or some time they give rather harsh responses. Further, in general the firms have private 

ownership structure where owners play the role of leader that leads subordinates to maintain a 

relationship which is based on complying to the orders. Under such circumstances it is hard to have 

LMX intact. Other researches may be conducted to specifically identify the LMX in an organization and 

then see how it differs from the organizations not having it.  

 

Theoretical Contributions 

Generally, our current study enhances the limited body of researches that examine the relationship 

between employee engagement and the job performance along with the indirect paths. Hence, it helps to 

improve the theory. Those studies which recognize the prospective mediators have an impact on the 

relationship of employee engagement and the job performance and it helps to develop the theory in this 

zone (Kim et al., 2013). The theory can be improved with the help of our current study findings by 

developing the understanding of the relationships between employee engagement and the job 

performance. Furthermore, our current study identifies that there is not a simple one connection between 

employee engagement and job performance, this relationship is also influenced by different factors that 

need to be explored and used to develop the current theory also. Schaufeli (2010) agrees that the current 

theory of the relationship of employee engagement and job performance is underdeveloped and it 

requires more work to enhance our understanding for the relationship between employee engagement 

and job performance. 

 

Managerial Implications 

Organizations are required to encourage employee engagement practically at workplace in order to 

reveal its impact on the job performance. Literature accounts a number of antecedents to foster employee 

engagement at the workplace. Furthermore, according to our current study, high performing 

organizations mush have to develop a work environment which encourages creativity in order to gain 

the benefits of employee engagement and it is very crucial for them. To be sure, related to the work 

environment, a study revealed that the work climate plays a mediating role in the relationship of 

employee engagement and the job performance (Salanova et al., 2005). According to this study, 

corporate managers are required to foster and boost up creativity at the workplace which reinforces the 

effect of employee engagement on the job performance. Finally, the study has useful implications for 

the Pakistani industry. Most of the Pakistani employers are working normally under the traditional and 
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bureaucratic management systems which dispirit the creativity at workplace (H. Ismail & El Nakkache, 

2014), and as a result they creel the effect of employee engagement on the job performance. Our current 

study indicates the worth of employee engagement to the managers and its effect on creativity and job 

performance at the workplace. Employers must have to engage their employees at work by focusing 

more and more of their efforts on the components of career growth and the job design (H. Ismail & El 

Nakkache, 2014). Managers should develop the workforce to engage with each other, to increase their 

knowledge sharing behavior to get more and more outputs. 

 

Limitations and Future Directions 

In the study, wide literature on job performance is available aligned with various study phenomenon but 

the researchers have taken into account only the individual attitudes. This is the first limitation of the 

study as the researcher is restricted towards only attitudinal and behavioral aspects of the study 

constructs. The second limitation is that the study involves only three case organizations. Other 

departments and organizations should be explored in different areas. The third limitation is that the study 

is carried out in the geographical limits of Rawalpindi and Islamabad. Future research should involve a 

different culture or different cities. The fourth limitation of the study is that all the study variables are 

taken as whole, in future dimensions of these variables may be considered in the future study. The fifth 

limitation of the current study is that, due to the time and resource limitations and restrictions, our current 

study is a cross sectional study in the nature. Further longitudinal study should be carried out. In future, 

the researchers should consider other scales and moderator rather than LMX aligned with the relative 

theory. Replication of the same model is also recommended in other sectors. Future research requires 

more focus on these and related variables through longitudinal data collection. 
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