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KONIEKTUBHbI JOTOBOP

OTHOLUEHUA MEX Y PABOTOATENEM
11 PABOTHUKAMMU

OAKTOPDI, BIMAIOLNE HA OTHOLLEHKA
MEX[Y PABOTO/JATENEM 1 PABOTHUKAMM
(OOPP)

MOJENNPOBAHUE CTPYKTYPHbBIMU
YPABHEHUAMU (MCY)

JEL classification

J50, C10, C80

[leTepMHHAHTDI OTHOLUEHHH
«padoTofjaTeNb - PaGOTHMK» B OpraHu3aLuax
rocyfapcreeHHoro cekropa lakucrana

WccnepoBanue NOCBALLEHO GAKTOPHOMY aHaNN3Y CUCTEMbI OTHOWEHWH «paBoTofaTenb — PaGOTHUK.
B kauecTBe $»aKTOpOB BbIGPaHbI KONNEKTUBHbIE NEPEroBOPbI, PEKPYTMEHT, CUCTEMA ONNaThl Tpyaa U KOMMY-
HUKaLus. MeanaTopoM Mexzay 0603Ha4eHHbIMUA GaKTOpaMK M OTHOLIEHHSIMU «paBGoToaaTeNb — PAGOTHUK»
BbICTYNaloT YCIOBMA Tpyaa. NepBrYHbIE JaHHbIE AN aHanu3a Noay4YeHbl NOCPEACTBOM aHKETUPOBaHUS py-
KOBOAWMTENEN BCEX YDOBHEW B YETbIPEX OpraHU3aLMsx rocyAapcTBEHHOMO cekTopa MakuctaHa. s oLeHKu
Ba/MIHOCTW [I@HHbIX MPUMEHSCS SKOHOMETPHUYECKUH DAKTOPHbIA aHanu3. YCTaHOBEHO, Y4TO BCe MOaEeNU
3Ha4uMmbl. MpsiMoe M OMocpeaoBaHHoOe BAMSIHUE HAKTOPOB M3Y4EHO C MPUMEHEHUEM MEPAPXHHECKON MO-
1ENM IMHEHoM perpecckn. CornacHo pesynbTaTaM UCCNeoBaH!st NepeyucneHHble Bhillie GaKTopbl OKasbl-
BaIOT 3HAYMMOE MONOKUTENBHOE BAUSIHUE HA OTHOLWEHMS MEXAY PYKOBOACTBOM U TPYAOBLIM KONMIEKTUBOM.
[loKa3aHo, 4To YCNIOBMS TPY/a MPX 3TOM CAyXaT CPeoi ANs BbICTPAUBaHWS OTHOLLEHHI «paboToaaTenb —

PabOoTHUK» U MEXAY PABOTHUKAMM.

PesynbraThl MccnefoBaHWs MOTYT NPEACTaBAATb MHTEPEC ANS CMEeLManncToB B 061acT ynpaBieHus
NepcoHanoM 1 CRyXaT AOMOAHUTENbHBIM UCTOYHUKOM MHOOPMALMK NPU U3Y4eHUH GaKTOPOB, BAUAIOWLMX HA
OTHOLLIEHUS Mexay paboTofaTenem U HaeMHbIMKU PabOTHUKaMK, Ha npuMepe lMNakuctaHa.

BBEAEHUE

YcnewHocTb noboro 6rusHeca B 3HaUu-
TENIbHOW CTENeHN 3aBUCUT OT KauecTBa OT-
HOLLEHWIA BHYTPU TPYLOBOrO KONNEKTUBA.
B nocnepnHee Bpems B MakncTtaHe Bce 60nb-
e BHUMaHUA yoensaeTca B3alMOOTHOLUE-
HUAM Mexay paboTofaTenAMu 1 HaeMHbI-
mMu paboTHukamu (employee relations) [2].
JlaHHbIN TUN B3aUMOAENCTBUA MOXET ObiTb
Kak GopmManbHbIM, Tak 1 HepopManbHbIM 1
BKOYaeT B cebA NpPOu3BOACTBEHHbIE OT-
HOLLEHNA, KOMMYHUKaUMIO COTPYAHUKOB
C PYyKOBOAWTENAMM, BOBJIEYUEHHOCTb pa-
60THMKOB B TPYAOBOW NpOLECC U yyacTue
B ynpasneHun npeanpuatuem [5]. Mog cu-
cmemoli Npou380OCMBeHHbIX OMHOWeHUL
MOHVMMAETCA MeXaHW3M, PerynupyoLwmi
B3aMMO[ENCTBMe COTPYOHMKOB Ha pabo-
yem mecTe [1].

Mocne npu3HaHua MakucTaHa He3aBw-
CMMbIM FOCYAaPCTBOM MNPOU3OWNO CANA-
Hue AkTa o npog¢cotosax (Trade Union Act)
1 AKTa O NPOW3BOACTBEHHbIX cropax (In-
dustrial Dispute Act). B pesynbtate B 1969.
Obln NPUHAT efuHbIA [OKYMeHT — YKa3
0 TpynoBbix oTHoweHuaAx (Industrial Rela-
tions Ordinance), rnaBHo 3afaueii KOTOPO-
ro 6b1710 GOPMMPOBAHME HOPMATUBHO-TPa-
BOBOW 6asbl AnA paspelueHns TPyLoBbIX
KoHdnuKTOB [4]. HayuHble paboTbl B 065a-
CTW TPYAOBbIX OTHOLUEHWI CBUAETENbCTBY-
10T, YTO NPOW3BOACTBEHHbBIE CMOPbI NPEnsAT-
CTBYIOT MOBbILLEHNIO NPOU3BOANTENBHOCTH
TPyZa W HEeraTMBHO CKa3blBalOTCA Ha NUy-
HoM 3 dEKTUBHOCTY COTPYAHNKOB. B 6onb-
WIMHCTBE CyyaeB KOHNUKTbI Ha pabouem

MecTe CO3[alT HanpsKeHWe, NPUBOAAT
K ¢pycTpauuy, femoTuBupyioT paboTHU-
KOB U CHUXaT WX BHUMATENbHOCTb Mpw
BbINOSIHEHUU  PYTUHHBIX  06A3aHHOCTEN.
Hanbonee cepbesHble KOHOMMKTbI MOryT
CTaTb NPUYMHON 3a6aCTOBOK 1 NIOKAYyTOB,
KoTopble KpaiiHe HeraTWBHO CKa3blBalOTCSA
KaK Ha camnx paboTHIMKax, Tak U Ha NoKasa-
TeNAX AeATeNIbHOCTY OpraHm3aLmy.
Pactywee uucno 3abactoBok u co-
nyTcTylowasa 3ToMy notepsa pabouero
BPEMEHU — NUIIb OAHO U3 MOCIEACTBUIA
He[OCTaTOYHON  Pa3BUTOCTU  CUCTEMbI
YPEerynmpoBaHUa TPYLOBbIX OTHOLLEHHA.
B 2010 r. B pe3synbrate KONNeKTUBHOIO
OTKasa oT paboTbl B [MakuctaHe 6bino Mo-
TepAHo 25504 yen.-AHA, 4TO NOYTU B ABa
pa3a 6onblue, yem B 2008 r. (14806 uen.-
aHen). OpgHako B 2011 r. npousolwen ewe
6oNbWNA - CEMUKPATHBIA — POCT Mpo-
BOMKUTENBHOCTM 336aCTOBOK, COCTaBMB-
wnn 175329 ven.-gHen.  Cpegn  npoymx
NOCNeACTBUAN MOXHO TaKxe OTMETUTb
CHVKEHME MPOU3BOAUTENBHOCTY  TPyAA
BO BCEX CEKTOpax IKOHOMUKM [akucTaHa,
POCT yfmenbHbIX 3aTpaT Ha pabouyto cuny u
HU3KMI YPOBEHb KOHKYPEHTOCMOCOBHOCTN.
[lo HepaBHEro BpemeHW B CTpaHe He
NpPOBOAUNOCH UCCNefOBaHWIA BANAHNA YC-
NIOBWIA TPYZla Ha B3aMMOOTHOLLEHUA MeX Y
paboTopatenem 1 NOAUMHEHHBIMY, 3aHATbI-
MM B rocyfapCTBEHHOM cekTope [MaKucTa-
Ha. ABTOpamm AaHHO CTaTby NpeanpuHATa
MOMbITKA 3aMofIHUTb JaHHbIA Npoben. 3a-
[auu HacTosLlero nccnegosaHus: 1) onpe-
LenuTb 3HauYeHue KOMeKTUBHOIO [0roBO-



Determinants of the Employer-Employee Relationship
in the Public Sector Organizations of Pakistan

The study is devoted to the factor analysis of the employer-employee relationship. The authors
examined such factors as collective bargaining, recruitment, remuneration and communication.
Working conditions served as the mediating variable between the given factors and the employer-
employee relationship. The primary data were collected with the help of questionnaires distributed
in four organizations of the public sector of Pakistan. To confirm the data validity, factor analysis was
performed. All the models were proved to be significant. For exploring direct and mediation effects
of the factors, the authors used hierarchical linear modelling. The findings of the research indicate
that the abovementioned factors produce a significant positive effect on the employer-employee re-
lationship. At that, working conditions serve as the mediating environment for building relationships

between employers and employees.

The results of the research are of interest to HR specialists and represent an additional source of
information for studying the factors influencing the employer-employee relationship, using the case

study of Pakistan.

INTRODUCTION

The employer-employee relationship
has a significant role in successful busi-
ness. In Pakistan, the concept of employee
relations is becoming increasingly popu-
lar [2]. The concept refers to the interac-
tion between employers and employees.
Such interaction can be either formal
or informal and includes industrial rela-
tions, employee communication, labour
participation and labour involvement [5].
The industrial relations system refers to a
mechanism that governs workplace rela-
tionship [1].

After Pakistan gained independence,
the Trade Union Act and the Industrial Dis-
pute Act were merged together in 1969
into a single law, namely the Industrial
Relations Ordinance, the main objective
of which was to resolve industrial conflicts
with the help of statutory provision [4].
According to some research in the field of
labour relations, industrial conflicts cre-
ate obstacles to productivity and impair
personal performance. In most cases, con-
flicts in the workplace cause tension and
frustration, demotivate staff members
and result in a lack of interest in routine
operations. The most severe conflicts
might lead to strikes or lock-outs, which
exert an extremely negative impact on
workers and organizations' performance.

Underdevelopment of the labour rela-
tions system is manifested in an increase
in the spate of industrial strikes and at-
tendant man-days lost. The number of

man-days lost due to industrial strikes
almost doubled from 14,806 man-days in
2008 to 25,504 man-days in 2010. How-
ever, in 2011, a still bigger, sevenfold, in-
crease occurred (up to 175,329 man-days).
Among other consequences we can hame
declining labour productivity in all sectors
of the country’s economy, increasing unit
labour cost and low levels of competitive-
ness.

Moreover, in Pakistan, none of the
studies conducted so far measures the
factors affecting the employer-employee
relationship in the public sector organiza-
tions of Pakistan with the mediating vari-
able of working conditions. Thus, to over-
come the existing gap, the present study
seeks to analyse the factors affecting
employee relations in the public sector
organizations of Pakistan. The objectives
of the study are (a) to measure the effect
of collective bargaining, recruitment, re-
muneration and communication when
building the employer-employee relation-
ship and (b) to measure the mediation ef-
fect of working conditions between these
four factors and the employer-employee
relationship.

FACTORS AFFECTING THE EMPLOYER-
EMPLOYEE RELATIONSHIP (FAER)
AccordingtoOdhongand Omolo, there
are four significant factors affecting the
employer-employee relationship (FAER):
collective bargaining, wages and salaries
(remuneration), recruitment and commu-
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pa, pekpyTMeHTa, cMcTemMbl onnaTbl Tpyaa
N KOMMYHUKaLWIA B BbICTPauBaHUN OTHO-
LWEHNI Mexay PYKOBOLCTBOM W NMOAUMHEH-
HbIMK; 2) YCTaHOBWTb ONOCPEAYHOLLYI0 POSib
YCNIOBUWIA TpyAa MeXay faHHbIMK dakTopa-
MM 1 OTHOLLEHVAMK «paboTofaTenb — Nog-
YMHEHHBI».

OAKTOPbI, BINAKOWME HA OTHOLWIEHNA
MEXAY PABOTOOATENIEM U PABOTHMKOM
(®OPP)

3. OpxoHr n [x. Omono BblgenstoT
ueTbipe dakTopa, UrpawLMx 3HAUYUMYI0
ponb B GOPMMPOBAHUM B3aMOOTHOLLE-
HUI MeXIY afMUHUCTPaLmen n paboTHu-
Kamu: paspelleHne KONNEeKTUBHbIX TPY-
[OBbIX CMOPOB, CMCTEMY OMnaTthl TpyAa,
PEKPYTMEHT U NPOLeCcC KOMMYHMKaLUW
[12]. PaccmoTpum Kaxablin dakTop 6onee
nogpo6Ho.

KonnekmueHeiii mpydoeoli cnop (KTC)
- MpoLecC NeperoBOpoB W 06CYXAeHWIA,
HanpaBfeHHbIX Ha YCTpaHeHWe pasHorna-
CNiA MeX Yy [IBYMA Y4acTBYIOLMMM CTOPOHa-
mu [12]. Mo mHeHuo C. Pao, konnekTuBHbIe
neperoBopbl NoApasymeBalT COrfacoBa-
Hue TpebOoBaHWN, BbILBUHYTbIX PabOTHY-
Kamu 1 paboTopaTtensiMm B OTHOLLEHUM
YCNIOBWIA TPy 1 HalimMa, NpaB 1 06A3aHHO-
CTell, HanpaBNeHHOEe Ha YyperynmpoBaHue
KoHdnukToB [17]. Ecnu, pocturHys onpepe-
NEHHON CTaguw, fanbHellee pa3peLeHme
KOHQNMKTa MeXAY y4aCTHNKaMM CTaHOBUT-
€A HEBO3MOXHbIM, MEPeroBopbl 3aXofsaT
B TYNWK. 3a4acTyio 3TO MPOUCXOZUT, ecnu
TpeboBaHMA OAHON 13 CTOPOH CIIMLLIKOM
3aBbllleHbl. B oTgenbHbIx cnyyasx Bbixogy
U3 TyNUKa CnocobCTByeT BMeLLaTenbCTBO
TpeTben CTOPOHbl. Ecnn HaiTn peleHne
CNOXMBLLENCA CUTYaLMK BCE Xe He ynaeT-
€A, BO3pAcTaeT BEPOATHOCTb 3a0ACTOBOK,
rMaBHas Lieflb KOTOPbIX — OKa3aTb AorMof-
HUTeNbHOE AaBnieHne Ha paboToaatens [8].
Mo yTBepXaeHNAM pAfa yUYeHblx, npoBefe-
H1e KONEKTVBHDBIX NePEroBOPOB NO3UTHB-
HO CKa3blBAeTCA Ha OTHOLLUEHMAX B paboyem
KonnekTtuBe 1 ycnosuax Tpyga [8; 11].

Cucmemy onnamel mpyoa MOXHO
TPaKTOBaTb KaK MaTepuasbHOe BO3Ha-
rpaxaeHue, npuuyuTatolleecs pPaboTHUKY
3a BbiNONHEHHy paboty [12]. Ynpasne-
HMe CMCTeMOW onnatbl TpyAa — OfAUH M3
OCHOBHbIX aCMeKTOB TPYAOBOW AeATenb-
HOCTM, HaXOAAWMIACA Nof NPUCTaNbHbIM

BHVMaHMWEM KakK HaeMHbIX PabOTHMKOB, Tak
1 MeHe[KMeHTa KoMnaHuu. Kak oTMevaet
[. Mupc, HabntogaeTca HenocpeacTBEHHas
B3aMMOCBA3b MeX[y pe3yNbTaTUBHOCTbIO
[EeATeNbHOCTU COTPYAHUKOB U (UHaHCO-
BbIM BO3HarpaxgeHuem [14]. PasymHble ge-
HEXHble BbINAaThl BbIFOAHbI 1 PabOTHUKaM,
1 PYKOBOACTBY OpraHu3aLuu, TaK Kak cpe-
[ NPOYEro NPUBOJAT K YKPenneHuio Tpy-
JIOBbIX OTHOLIEHUI B KonnekTuse [15]. Co-
[MIACHO MHEHMIO PALla YUEHBIX, YBENNYEHNe
3apaboTHON MnaThl ABNAETCA 3HAYMMbIM
NPeAMKTOPOM B OTHOLUEHUAX «paboTopa-
TeNb — PaboTHUMK» [12; 14].

Pekpymmernm. 3. OgxoHr n [Ix. Omono
[anu cnepylollee onpepeneHe TepMrHa
«PeKPYTMEHT» — 3TO MOUCK 1 OTOOP KaH-
angaTos, obnagamowmx HeobxoauMbIMu
3HaHWAMMU W HaBblKaMu, AN 3anofHeHUs
OCHOBHbIX No3uumnin B KomnaHun [12]. Pe-
KPYTMEHT MOXET ObITb BHeLWHUM (nofbop
MepcoHana Ha BHELWHEM pbiHKe Tpyaa) 1
BHYTPEHHUM (nopxofAlime KaHAuAaTypbl
oTbnpaloTca U3 umcna paboTHUMKOB, yxe
TPYAOYCTPOEHHbIX B [aHHOW OpraHu3a-
uum) [10]. Ob6a BMAa B OQNHAKOBOW CTene-
HUW 3HaUMMbl NPY B3aUMOAENCTBUN MEXTY
PYKOBOLCTBOM KOMMaHUM 1 NOJYNHEHHbI-
mm [10; 12].

KommyHukayusa. [Npouecc obmeHa
MHPopmaLmen unu nepegaum coobuie-
HUII MeXAy NIOAbMU C LEeNblo JOCTUXe-
HMA  B3aMMOMOHMMaHWA  Ha3blBaeTcA
KommyHumKauwnen [10]. Kak ycTHoe, Tak 1
MUCbMEHHOe B3anMOJLEeNCTBUe ABAAETCA
HeoTbemMIeMOol YacTblo GYHKLMOHNPOBa-
Hua npegnpuatua [12]. K nucbmeHHOMy
B3aMIMOLENCTBIIO OTHOCATCA CiyXeBOHble
3anncku, fenoBas nepenucka, pestome,
poknafbl, TenepoHOrpamMmbl, MNpPUKasbl,
MHPOPMALIMOHHbIe GtonneTeHn u ap. [12].
MopnepxmBasa MOCTOAHHBIN KOHTAKT C
PALBOBLIMU COTPYAHWUKAMU, PYKOBOACTBO
OpraHu3aLuu 3aMeTHO CTUMYNPYET NPo-
13BOAMTENbHOCTb UX Tpyfa. TecHoe B3a-
MMOLENCTBME, B CBOK OYepefdb, Befet
K MO3UTUBHOMY C[IBUFY B OTHOLIEHUAX
MEeXAY HayanbHUKaMy W NOLUYUHEHHbBIMU
[10;12].

Momumo dakTopos, BblgeneHHbix Og-
XOHT 1 OMONO, CYMTaeM BaKHbIM OTMETUTb
3HauMMOCTb YCNOBWI TPyAa B BbICTPamBa-
HUW OTHOLLEHW Mexpy paboTopaTtenem
1 paboTHMKaMK.

O®OPP
(KTC, onnata Tpyaa,
PEKPYTMEHT, KOMMYHUKaLNA)

(H,)
[ A% Y
OTHoweHna mexay
—®—> Ycnosua Tpyaa —®—> paboTopaTenem
1 paboTHUKamu
I I @ A

Puc. 1. KoHuenTyaAbHasi MOAEAb UCCAEAOBaHUA

Mop ycnosuamu mpydd MOHWMAIOTCA
3aKOHOJATeNbHO YCTaHOBJEHHbIE NPaBuUa
HaliMa, a TaKXe NPOU3BOACTBEHHAA Cpefa,
B KOTOPOI PabOTHWMK OCYLIECTBAAET Tpy-
LOBYIO AeATENbHOCTb. YCNOBMA Tpyaa — J0-
BOJIbHO LUMPOKOE NOHATIE, OXBaTbIBalOLEE
Takune cdepbl, Kak bnarococTosHue coTpya-
HUKOB, 06YyueHwe 1 nosbilieHne Keanuu-
Kalm, NpOU3BOACTBEHHAA AEATENBHOCTD,
pabouunit rpaduk, 6e3onacHOCTb TpyAa,
BOMPOCHI TPYAOCMOCOOHOCTW, 3[0POBbA,
6anaHc pabotbl 1 oTablxa [5].

CBA3yIOWMYMMN 3IEMEHTaMN B OTHOLLE-
HUAX «paboTofatenb — pPaboTHMK» moryT
BbICTYMaTb MHOFOUYKC/IEHHblE  (AKTOPBbI,
OTHOCALUMECA K YCIOBMAM TPyAa, Hanpu-
Mep, ynpasnieHre 1 pa3paboTKa NoAnUTHKM
B 06/1aCTV OXpaHbl TPYAa, OLeHKa 1 aHanu3
BO3MOXHbIX PVUCKOB, MPOrpammbl 3a60Tbl 0
3[10POBbE, CHUKEHWE CTPECCOBOI Harpys-
KW, NPefoTBPaLLEHNE HECHACTHDBIX CyYaes
Ha pabouem mecte 1 ap. Kpome Toro, faH-
Hble (paKTOpbl CYLIECTBEHHO BAUSIOT Ha pe-
3ynbTaTbl paboTbl NepcoHana opraHMaLmum.

TEOPETUYECKUE N KOHLEENTYAJIbHbIE
OCHOBbI UCCNTIEAOBAHMA

B ocHoBe HacToALlEro uccnefoBaHus
nexar Teopusa yHumapusma (npaswna
YCTaHaBMMBAIOTCA  BbILECTOAWMMN  UH-
CTaHUMAMK (TOM-MeHeaXMeHTOM), a nep-
COHan OCyLLeCTBNAET CBOKW [eATeNbHOCTb,
PYKOBOACTBYACb  AaHHbIMM  MpaBuUnamu)
[1]; koHUuenuma nmopanusma (counanbHas
cncTeMa, T.e. TPYAOBOW KONMNeKTMB, npep-
CTaBnAeT CoBON He YHUTapHYI CTPYKTYPY,
a rpynny MHAVBUAYYMOB, UMEIOWMNX He3a-
BUCMOE MHEHWeE 1 CODCTBEHHbIE NHTEpe-
cbl) [1], a Takxke 08yxhakmopHas meopus
momusayuu lepybepaa (ROCTaTOUHbI 06b-
eM rUrueHnYecknx GakTopoB npenynpex-
[aeT Hey[OB/IETBOPEHHOCTb PaboToiA, B TO
BpeMA Kak MOTUBUpYlowme dbakTopbl no-
OyX[aloT nepcoHan K fyyilemy UCrosnHe-
HUIO 06A3aHHOCTEN).

KoHuenTyanbHas mopenb uccnefjoBa-
HWA NpefcTaBfeHa Ha puc. 1.

0603HauYeHHasa Nnorvka WUCccnenoBaHns
No3BONAET BbIABUHYTb PAL runotes, nog-
Nexalnx SMIMpUYecKoii Bepudukaumu.

lunomesa 1 (H,): OOPP (KTC, onnata
TPyAa, PEKPYTMEHT, KOMMYHUKaLusA) AB-
NATCA 3HAYMMBIM NPEANKTOPOM B OTHO-
WweHuAxX mexay pabotofatenem u pabot-
HUKamu.

funomesa 2 (Hz): DOOPP sBnatoTcA 3Ha-
UMMBIM NPEANKTOPOM YCNOBUIA TPyAa.

funomesa 3 (H3): YCNoBWA TPyAa B 3Ha-
UMTENbHOW CTEMEHW BIIMAIOT HA OTHOLLEHUA
mexnay pabotogarenem n paboTHUKamU.

[unomesa 4 (H,): Bnnanne ®OPP Ha ot-
HoLeHua «paboTopaTenb — PaboTHMK» A0



nication [12]. Let us consider each factor
in detail.

Collective bargaining (CB) is a proce-
dure that involves negotiation and discus-
sion aimed at resolving conflicts between
two parties [12]. According to Rao, CB is
defined as conciliation between two sides
concerning working conditions, employ-
ment terms, obligations and rights [17].
Deadlock in CB occurs as the parties are
not capable to progress any further in set-
tling the conflict. Frequently, deadlock
happens if one group demands additional
benefits as compared to the other group.
Sometimes the issue pertaining to dead-
lock can be solved with the intervention
of the third party. If the deadlock issue is
not decided, this leads to strikes, which,
in turn, put a strain on management [8].
According to some researchers, CB has a
significant positive effect on working con-
ditions and the employer-employee rela-
tionship [8; 11].

Remuneration is a financial reward
(compensation) to employees for work
done [12]. Compensation administration
is among the principal aspects of labour
activity that are closely supervised by
both employers and employees. Accord-
ing to Pierce, there exists an immediate re-
lationship between money-related reward
and employment-related results [14]. In
the work environment, reasonable com-
pensation creates benefits for workers,
and the employer-employee relationship
ends up being healthy [15]. Many scholars
argue that an increase in pay turns out to
be a significant predictor in the employer-
employee relationship [12; 14].

Recruitment is the process of finding
and attempting to attract job candidates
who are capable of effectively filling job
vacancies [12]. There are two kinds of re-
cruitment: external (selecting candidates
in the external labour market) and internal
(candidates are available inside the organ-
ization) [10]. Both types of fair recruitment
procedures have a significant effect on the
employer-employee relationship [10; 12].

Communication is exchange of in-
formation or message for establishing
a good rapport between people [10].
Both spoken and written conversations

are pervasive in organizations [12]. Writ-
ten communication includes office mem-
orandums, business letters, resumes, re-
ports, written telephone messages, policy
manuals and newsletters [12]. Employees
usually become more productive when
communicating with their supervisors.
Consequently, this will lead to better em-
ployer-employee relationship [10; 12].

Apart from the factors highlighted
by Odhong and Omolo, it is worth not-
ing that working conditions are equally
important when building the employer-
employee relationship.

Working conditions embrace employ-
ment terms and conditions, as well as the
working environment. This notion covers
such spheres as well-being of employees,
training and employability, work activi-
ties, working time, labour safety, health
and work-life balance [5].

Management and development of
health/safety policies in the workplace,
risk assessment, health programs aimed
at preventing stress and accidents signifi-
cantly mediate the employer-employee
relationship and also have a considerable
effect on employees’ work-related perfor-
mance.

THEORETICAL AND CONCEPTUAL
FRAMEWORK

The study incorporates the political
theories of unitarism (the management
team sets the rules and workers should
cooperate according to these rules) [1]
and pluralism (a social system, i.e. staff
members, is not a unitary structure, but a
group of individuals who have their own
independent opinion and interests) [1], as
well as Herzberg’s two-factor theory (a suf-
ficient amount of hygiene factors prevents
dissatisfaction with work, while motivat-
ing factors encourage staff to perform
their functions better).

The conceptual model is presented
in Fig. 1.

The designated logic of the research
allows us to put forward a number of
hypotheses that are subject to empirical
verification.

Hypothesis 1 (H,): FAER, i.e. collective
bargaining, remuneration, recruitment

FAER
Collective Bargaining,
Remuneration, Recruitment,
Communication

(H)
| " v
—®—> Working Conditions —®—> Employer—Emp.onee
Relationship
| — o —

Fig. 1. Conceptual framework of the study
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and communication, is a significant pre-
dictor of the employer-employee relation-
ship.

Hypothesis 2 (H,): FAER is a significant
predictor of working conditions.

Hypothesis 3 (H,): working conditions
have a significant effect on the employer-
employee relationship.

Hypothesis 4 (H,): working conditions
partially mediate the interaction between
FAER and the employer-employee rela-
tionship.

EMPIRICAL STUDY:
MATERIALS AND METHODS

The primary data were collected from
four organizations of the public sector of
Pakistan: OGDCL (Qil and Gas Develop-
ment Company Limited), PIA (Pakistan
International Airlines), NBP (National Bank
of Pakistan) and PTCL (Pakistan Telecom-
munication Company). Questionnaires
were distributed among the top (admin-
istrative), middle (executive) and lower
(supervisory) levels of management. The
target population of the study included
both males and females. All the compa-
nies are public and operate in the territo-
ries of two Pakistani provinces — Khyber
Pakhtunkhwa (KPK; cities of Peshawar and
Mardan) and Punjab (cities of Lahore and
Rawalpindi), and in Islamabad. The uni-
verse of the study constituted 1570 staff
members.

The sample size was calculated using
the formula of Taro Yamane (1967) [23].
The sampling was comprised of 319 staff
members.

Stratified sampling was used for data
collection with the proportionate alloca-
tion method. The results are presented
in Table 1.

In the cities of Mardan and Peshawar
(KPK province), a total of 80 question-
naires (40 in each city) were distributed
amid top (administrative), middle (ex-
ecutive) and lower (supervisory) levels of
management, and 80 usable question-
naires were returned. The response rate
in KPK was 100%. In Lahore, a total of 100
questionnaires were distributed amid the
staff members of PIA, OGDCL, PTCL and
NBP, and 98 usable questionnaires were
returned. The response rate in Lahore city
equalled 98%. In Rawalpindi, a total of 80
questionnaires were distributed, and 80
usable questionnaires were returned. The
response rate in Rawalpindi city was 100%.
In Islamabad, a total of 59 questionnaires
were distributed, and 57 usable question-
naires were returned. The response rate in
Islamabad was 98%. A total of 319 ques-
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Tabnumya 1 — CtpatuduuympoBaHHas BbI60pKa METOAOM MPONOPLMOHaNbHOIro pasmelLeHus

KomnaHusa Yucno cotpyaHmkos (N) Bbibopka (n;)
PIA 320n,=N;"n/N 65
OGDCL 400 n;=N;n/N 81
PTCL 420 n;=N;n/N 86
NBP 430 n;=N;n/N 87
Wtoro: 1570 319

Mpumeuarue: n;~ pasmep BbIGOPKY ANA NOACTPAT; N, - 0bLee UMCNO PeCNoHAEHTOB B NOACTPATE; N - Pa3mep
BblI6OpKM (319 pykoBoguTeneit); N — cyMMapHOe KOfMYeCTBO PeCNOHAEHTOB B 0TOOPaHHbIX KOMMAHMSAX.

Tabauua 2 - VICTOUHMKHM AAST COCTaBAEHMS aHKETbl U HAAEXHOCTb A@HHbIX

Koaddpuument

[NepemeHHasn EquHunua NCTOUHUK anboa-
KpoHbaxa
PaspeweHnmne KTC 5 A. MumaH n gp. [16] 913
PekpyTmeHT 5 C. ApHonbg, H. Mneiic [6] 951
KommyHuKauus 5 K. Po6eprtc, Y. O'Paiinu [19] 931
Onnarta Tpyaa 5 B.-Y. llan, Y.-X. XyaHr [21] .966
Ycnosua Tpyaa 5 K. Nekxem, C. BebcTep [13] 961
OTHoweHwA 5 T. PemaH, 3. CHeiin [18] 984
«paboTogatenb — paboTHMK»

Tabnmya 3 - lNepeKpecTHbIN aHain3 cocTaBa y4acTHUKOB orpoca

no napameTpam «noJi» U «ypPoOBEeHb MEHEXMEHTa»

YpoBEeHb MEHEAXMEHTA
Mon Huswmn CpeaHui BbicLiuni Beero
(HaA30PHbIN) (MCNOAHUTEABHbIN) | (AAMUHUCTPATUBHbIN)
MyXUnHbI 174 18 3 195
YKeHLWHHbI 112 8 0 120
Bcero 286 26 3 315
Tabnmua 4 — lNepeKpecCTHbIN aHan3 cocTaBa y4acTHUKOB orpoca
o NapameTpam «Bo3pacT» 1 «oJ»
Mon
Bo3pact Bcero
My>KumHbl MeHLWmHbI
18-28 net 164 90 254
29-39 net 29 28 57
Crapue 40 net 2 2 4
Bcero 195 120 315
onpepeneHHon cTeneHn onocpepyetca  Company Limited - HaumoHanbHas HedTe-

MPOMEXYTOUHOI NepeMeHHON — ycnoBua-
MU Tpyga.

SMNUPUYECKOE UCCITEAOBAHMUE:
MATEPUANDbI U METOAbI

B nccnepoBaHWM NpuHUManu yyactme
PYKOBOAUTENMN BCEX YPOBHEN — BbICLIETO
(aBMUHKCTPaTUBHOrO), CpepHero (ucnon-
HUTENbHOTO) 1 HU3LWero (Hag3opHoro). Mpu
3TOM HaC WMHTEPECOBaNM OMbIT U MHEHUE
Kak MY>KUMH, TaK 1 XeHLUWH, 3aHNMaKoLuX
ynpasneHYecKu1e NocTbl B Clefy0LWyxX KOM-
naHuax: OGDCL (Oil and Gas Development

rasoeas komnauus [lakuctana), PIA (Paki-
stan International Airlines - MakncTtaHckue
mexayHapogHble aBuanuHum), NBP (Na-
tional Bank of Pakistan - HaLoHanbHbiii
6aHK MaknctaHa) n PTCL (Pakistan Telecom-
munication Company - [lakuctaHckas
TEeNeKOMMYHUKaLMOHHaA KomnaHua). Bce
OpraHu3aLmy, yyacTBytoLne B UCCneoBa-
HUW, ABAAIOTCA rOCYAAPCTBEHHBIMU YUpex-
LEHVAMU 1 PaCcroNoXeHbl B ABYX NPOBUH-
umax MakncTtaHa — Xanbep-MaxtyHxsa (XM)
(B ropopax MNewasap n MapaaH) v MNeHgxab
(B ropopax Jlaxop n PaBannuHgm), a Takxe

B CTONMUE CTpaHbl Micnamabage. leHepanb-
HasA COBOKYMHOCTb NCCNefOBaHNA COCTaBM-
na 1570 ven.

Pa3mep BblbOpKK onpegenanca ¢ uUc-
nonb3oBaHuem dopmynbl  Tapo fAmaHa
(1967 r.) [23]. UToroBas BbibopKa BK/ouana
319 pykoBoguTeneil.

[ina cbopa flaHHbIX MCNOMb30BaHa CTpa-
TMGMUMpPOBaHHasA BbIbOpPKa METOLOM Mpo-
NOPLMOHANbHOrO pasmelleHns. Pesynbra-
Tbl BbIGOPKM NpeacTaBneHbl B Taon. 1.

B ropogax MappgaH v Mewaap cpegm
pykoBoauTenei BbllenepevyncneHHbiX
roCyAapCTBEHHbIX KOMMaHWii 6binn  pac-
npeneneHbl B 00Len cnoxHocTy 80 aHKeT
(no 40 3K3eMnNAPOB B KaXAOM ropoge).
Bce onpocHble nucTbl 6bIAM 3aNOMHEHbI CO-
OTBETCTBYHOLUMM 06Pa30M 1 NPUTOAHbI ANA
JanbHelien 06paboTkn. Takum 0bpasom,
[ONA BO3BPALLEHHbIX aHKET B MPOBUHLMN
Xainbep-MaxTtyHxsa coctasuna 100%. Mpu
NPOBEAEHNN aHKEeTMPOBaHWA B ropoge
JNlaxop 13 100 onpoCHbIX NUCTOB B Hag-
nexallem CoCTofHUM BepHynuch 98, obe-
cneunB 98%-Hyio fonto Bo3Bparta. B ropoge
PaBannuHAawm 66110 ncnonb3osaHo 80 aHKeT
co 100%-Hoin ponen Bo3BpaTa. B Mcnama-
6ape — 59 aHKeT, 13 KoTopblx 57 (1nm 98%)
6y npurogHbl AnA u3yyenus. Bcero Bo
BPeMA WCCNefoBaHWA Mexay PyKoBOAA-
MM COCTAaBOM YeTbIpeX rocyfapCTBEHHbIX
KomnaHwui 6bino pacnpegaeneHo 319 aHkKerT.
Mocne 3anonHexnA 315 NpurogHbIx onpoc-
HbIX NIMCTOB ObINM HamnpaBneHbl Ha nocsne-
BYIOLMIA aHanK3, a ocTaBLUMecs 4 OTCeAHbI.
O6Lwas gons Bo3Bpata aHKeT — 98,7%, UTo
[BOCTaTOYHO ANA NPOBeAEHNA aHann3a jaH-
Hbix [20].

OnpocHbIN NUCT COCTOAN U3 ABYX Ya-
ctenn. MNepBaa yacTb cogepkana BOMPOCH
0 couuanbHo-gemorpaduyecknx xapaxre-
pUCTUKax onpaluvBaembix. Bo BTopoi ya-
CTV PeCrnoHAEeHTOB MPOCUNN OLEHUTb MO
5-6annbHoii wkane Jlankepta cnegyiowme
dakTopbl: paspeweHne KTC, pekpyTMmeHT,
cucTeMy onnatbl Tpyfa, KOMMYHMKaLMio,
YCNOBUA TPYAa U OTHOLLEHWA MeXaY PYyKo-
BOACTBOM 1 OCTaNbHbIMU YNEHaMI KOMNeK-
TMBa. B Tabn. 2 nprBeaeHbl AeTanm aHKeTbI,
BK/IOYAIOLLME UCTOYHMK 1 CTaTUCTUYECKne
JaHHble 0 HafeXHOCTH. Bce BblumcneHHble
3HaveHus KoadppurumeHTa anbda-KpoHbaxa
ANIA KaXJon nepemeHHoON npesbiwatot .70,
4TO [OKa3blBaeT BbICOKYI0 JOCTOBEPHOCTb
JlaHHbIX [20].

B 1abn. 3 npuBeaeHbl nepekpecTHble
pe3ynbTaTbl ONpoca No MoKasaTtenAm reH-
[epHOro cocTaBa y4acCTHUKOB 1 ynpaseH-
UECKOro YPOBHA 3aHVMMAaeMbIX UMU JOMXK-
HOCTeNn.

M3 315 pecnoHgeHToB 286 uenosek
ABNANUCL YNpaBneHUamMn HW3LWero 3BeHa



Table 1 - Stratified sampling with proportionate allocation

Company Total Employees (N,) Sample (n)
PIA 320 n,=N;*n/N 65
0GDCL 400 n;=N,-n/N 81
PTCL 420 n;=N,-n/N 86
NBP 430 n;=N,-n/N 87
Total 1570 319

Note: n; - sample size of substratum; N; - total number of employees in substratum; n - sample size (319 res-

pondents); N - total number of employees in the selected companies.

Table 2 - Questionnaire source and reliability

Variable Item Source Crc/)\r;ss;h’s
Collective Bargaining 5 A.Pyman et al. [16] 913
Recruitment 5 S. Arnold, N. Place [6] 951
Communication 5 K. Roberts, C. O'Reilly [19] 931
Remuneration 5 W.Tsai, C. Huang [21] .966
Working Conditions 5 C. Packham, S. Webster [13] 961
Employee Relations 5 T.Redman, E. Snape [18] .984

Table 3 — Crosstab for the categories Gender/Management level

Management level
Gender Lower Middle Top Total
(supervisory) (executive) (administrative)
Male 174 18 3 195
Female 112 8 0 120
Total 286 26 3 315
Table 4 — Crosstab for the categories Age/Gender
Age Gender Total
Male Female
18-28 years 164 90 254
29-39 years 29 28 57
40 and above 2 2 4
Total 195 120 315

tionnaires were distributed amid the top
(administrative), middle (executive) and
lower (supervisory) levels of management
in four government-owned companies
of Pakistan, and 315 usable question-
naires were returned. The response rate
was 98.7% which is good enough for data
analysis [20].

The questionnaire was used as a data
collection tool and consisted of two parts.
Part 1 included questions about partici-
pants’ socio-demographic characteristics.
In Part 2, the respondents were asked to
measure several factors using the 5-point

Likert scale. These factors were collective
bargaining, recruitment, remuneration,
communication, working conditions and
employee relations. Table 2 shows the de-
tails of the questionnaire, source and reli-
ability statistics. The computed values of
Cronbach’s alpha for all the variables were
greater than .70 what proves good reliabi-
lity [20].

Table 3 contains details on gender and
positions of the respondents.

Out of 315 respondents, 286 were
managers of the lower level (174 men and
112 women). The middle-level managers

Labour e Cadres ® Education

(26 participants) accounted for 18 men
and 8 women. Three male representatives
constituted the top management level.
Women in the top management positions
did not participate in the study.

In Table 4, the participants were cat-
egorized according to age and gender.

A preliminary statistical analysis of the
sample allows us to build Pearson’s cor-
relation matrix with three variables: FAER,
working conditions and the employer-
employee relationship (Table 5). The re-
sults demonstrate that there is a strong
positive relationship between factors af-
fecting employee relations (FAER), work-
ing conditions and employee relations
(r,=.527, p<.01; r,=.897, p<.01). The
correlation analysis of working condi-
tions and employee relations is also found
positive and significant (r;=.751, p<.01).
Overall, we can talk about a significant re-
lationship between all three variables.

To examine convergent (construct)
validity of a particular model, we applied
structural equation modelling (SEM) and
confirmatory factor analysis (CFA). For
evaluating the goodness of fit of each
model, seven fit indices were used - x*/df,
GFI, AGFI, NNFI, CFI, RMSR and RMSEA.

CFA for Model 1

The results of confirmatory factor
analysis for a two-factor model with vari-
ables “Collective bargaining” and “Emp-
loyee relations” are given in Fig. 2.

CFA for Model 2

The results of confirmatory factor
analysis for a two-factor model with vari-
ables “Recruitment” and “Employee rela-
tions” are shown in Fig. 3.

CFA for Model 3

The results of confirmatory factor
analysis for a two-factor model with vari-
ables “Remuneration” and “Employee rela-
tions” are presented in Fig. 4.

CFA for Model 4

The results of confirmatory factor
analysis for a two-factor model with vari-
ables “Communication” and “Employee re-
lations” are provided in Fig. 5.

CFA for Model 5

The results of confirmatory factor
analysis for three-factor model with vari-
ables “FAER", "Working conditions” and
“Employee relations” are given in Fig. 6.

The findings of confirmatory factor
analysis exhibit that all the alternative
models are good fit (Table 6).

The conducted confirmatory factor
analysis displays the uniqueness of the
variables. The results of CFA for Model 1
illustrate that all values have their own
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Tabnumua 5 — KoppensiumoHHas matpuya lMupcoHa

3. OTHOLeHuA
[NepemeHHan 1. ®DOPP 2.Ycnosua Tpyaa «paboTtopartenb —
PaboOTHNK»
1. ®OPP -
2.Ycnosua Tpyaa 527 -
3. OTHOwWeHNA 897 757 _
«paboTopatenb — PabOTHUK»
** YpoBeHb 3HaUMMOCTH Koppenauun P<.01.
OTHoLeHunA
@— KTC —@—> «paboTtogarenb - —@
PaboTHUK»

Xu-kBagpar (x2)=2.46, df=1, P-value =.000, RMSEA=0.07.

@

Puc. 2. KOA ana moaean 1

PekpytmeHT

OTHOLLEeHuA
«paboTtopatenb —
PaboTHUK»

Xu-kBagpar (y2)=2.1, df=1, P-value =.006, RMSEA =0.06.

Puc. 3. KOA ana moaeam 2

Onnata Tpyaa

©

OTHOLWeHUns
«paboTopaTenb —
PaboOTHUK»

Xu-kBagpar (y2)=2.8, df=1, P-value =.000, RMSEA=0.07.

Puc. 4. KOA pra mopean 3

KommyHuKauma

_@_,

©

OTHOLWeEeHUs
«paboTopatens —
PaboOTHUK»

Xu-kBagpar (x?)=2.4, df=1, P-value=.000, RMSEA =0.06.

‘I’ KTC

()= ]+

([

Xu-kBagpar (x?)=15.23, df=6, P-value=.018, RMSEA=0.074.

Puc. 5. KOA ara moaeam 4

©OPP

m )

oPP

Puc. 6. KOA ara mosenm 5

(174 myxuuHbl 1 112 xeHwmH). Cpeamn me-
He[)KepoB CPeLIHEro YpoBHs (26 uen.) 6bino
18 My»UMH 1 8 XeHLWKH. Ton-MeHeaXMeHT
KOMMaHUA MpeACTaBfieH TPemA PEeCroH-
LEHTaMU MYXCKOro nona. MeHLuH, 3aHu-
MaloLMX BbICLUME YNPABNEHYECKME NOCTHI,
cpeny onpaLlBaemblx He 6bino.

B Tabn. 4 npoaHanu3npoBaH COCTaB
YUaCTHUKOB aHKEeTUPOBaHUA MO Mapame-
Tpam «BO3pacT» 1 «Mos».

MpepBapuUTENbHbLIN CTAaTUCTUYECKUN
aHann3 BbIOOPKM MO3BONAET MOCTPOUTDL
KoppensaLnoHHyto MaTpuuy MupcoHa c Tpe-
mA nepemeHHbiMu: QOPP, ycnosua Tpyaa
OTHOLWeHNs «paboTopatenb — MOAUMHEH-
HbliA» (Tabn. 5). MonyueHHble pesynbTathl
LEMOHCTPUPYIOT Hannmume CUNbHOW Moso-
XuTenbHow B3anmoceasn mexgy OOPP u
LBYMA JpYruMy NepeMeHHbIMM (ana ycro-
BUI TPyAa: r,=.527,p<.01; ana OTHOLLEHWI
PaboTHMKOB C paboTopatenem: r,=.897,
p<.01). KoppenAaunoHHbIn aHanu3 nepe-
MEHHBIX «YCNOBUS TPyAa» U «OTHOLIEHUA
“pabotogaten — PabOTHWK"» BbIABUM WX
CYLLECTBEHHYIO B3aMMO3aBUCUMOCTb 1 3Ha-
YMMOCTb (r3=.751,p< .01). B uenom, MoXxHo
rOBOPUTb O 3HAUMMOI B3aUMOCBA3N MEXAY
BCEMU TPEMA NepPeMEHHbIMU.

BanugHoCTb  MoMyuyeHHbIX Mopenein
NOATBEPXEHA C MOMOLbK MOJENMPOBa-
HUA CTPYKTYPHbIMK ypaBHeHuamu (MCY) un
KOHOMPMaTOPHOTO $aKTOPHOro aHanmsa
(KOA). Mpm oueHKe afeKkBaTHOCTM Mogenen
6bINM NCNOMb30BaHbl CEMb MHAEKCOB: x’/df,
GFI, AGFI, NNFI, CFI, RMSR 1 RMSEA.

K®A dna modenu 1

Pesynbtar KOA pna AByxdakTopHOI
moJenu ¢ nokasatensamu «<KTC» 1 «oTHoOLLe-
HUA Mexgy pabotopatenem u paboTHMKa-
MWy NPeACTaBneH Ha puc. 2.

K®A dna modenu 2

Pesynbtar KOA pna AByxdakTopHOI
MOZENN C MOKa3aTeNAMU «PEKPYTMEHT» U
«OTHOLLEeHUs mexay pabotopatenem u pa-
60THMKaMM» NpeacTaBeH Ha puC. 3.

K®A dna modenu 3

Pesynbtar KOA pna AByxdakTopHOI
MOZeNM C NoKasaTeNaMU «onjaTta Tpyga» 1
«OTHOLLEeHUs mexay pabotopatenem u pa-
60THMKaMM» NpeacTaBeH Ha puC. 4.

K®A dna modenu 4

Pesynbtar KOA pna AByxdakTopHOI
MOZENMN C NOoKa3aTenamMm «KOMMYHUKaLUs»
U «OTHOLIEHWA Mmexay paboTogatenem
1 paboTHMKaMM» NPeACTaBEeH Ha puc. 5.

K®A dna modenu 5

Pesynstar KOA pgna TpexdaktopHom
MOZenM C WCMofb30BaHMEM MoKasaTenel
«DOPP», «ycnosusa Tpyfa» U «OTHOLIEHUA
mexpay pabotopatenem u paboOTHUKamMu»
npeacTasfeH Ha puc. 6.



Table 5 — Pearson’s correlation matrix

. 3. Employer-
Variable 1. FAER 2 W().rlflng employee
conditions A .
relationship
1. FAER -
2. Working conditions 527%* -
3. Enjploygr-employee 897%* 757%x B
relationship
*P<.01.

Collective
bargaining

o s Fo—

Employee
relations

Chi-Square (y?) =2.46, df=1, P-value=.000, RMSEA=0.07.
Fig. 2. CFA for Model 1

@

Recruitment

Employee
relations

Chi-Square (y2)=2.1, df=1, P-value =.006, RMSEA =0.06.
Fig. 3. CFA for Model 2

Remuneration

Employee
relations

@

Chi-Square (y2) =2.8, df=1, P-value =.000, RMSEA=0.07.
Fig. 4. CFA for Model 3

Communication

o

Employee
relations

©

Chi-Square (y?) =2.4, df=1, P-value =.000, RMSEA =0.06.
Fig. 5. CFA for Model 4

WC

ER

Chi-Square (y?) =15.23, df=6, P-value =.018, RMSEA=0.074.
Fig. 6. CFA for Model 5
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significant loadings. Direct path indicates
that there exists 57% variation in the re-
sponse variable by the predictor. The
results of CFA for Model 2 reveal that all
values have their own significant load-
ings. Direct path indicates 66% variation
in the response variable by the predictor.
The results of CFA for Model 3 reflect 60%
variation in the response variable by the
predictor. The results of CFA for Model 4
depict 72% variation in the response vari-
able by the predictor. The result CFA for
Model 5 demonstrate 53% variation in
the response variable by the predictor.
All the values were within the acceptable
ranges.

Next, we apply regression analysis
methods. In statistics, regression analysis
is used for estimating the relationships
between variables. Regression analysis
makes several key assumptions for the
primary (Likert scale) data: (a) normal data
distribution; and (b) little data multicollin-
earity [3].

The normality of the data was calcu-
lated using Shapiro-Wilk test and Kolmo-
gorov-Smirnov (KS) test. The hypotheses
of the tests are as follows:

Hy: P>.05 (data is normal).

H,: P<.05 (data is abnormal).

For the normal data, the significance
value should be above .05 (P>.05) [9].
In Table 7, all the computed estimations
of the previously mentioned variables are
above .05. This, in turn, signifies that the
data are normally distributed and null hy-
pothesis is accepted.

Multicollinearity refers to a situation,
in which two or more explanatory vari-
ables in a multiple regression model are
highly linearly related.

According to O’Brien, there are two
signs indicating the multicollinear-
ity problem: 1) tolerance is less than .20;
and (or) 2) variance inflation factor (VIF) is
10 or higher (VIF>10) [11]. According to
Table 8, all the values are within the giv-
en ranges, and, consequently, there is no
multicollinearity issue.

For testing the mediation effect, the
authors of the present research addressed
Baron and Kenny’s approach [7]. Baron
and Kenny argue that the first regression
statement tests the independent variable
(IV) and predicts the dependent variable
(DV). The second regression statement
tests the IV and predicts the mediator (M).
The third regression statement tests the
mediating variable and predicts the DV.
In the last comparison, IV and DV must be
regressed with inclusion of the mediating
variable. Hierarchal regression analysis
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Tabnunya 6 — Kputepuu cornacus UTOroBo# Mogenm

Moaenb NFI AGFl | RMSEA | GFlI RMR CFI X2/df
CraHpapTHOE 3HaueHue [22] >9 >.8 <.08 >9 <1 >.9 <.3
Moaenb 1 (KTC-OPP) .98 .96 .07 1.0 .004 1.0 2.4
Moaenb 2 (P-OPP) 1.03 1.0 .06 1.0 .001 1.0 21
Moaenb 3 (OT-OPP) 1.0 1.0 .07 1.0 .01 .99 2.8
Moaenb 4 (K-OPP) .96 .94 .07 .98 .01 .98 2.5
Moaenb 5 (OO-YT-OPP) .92 97 .07 .94 .01 .96 2.5

lpumeyarue: KTC - KonnekTuBHbIi Tpymosoit cnop; OT - onnata Tpysa; P - pekpyTMeHT;

K - kommyHukaums; OO - onpepenstowue paktopbr; YT -

ycnosus Tpyaa; OPP - oTHoweHwA Tvna «paboToaatenb

- pabotHuk»; NFI (normed fit index) - HopmupoBaHHbIi MHAeKC cornacus; AGFI (adjusted goodness of fit index)
- ncnpaeneHHbIn Kputepuii cornacns; RMSEA (root means square error of approximation) - KBaapaTHbIii KOpeHb
CpeAHeKBagpaTnyeckoil ownbdKM annpokcumauny; GFI (goodness of fit index) — kputepuia cornacus; RMR (root
mean error of residuals) - cpefHAsA KBagpaTnyeckas owmbKka octatkos; CFl (comparative fit index) - cpaBHUTENDb-
HbI MHAEKC Cornacus; xu-Keaapar () — kputepuin cornacus NMupcoa; df (degree of freedom) - uncno ctenexen

cob6ogbl.
Tabnunya 7 — TecTbl HOPMasbHOCTU pacnpeseneHus JaHHbIX
Kpwutepui Kpwutepun
Moka3zateau Koamoroposa-CmupHoBa™* LWanupo-Yuaka
Statistic Df Sig. Statistic Df Sig.
OOPP .189 315 274 922 315 .267
YcnaoBus Tpyaa .285 315 .548 .838 315 .678
OTHoweHuA 166 315 | .247 875 315 | .639
«pabotopatenb - PabOTHUK»
* C nonpasko Jlunnuedopca.
Tabnunya 8 — CTaTuCTMKa KOIMHEaPHOCTH
TonepaHTHOCTb DakTop MHOAALMKM AnCTIEpPCU
HIREEAD (Tolerance) (VIF)
(KoHcTaHTa)
OOPP 723 1.384
YcnaoBus Tpyaa 725 1.407

3aBucrMasn nepeMeHHas (DV): oTHoweHUs «paboTopaTeAb—PABOTHUK»

Ha ocHoBaHWu pe3ynbTaTtoB KOHUP-
MaTOPHOro (paKTOPHOro aHanm3a (1abn. 6)
MOXHO CKa3aTb, YTO BCe afibTepHATVBHblE
MOZLENU BEPHBI.

MpoBefeHHbI KOHOUPMATOPHbIN
GaKTOpHbLIN aHanu3 JeMOHCTpupyet
YHUKaNbHOCTb  UCMOMIb30BaHHBIX Mepe-
MeHHbIX. CornacHo pesynbratam KOA ans
mogenu 1 BCe ee 3HaueHus HecyT Cob-
CTBEHHble 3HauuMmble Harpysku. lMpamas
CBA3b CBUAETeNnbCTByeT 0 57%-How gone
Bapuauuy 3aBUCKMOIN NepemMeHHON noj
BNMAHMEM nNpeauKkTopa (He3aBUCUMON
nepemeHHoi). PesynbTathl 4na Mogenu 2,
T.6. B3aNMOCBA3N MEXAY PEKPYTMEHTOM
1 OTHOLLEHUAMM «paboTofaTtenb — paboT-
HWK», [OKa3blBaloT Hanuyme 3HaYMMOCTM
BCeX Nnokasatenen. [pAmoe Bo3gencrane
CBUAeTeNnbCTBYET 0 66%-HON gone Bapua-
LK 3aBMCMMOW NepemMeHHON Nog BANAHN-

em npeguktopa. CornacHo mogenu 3, onu-
CblBalOLLEN B3aUMOCBA3b OMNAaThl TpyAa u
OTHOLWEHWIA «paboTogaTeNb — PabOTHIK»,
cyujectByet 60%-Hasa fonda Bapuayuu 3a-
BUCMMOW nNepemMeHHoi oT npegukTopa. Mo
pe3ynbtatam KOA 3HaueHMe TOro e no-
KasaTena ana moaenu 4 (KOMMyHVKaLua v
OTHOWeEHNA «paboTofaTenb — PabOTHMKY)
coctaBnset 72%. [ina utoroson moaenu 5,
obbvepuHsiowein OOPP, ycnosua Tpyaa v
OTHOWEHMNA «paboToAaTenb — PabOTHIKY,
fona Bapuaumm pasHa 53%. Bce 3HaueHuA
Haxo#ATCA B Npegenax AonycTuMoro gua-
nasoHa.

[anee ncnonb3yem metofbl perpeccu-
OHHOro aHanu3a. B ctatuctuke perpeccu-
OHHDbIi aHanNM3 UCNONb3YeTCA [N1A OLIEHKM
B3aIMOCBSA3EN MeXay nepeMeHHbiMU. Pe-
FPECCMOHHBIN aHanu3 AenaeT fBa Koue-
BbIX AOMYLEHUA /1A NePBUYHBIX HaHHbIX

no wkane Jlukepta: 1) HopmanbHoe pac-
npefeneHne [aHHbIX; 2) MyNbTUKONIMHE-
apHOCTb AaHHbIX He3HauMTeNbHa MM OT-
cytcrsyer [3].

K pacueTHbiIM MeTofiaM aHann3a Hop-

ManbHOCTW  pacnpefeneHus  OaHHbIX
OTHOCATCA  KpWUTEPUA  HOPManbHOCTU
KonmoropoBa-CmMupHOBa 1 KpuTepuin

HopmanbHocTn Wanupo-Yunka. Mmnotesbl
TECTOB NPeLCTaBEHbI HUXE:

HO:P>.05 (HopmanbHoe
neHue).

H,: P<.05 (cywecTBeHHOe OTKIOHEHWe
OT HOPMaJNIbHOIO pacrnpefeneHus).

PacnpegeneHne [daHHbIX  CYMTAETCH
HOPMarbHbIM, €C/IM YPOBEHb 3HAUUMOCTH
npesblwaet .05 (P>.05) [9]. B 1abn. 7 Bce
“cnonb3yemble NepemMeHHble Bbllle 3afjaH-
HOrO 3HauyeHus. ITo, B CBOK ouyepeab, CBU-
LEeTeNnbCTBYeT O HOPMaNbHOCTW pacrnpese-
NIEHNA AaHHbIX, @ 3HAUNT, HyNeBas rmnoTesa
NPUHUMAETCS.

Mom MyNbTUKONANHEAPHOCTbI MOHU-
MaloT Hanuume NUHENHON 3aBUCMMOCTY
MeXay OBYMA WM HECKONbKUMKU 06bAC-
HAOLWMMI NePEMEHHBIMIA PErpecCcMoHHON
mopenu.

Kak yTtBepxpaetr P. O'bpaieH, cyue-
CTBYeT [1Ba NPU3HaKa, MO KOTOPbIM MOXET
ObITb YCTAHOBNEHO HanMuue MynbTUKON-
NIMHeapHOCTK: 1) TONEPAHTHOCTb HMXe
3HaveHus .20 v (nnn) 2) dakTop nHOAAL MK
ancnepcun VIF=10 [11]. U3 1abn. 8 BugHo,
YTO BCE 3HAUEHUSA HAXOAATCA B 3afaHHbIX
npegenax, CnefoBaTeNbHO, MYNbTUKONIN-
HeapHOCTb OTCYTCTBYET.

Ina TectnpoBaHua 3ddekTa Meama-
Topa Mbl 0bpaTunuch K Teopun P. bapoHa
n [. Kenuu [7]. CornacHo faHHON Teopuu,
nepBoe ypaBHEHWEe perpeccun TecTupyet
He3aBucuMmylo nepemenHyio (HIM) n npep-
CKa3blBaeT 3aBUCUMMYI0 nepemeHHyto (3M).
Bropoe ypaBHeHue tectupyet HIM v npeg-
cKasblBaeT meguatop (M). Tpetbe — TeCTU-
pyeT nepemMeHHyK-MeamaTop 1 npeacka-
3biBaeT 3[1. Mpu prHanbHOM cpaBHeHymn HI
1 3 fonmXHbl BbITb PerpeccmpoBaHbl ¢ UC-
nofnb30BaHWEM onocpeyoleli nepemeH-
HoA. [1NA NPOBEPKM r1noTes o B3avMOCBS-
3AX MeX[y nepemeHHbIMK 6bin NpoBefeH
NepapXNYeCcKUn PEerpeccUoHHbIN  aHanms
(Tabn. 9). PerpeccnoHHble ypaBHeHUA ANs
npoBepKkmn 3pdeKTa MeanaTopa UMeLoT Cie-
BYOLNIA BUA:

OPP=a+ (3, (DOPP) +&... (1)

YT=a+p, (DOPP) +e... (2)

OPP=a+p, (YT) +e.... (3)

OPP=a+ B, (DOPP) + B, (¥T) +&... (4),
roe OPP (oTHoweHuns «paboTtopatens — pa-
OOTHUK») ABNAIOTCA 3aBUCKUMOI MepemeH-
Hoii (3M1), ®OPP (dakTopbl, onpeaensiowme
OTHOLLEHUA «paboTogaTtenb — PabOTHUK»)

pacnpege-



Table 6 — Goodness of fit for the overall model

Model NFI AGFl | RMSEA GFI RMR CFI X2/df
Standard value [22] >9 >.8 <.08 >9 <1 >9 <.3
Model 1 (CB-ER) .98 .96 .07 1.0 .004 1.0 24
Model 2 (Rec-ER) 1.03 1.0 .06 1.0 .001 1.0 2.1
Model 3 (Rem-ER) 1.0 1.0 .07 1.0 .01 .99 2.8
Model 4 (Com-ER) .96 94 .07 .98 .01 .98 2.5
Model 5 (FAER-WC-ER) .92 97 .07 .94 .01 .96 2.5

Note: CB - collective bargaining; Rem - remuneration; Rec - recruitment; Com - communication; FAER - fac-
tors affecting the employer-employee relationship; WC - working conditions; ER - employee relations; NFI - nor-
med fit index; AGFI - adjusted goodness of fit index; RMSEA - root means square error of approximation; GFl -
goodness of fit index; RMR - root mean error of residuals; CFl - comparative fit index; Chi-squared () - Pearson’s

chi-squared test; df - degree of freedom.

Table 7 — Tests of normality

Kolmogorov- . )
e Smirnov test* Shapiro-Wilk test

Statistic Df Sig. Statistic Df Sig.
FAER .189 315 274 922 315 .267
Working conditions .285 315 .548 .838 315 678
Employee relations .166 315 247 .875 315 .639

* Lilliefors significance correction.
Table 8 — Collinearity Statistics
Model Tolerance Variance inflation factor
(VIF)

(Constant)
FAER 723 1.384
Working conditions 725 1.407

DV: Employee relations

was conducted to examine the hypoth-
esized relationship between the variables
(Table 9). Regression equations for meas-
uring the mediation effect are as follows:

ER=a+B; raep & m
WC=0a+B; agg T & )]
ER=a+B; wetE& - (3)

ER= 0+ By paer) By woy T &+ (4),
where ER (employee relations) is the de-
pendent variable, FAER (factors affecting
employee relations) - the independent
variable, WC (working conditions) - the
mediating variable.

As per the four-step model suggested
by Baron and Kenny [7], for measuring the
mediation effect, this research initially
analysed the direct impact of the factors
affecting the employer-employee rela-
tionship (FAER) on employee relations and
the values were found (R=.897, R2=.805,
F=1289.42 B=.693, t=35.90, P=.000).

The value of the coefficient of determi-
nation shows 80.5% of variation in the
dependent variable is explained by FAER.
Moreover, the value of beta shows that for
every one-unit increase in FAER, we ex-
pect a 69.3 increase in employee relations.
At that, the t-value was 35.90 and the sig-
nificance value was less than P<.05. This
implies that the alternative hypothesis
should be accepted, i.e. FAER has a sig-
nificant positive effect on the employer-
employee relationship.

In Step 2, we estimated the direct ef-
fect of FAER on working conditions and
found the corresponding values (R=.527,
R*=.277, F=120.07, B=.360, t=10.95,
P=.000). The value of the coefficient of
determination shows 27.7% of variation
in the dependent variable is explained by
FAER. Moreover, the value of beta shows
that for every one-unit increase in FAER,

Labour e Cadres ® Education

we expect a 36 increase in employee rela-
tions. The t-value was 10.95 and the sig-
nificance value was less than P<.05. This
implies that the alternative hypothesis
should be accepted, i.e. FAER exerts a sig-
nificant positive effect on working condi-
tions.

In Step 3, we explored the direct ef-
fect of the mediator variable (working
conditions) on employee relations and
calculated the values (R=.751, R2=.565,
F=405.83, =.830, t=20.14, P=.000).
The value of the coefficient of determi-
nation shows 56.5% of variation in the
dependent variable is explained by work-
ing conditions. The value of beta shows
that for every one-unit increase in work-
ing conditions, we expect a 83 increase in
employee relations. The t-value equalled
20.14 and the significance value was less
than P<.05. This implies that the alterna-
tive hypothesis should also be accepted,
i.e. working conditions produce a signifi-
cant positive effect on the employer-em-
ployee relationship.

In Step 4, the mediation effect of work-
ing conditions between FAER and the em-
ployer-employee relationship was deter-
mined. Beta weights of FAER reduced from
.693 to .536 and were found significant in
both steps. According to Baron and Kenny
[7], if the direct relationship between the
independent and dependent variables
becomes smaller and the value of the me-
diator appears significant, it shows that
there exists partial mediation. If the rela-
tionship becomes insignificant, it proves
the presence of full mediation. The value
of FAER variable is significant, i.e. P=.000
with beta weight of .536 and t-value of
35.19. This implies that working condi-
tions partially mediate the interaction be-
tween FAER and the employer-employee
relationship.

CONCLUSION

The study examines the factors affect-
ing the employer-employee relationship
with mediation of working conditions.
The researchers used the quantitative re-
search technique. The primary data were
collected from four public sector organi-
zations of Pakistan - PIA, OGDCL, PTCL
and NBP. Questionnaires were distributed
among the administrative, executive and
supervisory levels of management. Total
population was 1570 male and female
participants. The final sample consisted
of 319 staff members. The analytical soft-
ware LISREL 8.70 and SPSS 20 were used
for the data analysis. To collect the data,
stratified sampling was applied with the
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Tabnuua 9 — UTOroBbIf nepapxMyecKuil perpeccnoHHsln aHanns ans ®OPP, YT u OPP

War | R | & | F | B | 1 | se
lar 1
®OPP (HM)—OPP(3M) | .897 | .805 | 1289.42 | .693 | 35.90 | .000
LWar 2
®OPP (HM—YT(@3M) | 527 | .277 | 12007 | .360 | 10.95 | .000
War 3
YT (HM)—OPP (3M) | 751 | 565 | 405.83 | .830 | 20.14 | .000
War 4
®OPP+YT—OPP (31) 897 | .805 | 1289.4 | .693 | 35.90 | .000
®OPP 955 | .912 | 1624.8 | .536 | 35.19 | .000
yT 427 | 1958 | .000
3M: OPP

— He3aBucKUMoli nepemenHon (HM), a YT (yc-
NOBWA TPYAa) BbINOAHAIOT POfb NepeMeH-
Hoi-meanatopa (M).

CornacHo YeTblpexcTyrneHyaTon mMope-
nu, npegnoxeHHon bapoHom n Kenuu [7],
Ha nepBOM wWare onpegeneHuna 3ddekTa
MeguaTopa aHanM3MpPoBanoCh NPAMOe BO3-
peiictene OOPP Ha oTHOweHMA «paboTo-
patesb - PaboTHUK» W YCTaHOBNEHbI COOT-
BETCTBYlOWME 3HaueHus (R=.897, R*=.805,
F=1289.42, =.693, t=35.90, P=.000).
3HaueHne KoadduumMeHTa feTepMMHaLUK
coctasnfaet 80,5%, yTo AOKa3blBaET BbICO-
KYI0 3aBUCUMOCTb MeX[y nepeMeHHbIMU.
Kpome Toro, Kak NoKa3bIBaeT 3HaueHue He-
Ta-Becos, npu yeenuyeHun QOPP Ha 1 egu-
HULlY 3aBUCKMasA NepemeHHas (OTHOLWEHMA
«pabotopatenb — paboOTHMK») BO3pacTaeT
Ha 69,3 egnHwnubl. Mpn 3TOoM t-3HauYeHne
coctaBnsaet 35,90, a ypoBeHb 3HaUNMOCTUH
COOTBeTCTBYeT ycnosuio P<.05. Takum 06-
pa3oM, MOXHO YTBEpXAaTb, UTO anbTep-
HaTUBHaA rMnoTesa cnpaBejnBa, T.e. de-
MeHTbl QOPP (paspelueHne KONNEKTUBHBIX
TPYAOBbIX CMIOPOB, CUCTEMa ONnaThl TPYAa,
PEKPYTMEHT 11 KOMMYHMKaLMA) OKa3blBaloT
3HaUYMMOE MOSIOKMUTENbHOE BINAHKE Ha OT-
HoLeHMA Mexay pabotopatenem u pabot-
HUKamu.

Ha BTOpOM Luare u3yyanocb Henocpep-
cTBeHHoe Bo3gelictene QOPP Ha ycnosus
TpyAa C onpefAeneHnem COOTBETCTBYIOLMX
3HaueHun (R=.527, R?=.277, F=120.07,
B=.360, t=10.95, P=.000). 3HaueHue Ko-
sdduUmeHTa AeTepMUHaLMM  CBUAETENb-
ctByeT 0 27,7%-HOM BapuaTMBHOCTW B
MoKasaTenax nepemMeHHON, O0BbACHMMON
BnuaHnem QOPP. CornacHo 3HayeHwuio be-
Ta-Becos ynyuwenve GOPP Ha 1 eguHuLy
npvBegeT K YNyylleHNi0o OTHOLWEHUA «pa-
6otofatenb — pPaboTHUK» Ha 36 eguHUL,
Mpu sTOoM t-3HauyeHne paBHAeTcA 10.95,
a ypoBeHb 3Ha4MMOCTU COOTBETCTBYET Kpii-
Teputo P<.05. Pe3ynbratbl BTOPOro lwiara
MepapXNYecKoro PerpeccMoHHOro aHamm-

33 Takxe Mo3BONAKT NPeAnonoXnTb Bep-
HOCTb anbTepHaTVBHON rMNOTe3bl, T.e. BNU-
AHne OOPP Ha ycnosua Tpyga ABnaetca
3HAYMMbIM 1 MONOXKUTENbBHbIM.

Tpetini war 3aknyanca B paccMo-
TPeHWM NpPAMOro BO3AEWNCTBUA MpoMe-
XYTOUHOW MEepemMeHHOW, T.e. YCIOBWN
TPyAa, Ha OTHOWeHUA «paboTopaTens —
paboTHMK» C ompeaeneHuem cnegylowmnx
3HayeHnn: R=.751, R?=.565, F=405.83,
B=.830, t=20.14, P=.000. PaccunTaHHblIN
KO3QOMLMEHT AeTepMMHaLMK NOKa3blBaeT
56,5%-Hyl0 [ON0 BapvaunMu 3aBUCUMON
nepemeHHoi, 06bACHUMON BAMAHNEM YC-
noswii Tpyaa. MonyueHHoe 3HaueHve HeTa-
BECOB rOBOPUT O TOM, YTO YBenuyeHue ne-
peMeHHOW «ycnoBumA TpyAa» Ha 1 eanHuLy
MOBEYET POCT NOKa3aTens «paboTogaTenb
- paboTHUK» Ha 83 eguHuUbl. Mpy 3TOM
t-3HaueHne coctasndet 20,14, a ypoBeHb
3HaYMMOCTU BbINONHAET ycnosue P<.05.
OcCHOBbIBAACH Ha 3TUX JaHHbIX, TaKXKe MOX-
HO NPWIATU K BbIBOAY, YTO anbTepHaTUBHaA
rMnoTesa MOXET ObiTb NMPUHATA, T.e. YCNo-
BMA TPyAa OKa3blBaOT 3HAYMMbI W NONO-
XKUTeNbHbI 3GGEKT Ha OTHOLIEHUA MeXay
paboTofatenem 1 paboTHMKaMK.

Ha ¢uHanbHOM ware perpeccMoHHo-
ro aHanusa 6bina msyyeHa ponb YCNOBUIA
TPyAa Kak Mepmatopa mMexmny 4eTblipbmaA
anemeHtamn QOPP u B3aumMopeicTrem
PYKOBOZLCTBA C MOAYMHEHHbIMUW. 3HaYeHuA
6eta-BecoB OOPP cHuzunuchb ¢ .693 1o .536
1 BbIIN NPU3HAHDI CTAaTUCTUYECKN BaXKHbI-
MM Ha obenx cTapusax perpeccuu. B coot-
BETCTBUM C uccneposaHviem bapora n Ken-
Hu [7], ecnn npAmas B3aMMOCBA3b MeXay
He3aBNCMMON N 3aBUCUMOIN NepeMeHHbI-
Mn ocnabeBaeT M 3HaueHMe MmepamaTopa
CTaHOBWTCA 3HAUYMMbIM, 3TO YKa3blBaeT Ha
NPUCYTCTBYE YaCTUYHOIO ONoCpeoBaHuA.
MonHoe onocpenosaHue Habniogaercs,
eCNn CBA3b MeXgy WCXOLHOW nepemeH-
HOW W MOCnefCcTBMEM MCYe3aeT. 3HaueHune
nepemeHHoin OOPP ABnsAeTca 3HauMMbIM,

T.e. P=.000, npu beTa-Bece n t-3HaueHuw,
paBHblX .536 u 35.19 COOTBETCTBEHHO.
B ntore moxHO cpenaTb BblBOf, UTO YCIO-
BMA TPyda YaCTUYHO OMOCPEAYIOT B3alMO-
cBasu mexgy OOPP 1 oTHoweHuAMM «pa-
6oTofaTesb — PabOTHK.

3AKJTIOYEHUE

B Hactosilwem uccnefoBaHUM U3yde-
Hbl daKTOpbI, ONpefenstLLme OTHOLEHNS
mexay pabotopatenem u  pabOTHUKOM,
CyyacTvem yCoBUI TPYa Kak onocpenyto-
LLet nepemMeHHOiA. [epBMYHble faHHble AnA
aHanu3a nonyueHbl NOCPEACTBOM aHKETY-
poBaHWA pyKoBoguTenen v Apyrux npepg-
CTaBuTeNen aAMUHUCTPATBHOTO annapaTa
yeTblpex opraHu3aLuin rocyAapCTBEHHOTO
cekTopa [MakuctaHa — PIA, OGDCL, PTCL u
NBP. B 06Lwei cnoXHOCTV B MCCeaoBaHUN
npuHanu yuyactre 1570 pecnoHAeHTOB,
B UMCIIe KOTOPbIX ObIIN KaK MY»UMHbI, TaK 1
KEHLLWHDI. B nToroeoi Bbibopke ocTanncb
319 pykoBogwuTeneii HK3LWero, CPegHero 1
BblCLero 3BeHa. CTaTucTyeckas obpabot-
Ka [JaHHbIX NPOBOAMNACH C NPUMEHeHVeM
naketa nporpamm LISREL (Bepcua 8.70) un
SPSS (Bepcumsa 20). B npouecce cbopa aaH-
HbIX WCMOMb30Banach CTpaTMdULMPOBaH-
Has BbI6OPKa METOAOM NPOMNOPLIMOHaNbHO-
ro pasmeLLeHus. [laHHble, NofyYeHHbIe Npu
M3yyeHNU [AOMNYLLEHW A perpeccuy, Gbiau
npu3HaHbl HOpManbHbIMK 6e3 NpU3HaKkoB
MynbTUKONNMHeapHOCTU. [InA m3mepeHus
onocpeayioLero BAUAHWA YCNOBUIA Tpyaa
aBTOpbI 06paTUANCh K Teopun P. bapoHa u
[. KeHHu [7]. OTHOWeEHMA Mexay nepemeH-
HbIMY, 3aABNIEHHbIE B MAMNOTE3aX, W3yYeHbl
npy NOMOLLM NepapxXUYecKoll MOAEeNu nu-
HelHon perpeccuu. B Hauane aHann3a ag-
TOPbI BbINOHWAY NPOBEPKY NPAMOro BAu-
AHMA QOPP Ha oTHoLwWeHNA «paboToaatenb
- pabotHuK». Kak cnepcteume, 6bina npu-
HATa aNnbTepHaTUBHaA r1NoTesa o ToM, YTo
OOPP oKa3blBaloT 3HaUMMbII MONOXNTENb-
HbIA 3G HEKT Ha OTHOLIEHUA MEXAY Hayallb-
HUKOM W NOJUYMHEHHBIMU. [JOCTUTHYTbIN
pe3ynbTaT COrfacoBbIBaNCA C BbIBOLaMY U3
6onee paHHero uccneposaHua 3. OgXoHr
n . Omono [12]. Mpamoe BnauaHne QOPP
Ha YCroBMA TpyAa Takxke Obl1o NpU3HaHO
3HaUMMbIM 1 MONOXUTENbHbIM. AHanorny-
HO pe3ynbTaT COOTBETCTBOBaN BbIBOAAM
OpxoHr-Omono. [lanee paccmatpuBanocb
npAMoe BO3[eNCTBMe YCNOBWN TpyAa Ha
OTHOLWeHNs «paboTofjatenb — PabOTHUK».
Bbin ycTaHOBNIEH 3HAUUMbI MONOXKMTENb-
Hblll 3ddeKT ycnosuii Tpyma M cornaco-
BaHHOCTb C BbiBogamu OpxoHr—-Omorno.
B 3aBeplueHne perpeccMoHHOro aHann3sa
6bina u3yyeHa onocpenyoLas posb ycno-
BUI TPyZa MeXAy YeTbipbMA nemMeHTaMu



Table 9 — Hierarchal regression analysis for FAER, working conditions and employee relations

Step | R | & | F | B | 1 | si
Step 1
FAER (IV)—ER (DV) | 897 | 805 | 1280.42 | 693 | 35.90 | .000
Step 2
FAER (IV)—WC (DV) | 527 | 277 | 12007 | 360 | 1095 | .000
Step 3
WC (IV)—ER (DV) | 751 | 565 | 405.83 | .830 | 20.14 | .000
Step 4
FAER+WC—ER (DV) .897 .805 1289.4 .693 35.90 .000
FAER .955 912 1624.8 .536 35.19 .000
wC 427 19.58 .000
DV: ER

Table 10 — Result summary
Hypothesis Accept/Reject

Ir-éll;;/(\)izhiispa significant predictor of the employer-employee Accept
H.,: FAER is a significant predictor of working conditions -do-
Hs: Working co.nditio.ns exert a significant effect on the employer- -do-
employee relationship
H,: Working conditions significantly mediate the_ intergction do-
between FAER and the employer-employee relationship

proportionate allocation method. The re-
search study checked regression assump-
tions and the data were found normal
with no multicollinearity. For measuring
the mediation effect of working condi-
tions, the theory of Baron and Kenny [7]
was utilized. The hierarchal linear regres-
sion model was constructed to examine
the hypothesized relationship between
the variables. The researchers initially ana-

lysed the direct effect of FAER on the em-
ployer-employee relationship. The alter-
native hypothesis was accepted, i.e. FAER
has a significant positive effect on the em-
ployer-employee relationship. The result
was consistent with the previous study of
Odhong and Omolo [12]. Secondly, the di-
rect interrelation between FAER and work-
ing conditions was measured and found
significant. This implies that FAER exerts

Labour e Cadres ® Education

a significant positive effect on working
conditions. The result was also consistent
with the previous study of Odhong and
Omolo. Thirdly, the direct effect of work-
ing conditions on employee relations was
checked and the values were found sig-
nificant. This implies that working condi-
tions have a significant positive effect on
employee relations. The result was con-
sistent with the previous study of Odhong
and Omolo. Fourthly, the mediation effect
of working conditions was measured be-
tween FAER and the employer-employee
relationship.

The findings of the statistical and re-
gression analysis revealed that working
conditions partially mediate the relation-
ship between FAER and employee rela-
tions.

The paper is aimed at broadening the
scope of research studies on FAER, the em-
ployer-employee relationship and work-
ing conditions in Pakistan. Additionally,
the article assists the competent authori-
ties or policy makers of the public sector
organizations of Pakistan in improving
the employer-employee relationship by
focusing on communication, recruitment,
remuneration and collective bargaining
practices.

Due to a limited scope of the research,
which encompasses four organizations of
the public sector of Pakistan, this study
was partially comprehensive. The same
hypotheses will be tested on a longitu-
dinal basis in public and private organi-
zations of Pakistan with more moderator
and mediator variables involved. m
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Tpyn ® Kanpbl ® O6pasoBaHve

Tabnunya 10 — CBogHas Tabauua pesynbTaToB

[Mnoresa MpuHATa/OTKAOHEHA
H,: ®OPP aBAAtoTCA 3HAUMMbIM MPEAUKTOPOM B OTHOLLIEHUAX MpuHsTa
mMexay pabotopatenem 1 paboTHUKOM
H,: ®OPP aBAAOTCA 3HAUMMbIM MPEAMKTOPOM YCAOBUI TPYAG MpuHATa
Hg: YcnoBus TpyAa B 3HAUWUTEABHOM CTENEHU BAMSIIOT Ha OTHOLLE- Nounsita
HMA MexAy pabotopatereM U paboTHUKOM P
H,: YenoBUs TpyAa UrpatoT OMoOCPEeAyHoLLYO POoAb Mexay ®OPP NpuksTa
¥ B3aUMOAENCTBMEM «paboToAaTEAL — PAOOTHUK»

OOPP u B3anmogencTBMeM PYKOBOACTBA
C MOAYNHEHHBIMM.

Pe3ynbTaTbl CTaTUCTUYECKOTO 1 perpec-
CVMOHHOTO aHanM3a NoATBePXAALoT rmnote-
3bl nccnefoBaHua (Tabn. 10) v ceugetens-
CTBYIOT O TOM, UTO YCIIOBMA TPYyfa YaCTUUHO
onocpegytoT ®OPP 1 oTHOLIEHMA «paboTo-
Jatenb — PabOTHUK»,

HacToAwana cTaTba npu3BaHa BOCMon-
HUTb HEAOCTAaTOK MCCIEeR0BaHUN, NOLHM-
MaIoLMX TakWe BOMPOCH, Kak dakTopbl,
onpegenawle OTHOWEHMA MeXay pa-
6oTogaTenem N HaeMHbIMM PAbOTHUKaMI,
Camu OTHOLWEHUA «paboTopaTtenb — paboT-
HUK» W YCNOBMA TpyAa B OpraHu3aumax
MakncraHa. Momumo npouero, matepuan
npeacTaBnAeT onpefeneHHbI  UHTepec
BNA TOCYAapCTBEHHbIX OPraHOB, perynu-
pytoLMX TPy#OBble OTHOWEHUA. Pa3paboT-
Ka cTpaTerni C y4eToM BbIBOAOB AAHHOM

CTaTbW MO3BOSIUT TMOAHATb OTHOLLEHUS
Mexny paboTofaTensmMu N HaeMHbIMU pa-
OOTHMKaMN Ha HOBbIN YPOBEHb MOCPEn-
CTBOM 0becrneyeHuns NMoNHOLEHHON KOMMY-
HUKaUUU U peKkpyTMeHTa, CrpaBeanuBoil
onnarbl TpyAa M NPOLYKTUBHOTO paspeLle-
HUA TPYLOBbIX KOHGMKTOB.

B cuny pocTaTouyHO OrpaHuUyYeHHoro
MaclwTaba WCCNefoBaHMs, OXBaTblBalO-
Wero Wb YeTbipe TOCYAAPCTBEHHbIE
opraHnsauuu lMakuctaHa, pesynbTaThl
CTaTb/l  XapaKTepM3YloTCA HU3KOM CTe-
neHblo 0606LaemocTi. B gonrocpouHoi
nepcneKkTMBe NpeanonaraeTcs NpoBepKa
BbILLENEPEUNCIIEHHBIX TUNOTE3 C OXBAaTOM
KaK rocyfapCTBEHHbIX, TaK 1 YaCTHbIX KOM-
MaHWiA ¢ yYeTOM AOMOJHUTENbBHBIX Mepe-
MEHHbIX-MOAEPATOPOB U  MEepPEMEHHBIX-
mMeanaTopos.
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