
INTRODUCTION 

Capacity development is essential to improve
employee performance. Recently, the Pakistan textile
industry explored the effect of capacity building, man-
ager support and alignment of interest on employee
performance and productivity. Currently, this activity
has focused on key employees only but we consider
that it will include the operational level soon.
The survey helps to understand the effect of capaci-
ty building, manager support and alignment of inter-
est on retention of employees and their performance
in the textile sector. The impact of capacity building
shouldn’t be ignored because it helps to understand
the job and culture of the organization. Researchers
depicted that employees from different backgrounds

have their expertise so that organizations should
establish training programs to introduce their own
culture to employees. In this way employees can per-
form the job as they are required. It may lead positive
impact on employees and consequently employee’s
retention [1]. Capacity building is the enhancement of
knowledge, proficiency and behaviour of individual
and group of people that contributes in design, devel-
opment, management and maintenance of institu-
tional and operational infrastructures and processes
that are locally important [2].  
Employee satisfaction is imagined as one of the com-
petitive advantages. If employees would be satisfied
then they would work better and devoted their full
attention to the achievement of organization’s goals.
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Employee’s performance affected by the alignment of interest and capacity building

This study emphasizes the factors that may lead to increase the employee performance in the textile sector in Pakistan.
The study observes an impact of capacity building, alignment of interest and manager support in employee performance
through the moderating role of employee retention.
The approach consists in survey questionnaire used to collect data. Data was analysed through SPSS 23 and Smart-PLS 3.
The results indicate that manager support, capacity building and the alignment of interest have a noteworthy influence
on employee performance. Additionally, if employee retention is considered as a moderator then the overall impact
would be more significant to employee performance. 
According to these results, capacity building, manager support and alignment of interest contribute positively to
employee’s performance. The results encourage the managers to invest in training their employees to improve their
organizational performance/productivity as well as to consider the alignment of interest as a tactical and operational
strategy to retain their key employees.
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Performanța angajaților influențată de alinierea interesului și consolidarea capacității

Acest studiu identifică factorii care pot duce la creșterea performanței angajaților în sectorul textil din Pakistan. Studiul
observă un impact al consolidării capacităților, aliniării interesului și sprijinului managerilor asupra performanței
angajaților, prin rolul moderator al fidelizării angajaților.
Abordarea constă în aplicarea chestionarului pentru colectarea datelor. Datele au fost analizate prin SPSS 23 și
Smart-PLS 3.
Rezultatele indică faptul că sprijinul managerilor, consolidarea capacităților și alinierea intereselor au o influență
remarcabilă asupra performanței angajaților. În plus, dacă fidelizarea angajaților este considerată un moderator, atunci
impactul general ar fi semnificativ pentru performanța angajaților.
Conform acestor rezultate, consolidarea capacităților, sprijinul managerilor și alinierea interesului contribuie pozitiv la
performanța angajaților. Rezultatele îi încurajează pe manageri să investească în instruirea angajaților lor pentru a-și
îmbunătăți performanța organizațională/productivitatea, precum și să ia în considerare alinierea intereselor ca o
strategie tactică și operațională pentru a-și păstra angajații cheie.

Cuvinte-cheie: sprijin managerial, alinierea intereselor, consolidarea capacităților, fidelizarea angajaților, performanța
angajaților, Pakistan
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Corporate success depends on the efficiency of
employees [3]. Employee satisfaction and retention
are considered as one of the key competitive advan-
tage for the business. In this context, researchers
postulate that through alignment of interest, an orga-
nization must introduce training programs to enhance
employee’s knowledge and skills to fulfil the aims of
the organization [4]. Researchers conclude that man-
ager’s trust over subordinates creates a positive
impact on employee performance. This study empha-
sizes that employee performance and retention are
key factors for the reputation of the company so that
the company should include these factors while elab-
orating the corporate strategy.

LITERATURE REVIEW

Employee performance

An organization hires individual to perform a specific
job and the work results are gathered in performance
[5]. According to Mathis, performance includes the
punctuality of employees as well as the effectiveness
and efficiency of the individual for required output in
the given input [6]. Job appraisal and expertise can
be seen as a positive emotion in an individual’s sta-
tus and it is regarded as an employee’s performance
[7]. Sempane et al. postulate that employee perfor-
mance comprises an employee’s overall assessment
and appraisal of the work environment [8]. The orga-
nization’s goal can be affected by an individual’s effi-
ciency [3]. Employee’s performance subject to the
performance management strategy adopted by the
organization [9]. Performance measures such as job
participation, empowerment, job satisfaction, job flex-
ibility, employee training programs and appraisal and
reward system affect the organization’s performance
[10]. There are many external and internal factors
that impact employee’s performance. According to
this study manager support, capacity building and
alignment of interest are key factors that effect on
employee’s performance.

Manager support

Employee encourages flexibility of work, rewards and
suggestions on a specific assignment. Manager sup-
port improves employee’s confidence over the job.
Manager support develops the consistency between
employee’s performance and the organization’s
goals [11–12]. Former research concludes that par-
ticipative leadership may or may not be lead to
employee’s satisfaction and performance [13]. In
order to maintain confidence over employees, the
manager should have good and direct contact with
them [14]. A manager knows how to motivate
employees by providing a decent work state and
boost morale. In this way, they can accept more chal-
lenges and willing to maintain a positive image of
learning, development and success [15]. The individ-
ual performance of employees can be achieved
through unbiased appraisal against the performance
levels set by their managers continuously [16]. The

flexibility of work means that the manager refers to
the employees in their work and supports them in all
the issues that come across during the work. Many
managers recognize that they lack social manage-
ment skills [17]. Many organizations lack levels of
non-technical training. Managers use power to
ensure organizational goals through organizational
dynamics. Organizations summarize the importance
of power in the following way: “Energy is a central
conception in physics and power is one of the central
concept in the social sciences” [18].
H1: Manager support has a positive influence on per-
formance of employee. 

Capacity building

Capacity building will enhance the productivity of
employees. Consequently, they get the desired out-
put and benefits to the organization also. Hughes
explains capacity building as factors contributing to
the development of the learning environment for indi-
viduals [11]. Capacity building supports teamwork
and employee motivation. In this way, the resources
can be utilized properly and it will help to enhance the
development of resources and group efficiency.
Capacity building is a vast term used in corporate
strategy [19]. Capacity building refers to the
enhancement of the capability of an organization to
carry out operations to achieve goals. According to
Al-Roubaie, skill building is not merely helps to boost
up the physical infrastructure and human capital but
also gives new directions for research and develop-
ment [20]. For effective and efficient performance,
managers must recognize every employee’s strength
then they would pay more attention and achieve
organizational goals with loyalty.
H2: The capacity building has a positive and signifi-
cant influence on employee’s performance.

Alignment of interest

Alignment of interest is considered as one of the impor-
tant elements of corporate governance. According
to researchers, in the presence of support schemes
and policies individuals get satisfied and enable to
deliver desired results to the employer. On the other
hand, if there is no support employees will not be
satisfied [21]. Researchers assert that alignment of
interest between employee and employer may result
in employee satisfaction and consequently employee
retention [22–26]. Specialists postulate that we need
to comprehend the relationship between employee’s
perception and employer’s strategy so that we may
conclude the employee’s behaviour towards corpo-
rate strategy offering to them. According to these
researcher’s alignment of interest has a significant
impact on individual performance so HRM should
focus the alignment of interest [22, 24]. Alignment of
interest is not merely used as a performance mea-
sure, but also for employee’s satisfaction and
reduces the turnover of the organization. In this con-
text, Wright et al. expresses that alignment of interest
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is not simply a performance measure but it shows
the relationship and the level of contribution of an
employee to corporate strategy [27]. It also can be
used to enhance the contribution of an employee in
achieving organizational goals. Organization’s and
employee’s goals should be in line to achieve
employee dedication and better performance as well
[28].
H3: The alignment of interest has a positive and sig-
nificant influence on performance of employee.

Employee retention

Retention of staff is a good sign for the organization
and it will help companies to redesign their policies
regarding employees. Employee commitment can be
achieved by challenging tasks. The significant task
can increase the interest of employees and employee
retention [29]. There is a strong relationship between
job gratification and employee’s turnover, so organi-
zations must introduce staff motivational programs fo
retention of key employees [30]. Cappelli asserts the
factors that have a direct relationship between orga-
nization strategy and employee’s retention: organiza-
tion reputation, progress opportunities, internal envi-
ronment, work duration, organization’s attitude and
termination policy [31]. Job devotion and loyalty are
related to employees’ sense of value and pride [32].
The studies conclude that the key factors of employ-
ee retention are: merit orientation, training opportuni-
ty, remuneration and safety, work sovereignty, reward
and promotion [33]. Level of attachment of employee
with organization dictates the performance of the
organization, level of absence and retaining of key
employees [34]. Professional and training programs
should be introduced to upsurge the abilities of
employees and induce them for productive results
[35]. If employers have confidence over employees
and understand the feelings and ideas with the
receptive bent of mind, then it will increase devotion
and faithfulness [36].
Our study focused on employee performance as a
dependent value indicator, considering that the best
performers have more information, expertise and
competence, which is essential contribution to the
organization success. We used employee retention
as a moderator. Therefore, the moderation variable
has a large effect on the relationship between the
independent variables and the dependent variables. 
H4: Employee retention plays a moderating role with
the relationship between managers’ support and
employee performance.
H5: Employee retention plays a moderating role with
the relationship between capacity building and
employee performance.
H6: Employee retention plays a moderating role with
the relationship between the alignment of interest
and employee performance.

THEORETICAL FRAMEWORK 

Capacity development, alignment of interest and
retention of employees are key factors to improve the
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performance of employees in the textile sector. We
have structured the theoretical framework to describe
the relationship between management support, align-
ment of interest, skill development and employee’s
performance in the presence of employee retention
as a moderator (figure 1). Alignments of interest,
capacity building and manager support have a posi-
tive relationship on employee performance. The
change in alignment of interest, capacity building,
and manager support will impact employee perfor-
mance.

METHODOLOGY

The method contains data on research design, popu-
lation, sampling, composition, reliability of a ques-
tionnaire and data collection along with valuation pro-
cedures. The collected data was analysed to
determine the results. The effect of capacity building,
manager support, alignment of interest and employ-
ee retention on employee performance is examined
in the context of the textile sector. The quantitative
approach that grounded on primary data has been
used to study and investigate the subject matter for
research. The population in this inquiry consists of
lower to top-level that are performing their duties in
the textile sector of Faisalabad, Pakistan. The tech-
nique that has been used for data collection is con-
venient sampling. 250 questionnaires were distribut-
ed, 200 questionnaires were collected from the
respondents. Out of 250, fifty questionnaires were
unconfined and were not suitable for interpretation of
results. Statistical analysis was applied to the rest of
the 200 questionnaires. The adaptive approach has
been used for the questionnaires; a structured ques-
tionnaire drawn on a five-point Likert scale ranging
from “5” indicating a strong agreement with the “1”
statement indicates Strong disagreement with the
statement. The selected questions were based on
the prior good reliabilities in Pakistan and other coun-
tries. The questions reference is presented in table 1.
In the study, the causal melding approach and
descriptive analysis by Smart PLS (Partial Least
Squares) and SPSS (Statistical Package of Social
Sciences) were applied.

Fig. 1. Theoretical framework of this study



RESULTS

Descriptive analysis

For the study, 200 questionnaires represent
the input in SPSS to perform the descriptive
analysis and to discuss the demographic
characteristics of respondents in the textile
sector. In this study, demographic characteris-
tics include gender, age, education, designa-
tion and experience. 

Model assessment

PLS envisages the relationship between the
dependent variable, independent variable and
the explained variance [42]. The causal mod-
elling approach by Smart PLS includes two
phases, one is the evaluation of the outer
model (measurement model) and the other is
inner model (structural model) [43]. The mea-
surement model explains the connection
between constructive and linked items and the
structural model elaborates the connection
between exogenous and endogenous con-
structs [44]. 

Assessment of measurement model
(reliability and validity analysis) 

For reliability and validity, the assessment of
the measurement model has been made [44].
Outer loading and composite reliability decid-
ed the reliability of the model [45]. In table 2,
results show that the outer loading and com-
posite reliability exceed the recommended
value of 0.70, which approved the model reli-
ability at items level as well as construct level
[42]. The average variance extracted (AVE)
and composite reliability were used to mea-
sure the validity of the measurement model
[43]. In table 2, AVE and CR are higher than
the acceptable values of 0.5 and 0.7 respec-
tively and this will offer support to convergent
validity [44–45]. Cronbach’s alpha is based on
internal consistency and is used to assess
reliability. The Cronbach’s alpha is used to
calculate the average of measuring constructs
and its correlation. Items with the value of
Cronbach’s alpha which exceeds 0.5 are reli-
able [46]. In table 2, the values of Cronbach’s
alpha are greater than 0.5.
Fornell & Larcker’s criterion is used to assess
the discriminant validity, i.e. the square root of
the AVE of a construct (diagonal values)
should be greater than the correlations
between other constructs (off-diagonal val-
ues) in row and columns. Table 3 ensures the
discriminant validity at the construct level as it
satisfied the given condition. 

Evaluation of structural model

The substantiality of path coefficients and the
amount of explained variance (R square) in
endogenous constructs explain the analytical
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THE QUESTION REFERENCE

No. Construct Items 
Cronbach’s

alpha

1 Manager support [37] 12 0.80

2 Capacity building [38] 12 0.86

3 Alignment of interest [39] 4 0.82

4 Employee retention [40] 5 0.88

5 Employee performance [41] 8 0.77

Table 1

EVALUATION OF THE MEASUREMENT MODEL

Variables Items FL AVE CR
Cronbach’s

alpha

MS/
manager
support

MS2 0.928 0.838 0.976 0.974

MS4 0.946

MS5 0.742

MS6 0.941

MS7 0.940

MS8 0.954

MS9 0.933

MS10 0.920

CB/
capacity
building

CB13 0.919 0.830 0.967 0.960

CB14 0.958

CB15 0.909

CB16 0.942

CB23 0.770

CB24 0.953

AI/
alignment
of interest

AI25 0.922 0.786 0.916 0.864

AI26 0.924

AI27 0.808

ER/
employee
retention

ER29 0.949 0.980 0.995 0.993

ER32 0.946

ER33 0.956

EP/
employee

performance

EP34 0.989 0.903 0.965 0.947

EP39 0.992

EP40 0.983

EP41 0.997

Table 2

DISCRIMINANT VALIDITY AT CONSTRUCT LEVEL

Variables AI CB MS EP ER

AI 0.886

CB 0.072 0.911

MS 0.038 –0.085 0.915

EP 0.696 0.125 0.055 0.990

ER 0.290 0.019 0.098 0.335 0.950

Table 3

Notes: Items MS1, MS3, MS11, MS12, CB17, CB18, CB19, CB20, CB21,
CB22, AI27, ER30, ER31 and EP30, EP35, EP36, EP37, EP38 were deleted
to improve EP. AVE (average variance extracted); CR (composite reliability).

Note: The average variance’s square root is extracted in the diagonals and
the remaining entries are correlation values.



inspiration of the inner model [44]. Path’s significance
is determined by applying the PLS algorithm and
bootstrapping with 5000 samples and get path coeffi-
cients and t-values [44]. Table 4 gives a detailed pic-
ture of all path coefficients, standard errors, t-values
and corresponding p-values. Moreover, the R-
squared index of the variables demonstrated a satis-
factory level of predictability, which exceeded the
suggested starting point of 0.1 [47]. The list of R-
square values is given in table 5 and shown in figure
2 that is 0.526, which is exceeding form 0.1. Figure 2
presents the relationship between variables as per
the PLS-SEM model.

Moreover, the R square value is listed in table 5. In
the structural model, the R square’s value for the con-
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p-value emphasis the significance of the exogenous
variable on the endogenous variable. The t-value of
the alignment of interest is 10.857, which reflect its
high influence on the performance of textile sector
employees. Furthermore, it has a significant p-value
0.000 level, which is less than the ordinary value of
0.5 and confirms the hypothesis (H3) is also
accepted (β = 0.627, p ˂  0.05, t ˂  10.85).
H3: The alignment of interest has a substantial influ-
ence on the employee performance of the textile sec-
tor.
Next, we hypothesized (H1) that manager’s support
positively correlates with employee performance.
Figures 2 and 3 highlight the positive β value of 0.023
but the t-value shows the non-significance effect of
the independent variable on the dependent variable.
This independent variable has a t-value of 0.298 that
reflects its non-significance on the employee’s per-
formance in the textile sector of Pakistan. On the
other hand the p-value 0.766 indicates non-signifi-
cance because it is slightly above than standard
value 0.05 and shows that hypothesis H1 can be
ignored to some extent (β= 0.023, p = 0.086 ˃  0.05,
t = 0.298 ˂  1.960). 

THE R2 VALUE OF ENDOGENOUS STRUCTURAL

Predictor
Construct

Target
Construct

R-squared
Predictive
Accuracy

MS, CB, AI
and ER

EP 0.526 Substantial

Table 5

EVALUATION OF THE STRUCTURAL MODEL

Hypothesis Relationship Path coefficient SD t-value p-value Observations

H3 AI->Performance 0.627 0.058 10.857 0.000 Supported

H2 CB->Performance 0.097 0.059 2.628 0.040 Supported

H1 MS->Performance 0.023 0.078 0.298 0.766 Not Supported

H4 Retention->Performance 0.158 0.058 2.718 0.007 Supported

Moderating Effect 1->EP 0.038 0.066 0.582 0.561 Not Supported

Moderating Effect 2->EP 0.116 0.054 2.152 0.032 Supported

Moderating Effect 3->EP 0.052 0.46 2.114 0.006 Supported

Table 4

Fig. 2. PLS algorithm

struct is considered as low,
medium and significant
0.25, 0.50 and 0.75 respec -
tively [44]. The capacity
buildings, managers’ sup-
port, alignment of interest
and employee retention as
a moderator, are found to
be significantly associated
with employee performance
respectively, explaining
52.6% of the variance.
Figures 2 and 3 display
the results of the structural
model through PLS out-
put. First, we hypothe-
sized (H3) that the align-
ment of interest has a
positive and substantial
effect on employee per for -
mance. In table 6 positive
β value 0.627 and the



Now, the capacity building has a positive influence on
employee performance as per our hypothesized

(H2). In this context, table 4 highlights positive β
value 0.097 and the p-value 0.040 < 0.5 substantiate
the influence of the independent variable on the
dependent variable. Furthermore, the t-value 2.628
reflects the high influence on employee performance
in the textile sector. Accordingly, this hypothesis (H2)
is also accepted (β = 0.097, p ˂  0.05, t ˂  2.628).
Subsequently, we hypothesized (H4) that employee
retention is a moderating variable between the man-
ager’s support, capacity building, alignment of inter-
est and employee performance. 
The positive β value 0.158, p-value 0.007 and t-value
confirm that employee retention has moderated the
relationship of manager’s support and employee per-
formance significantly. In the presence of the moder-
ating effect between MS and EP, the t-value of mod-
eration effect 0.038 reflects a positive influence
between two variables and the p-value 0.561 is con-
sidered insignificant. Resultantly, hypothesis (H5)

is not supported (β = 0.038, p > 0.05, t > 0.582). The
study hypothesis that employee retention has a mod-
erating effect on the relationship between capacity
building and employee performance. In this context,
we conclude that our moderate variable has a signif-
icant influence on their relationship, as it has a
t-value 2.152 and p-value 0.032. So, hypothesis

(H6) is also accepted by findings (β= 0.116, p ˂  0.05,
t ˂  2.152). Then, the findings show that employee
retention plays a moderating role between the align-
ment of interest and employee’s performance. Fig -
ure 3 indicates that β value is 0.052, p = 0.006 and
t-value = 2.114 show that employee retention has
moderated the relationship of alignment of interest
and employee performance significantly. 
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Fig. 3. Bootstrapping

DISCUSSION

As per this study, the align-
ment of interest and
capacity building has a
positive and significant
effect on employee perfor-
mance in the textile sector
of Pakistan and con-
tributes 63% and 20%
respectively. According to
prior researches, it was
concluded that the intellec-
tual capital of employees
will rise with the increase
in training of employees
and alignment of interest.
Human resource develop-
ment practices can be pol-
ished by training and capac-
ity building programs,
con sequently, it will affect
employees’ intellectual cap-
ital positively and increase

productivity and performance at work [48–49]. This
relationship ultimately contributes to the organiza-
tional performance. Generally, employee retention
and employee satisfaction can be achieved through
training, development and capacity building [50]. The
scope of capacity in individual skills includes program
design, education and training to fill identified gaps in
the skills and recommend a suitable number of qual-
ified personnel to run the system.
Then, the hypothesis H2 is accepted. Other studies
conducted in connection with the hypothesis men-
tioned above (H2) have already studied capacity
building in Pakistan’s banking sector, and found that
the indefinite reinforcement of 56% [40]. Wanyama et
al. [51] research the relationship between employee
efficiency and capacity building for commercial banks
in Kenya and the conclusions signify the positive
relationship between capacity building and employee
productivity with (β = 0.52, p < 0.05). 
With the comparison of empirical research, our study
suggests that such claims are not convincing.
Employee skills development, productivity and align-
ment of interest have a positive influence on organi-
zational performance. Other studies conducted on
the hypothesis H1 discussed above, such as for
Pakistan’s banking sector, the support of Oversight
and Organizational Support to Professional
Development (OSCD) had a negligible effect on the
employee performance [52]. They found a positive β
value of 0.175, which means that the independent
variable contributes 17.74% to the employee’s per-
formance. The indefinite t-value of the independent
variable is 1.774, reflecting a lower involvement of
management and OSCD in employee performance.
Similarly, it indicates that the p-value is 0.1 levels,
which is also less significant, above the standard
value of 0.05. On the other hand, the research results



of Saleem et al. [53] showed the effect of manager/
supervisor support on the employee’s performance.
They found that (β = 0.53, p < 0.05, t < 3.767) and
showed that the manager support and employee per-
formance have a positive relationship with another.
Besides, Noe [54] held this position and proved that
manager support had a significant effect on an
employee’s developmental behaviour. The Smart PLS
analysis suggests that development manager
support (β = 0.023, p < 0.766) has an insignificant but
positive effect on employee development behaviour. 
Employee retention as a moderator in the relation-
ship between managers is consistent with employee
performance. The results (β = 0.38, p < 0.007, t ˂  2.718)
show that retention of employees moderated the
effect of the relationship between manager support
and employee performance. So, hypothesis H1 is not
supported. The Smart PLS analysis suggests that
development alignment of interest (β = 0.627, p > 0.000)
has a significant and positive effect on employee
development behaviour. Employee retention as a
moderator in the relationship between the alignments
of interest is consistent with employee performance.
The results (β = 0.052, p < 0.006, t ˂  2.14) show that
retention of employees moderated the effect on the
relationship between the alignment of interest and
employee performance and hypothesis H3 is sup-
ported. In support of Hypothesis H3, Kwon et al.
investigated the role of employee retention as a mod-
erating relationship between the alignment of interest
and employee performance, which has a significant
and positive (p < 0.02) [55]. Alignment of interest is
not merely used as a performance measure, but also
for employee’s satisfaction and reduces the turnover
of the organization. In this context, Wright et al. [27]
expresses that alignment of interest is not simply a
performance measure but it shows the relationship
and the level of contribution of an employee to cor-
porate strategy.

CONCLUSIONS

This study engrossed in the alignment of interest,
capacity building, manager support, employee reten-
tion and employee performance. Generally, the pro-
ductivity of employees leads to progress in the textile
sector. This study also includes the highlights of pre-
vious contributions to the factors that affect employ-
ee performance. Specifically, we focus on the align-
ment of interest and capacity building because the
alignments of interest and employee skills develop-
ment help to increase employee performance and
productivity as approved by this research.
Additionally, this research focused on the role of
manager support to employee performance and con-
cludes that there is an insignificant impact of manag-
er support on employee performance in the textile
industry. According to our results, in the textile sector
in Faisalabad, Pakistan, the relationship between the
alignment of interest and employee performance in

the presence of employee retention as a moderator is
significant. Long-term employees have more interest
in the organization such as shareholding and profit
share and they are considered more loyal and con-
cerned with the progress of the organization. So, its
overall impact is positive on employee performance
and provides opportunities for professional growth for
their organizations.

RECOMMENDATION

Based on previous findings and conclusions, “it is
recommended that alignment of interest, skill cre-
ation, and employee productivity be positively corre-
lated with organizational performance”. Therefore,
companies need to plan and implement strategies
that are in line with the objectives of a company and
the interest of employees to improve the perfor-
mance of employees. The size of the current study
was small, future studies could clarify alignment of
interest, capacity building and the effect of manager
support in different occupational groups in a business
environment is one of the major challenges facing the
textile sector confronted. The main recommendation
in retaining employees is that the textile sector
should give the most important for the alignment of
interest. Management should introduce employee
benefit schemes to enhance the employee’s interest.
Shareholding and profit share to employees can also
be considered. Moreover, capacity development and
management support can create a sustainable com-
petitive advantage over other key players. These
aspects improve the efficiency of an employee. Hard-
working employees ensure that companies succeed,
and so they must be fully independent and allowed to
take work decisions that produce better results. The
importance of intellectual capital is highly recognized
to improve employee performance. Currently,
Pakistan’s textile sector is likely to use its entire
human capital. Where alignment of interest is so
important for employees as well as a company but it
is not in practice in the textile sector of Pakistan.

LIMITATIONS AND FUTURE RESEARCH

The interpretation of results has been done through
cross-sectional data. Non-probability sampling tech-
nique is used for data collection versus probabilistic
sampling which is considered more valid for general-
izing the results. The small sample size also limits the
generalization of results. Furthermore, the lack of col-
laboration among key agencies, non-leaders, training
institutes and universities, it was difficult to collect
accurate data from respondents. This study includes
alignment of interest, capacity building and manage-
ment support as key factors to improve employee
performance, but there may be other factors that can
affect the employee’s performance. 
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