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Abstract: For any organization, employee has a significant role in the overall perfor-
mance and development. They have been considered the main asset of the organiza-
tion. Employee performance has been dependent on various factors and contextual un-
derstanding. Drawing on the theory of self-determination, this research study focused 
on antecedents of employee performance in post COVID-19 context. The motivation 
behind this research study is to investigate the effects of occupational stress and work-
life balance on employee performance in post COVID 19 era. To achieve the aim of the 
study 208 respondents were approached, who have been serving as middle-tier officers 
in reputed public sector medical universities and institutions. Statistical techniques 
(Normality of data, Correlation Analysis, Control Variables, Reliability Analysis and 
Regression Analysis) are applied to analyze the data through SPSS. The findings of 
this study depict that occupational stress and work-life balance create negative effects 
on employee performance in the context of fear of COVID-19. Accordingly, recommen-
dations are provided for the targeted sector and others in general.
Keywords: Occupational stress, Work life balance, Employee performance, COV-
ID-19, fear.

1. Introduction 

Occupational Stress has unfavourable outcomes in both cases for the organization and the em-
ployees. Serious risks comprise the fitness of workers specifically health care due to occupational 
stress. Healthcare professionals can lead to mental illness, and social, psychological, and physical 
issues because of occupational stress. Disorders are associated with the following mentioned Stress: 
fatigue (chronic) (Van der Ploeg & Kleber, 2003); disordered eating (King et al.,2009); headaches 
(Schaubroeck & Fink, 1998); increased blood pressure (Melamed et al., 2001); high risk of cardio-
vascular diseases (Espnes & Byrne, 2008); and pains (musculoskeletal) (Eriksen et al., 2003).

Work-Life Balance is however on the other is badly affected during the situation of COVID-19. 
The employees whose preference is to work from home face real-time challenges just because of their 
maximum time of presence at home. The COVID-19 epidemic and nationwide sanctions have put 
pressure on even the most well-built relationships. Home space and the sharing of work, as well as 
the pressures of home online schooling and health-related concerns, have demonstrated too much 
for some and have formulated a ‘perfect storm’ for relationship breakdown. As a result, the perfor-
mance of employees is poor.

The changing work patterns over all these years have posed a remarkable obstacle to both the 
families and social life of working adults. Having a day with a limited resource of 24 hours, working 
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individuals can face many hard challenges including official meeting deadlines, financial limitations, 
and family responsibilities. These kinds of situations can lead to character disputes, which can in-
fluence their level of involvement in family, work and social life. However, some scholars suggest 
domestic activities in high demand make it somehow very difficult to balance family and work life, 
especially in disasters (Chakma et al., 2020; Cruz et al., 2022; Cvetković, 2019; Cvetković et al., 2023; 
Cvetković & Janković, 2020; Goyal, 2019; Hossen et al., 2022; Hussaini, 2020).

 Work-life imbalances among employees are known to be linked to various health problems, 
specifically poor physical health, self-explained health, psychological disorders, life dissatisfac-
tion and poor mental health. However, health outcomes and work-life conflicts can vary by gender 
just because of the unequal distribution of work-related roles in the organization. For example, a 
positive correlation has been found in some previous research studies between self-reported health 
and working-life conflict among working women as compared to men, while some other studies 
show similar results between women and men.

Initially, it was not taken into consideration as it emerged in one region and the pictures and 
supporting videos showing the impact of this infection are somehow the movie’s short clips, so 
it seems to be factious. It was treated as an epidemic, not a pandemic. After mid-January 2020, it 
spread like a wave of infection in other parts of the world, but the carriers were not initially consid-
ered as humans but through meat. Pakistan registered its first case on February 26, 2020, and later 
in March Government imposed the first lockdown in all parts of Pakistan. Now the real twist begins 
after the lockdown as it has become a Pandemic already and increased the mortality and infection 
rate worldwide. It is widely possible that coronavirus disease (COVID-19) started impacting species 
of animals, and then later spread to humans. Person-to-person contact has been reported main cause 
spread of the Novel coronavirus, but it is not yet understood how remotely it occurs. Other human 
interactive coronavirus strains are through person to person via contaminated droplets being car-
ried from a person who’s sick (through sneezing or coughing) or from uncleansed hands.

In April 2020 National Command and Control Center NCOC started working on the instruc-
tions/orders of the Prime Minister of Pakistan, Mr. Imran Khan, to collect, examine and inspect in-
formation received from all provinces, AJK, GB, and Islamabad. It formulated the guidelines and 
new mandatory policies to be followed in every government and private institution/organization. 
According to the government’s new policies and guidelines a new concept of “Work from home” 
and “Virtual” emerged across Pakistan. Though this might be previously applicable to some sec-
tors specifically Information Technology IT, but majority was unaware of it. Initially, it seems that 
the government had provided the solution to the problem during this uncertainty, but this became 
the main cause of Occupational stress.

 Now the employees have been segregated into two groups. The ones who are working in 
the office are the real pressure as they must do double jobs as there is no paperless environment 
in Pakistan and physical interaction is only applicable across Pakistan. Female employees got an 
edge they must only work from home whether it was their turn to work from the office as they must 
look after family which leads to gender discrimination. This point is raised not for any cause but 
just for building an argument during this situation. The ones who are working from home as their 
no concept of a virtual and paperless environment, so they are not bound to do any work that is 
required. They proclaim a lack of internet service, laptops and working conditions availability.

2.  Underpinning Theory

According to Van den Broeck et al., (2016) Theory of Self-Determination (SDT) considers the 
primary psychological needs for autonomy, competence, and relationship to be essential to natural 
and ongoing psychological development, introspection, and well-being. The theory of self-deter-
mination (SDT) (Hart & Cooper, 2002) became one of the most influential theories. The SDT 
commonly used to describe human stimuli was originally a broad-based theory. SDT presents the 
existence of the three basic psychological needs: autonomy, competence, and relationship needs. The 
autonomy for need is expressed as the people’s desire to determine their behaviour and take respon-
sibility for the outcome. (Deci & Ryan, 1985; Little, 1991).

The competence for need refers to the desire of people to acquire their potential and to feel con-
fident in expressing it (Hart & Cooper, 2002). Ultimately, the need for relationships is the desire 
of people to connect with others and their community. Be cared for, cared for, and respected by 
others; and a sense of unity (Hart & Cooper, 2002; Uebuchi, 2004). The SDT offers a variety of incen-
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tive and regulation degrees to interpret the level of motivation, depending on how well the needs 
are met. Thus, the more their behaviour becomes internally dynamic the more individuals’ natural 
psychological needs for autonomy, competence, and connection are met.

The exposure of autonomy can be created from characteristics of a job, such as controlling all or 
one’s work in most aspects or increasing the scope for decisions, but it has been often the most pow-
erful. When individuals know exactly the goals and objectives of their work, they, therefore, reflect 
them. Have deep-rooted values and long-lasting interests. (Sheldon & Houser-Marko, 2001).

The self-concordance model of Sheldon and Elliot’s (1998), SDT sub-theory, further explains the 
internal stimulus based on this value. Self-made goals are internally motivated because they seem 
to be born of selfishness that reflects personal belief and individuality’s true sense (Bono & Judge, 
2003; Sheldon & Hauser-Marco, 2001; Sheldon et al., 2003). Self-coordination increases when work-
ers identify with the goals of the work they are progressing (identity motivations) or when they 
figure out that the purpose and goals are very enjoyable and interesting. (Sheldon & Hous-
er-Marko, 2001; Sheldon et al., 2003).

According to self-determination theory, when individuals figure out that achieving goals of work 
reflects their values and interests, or even when they understand work internally pleasurable and 
interesting, their performance increases. When they are sure they are getting the job. To achieve 
extrinsic goals rewards or to accomplish the tasks assigned to them, this reduced their stress.

For this research paper self-determination theory fits because it results in the performance of 
employees by fostering work-life balance. Likewise, if a person believes in their ability to face chal-
lenges and stress at his workplace and can keep his work family balanced is motivated by his / her 
preference he will also prove self-determination theory by engaging more and more in his job. The 
theoretical framework concerning variables is in Figure 1.

3. Materials and Methods

The quantitative research methodology through deductive approach and applied type was 
executed. This study includes both participation from male and female gender as per population 
point of view. The size of the sample is always less than the total group of the population. The data 
was collected from the middle-tier employees of universities located in twin cities of Pakistan 
(Islamabad and Rawalpindi) 

3.1. Sampling

Convenient sampling under the nonprobability sampling technique was used for this study 
(Letchumanan & Rohani, 2011). Target subjects from the population are dependent on sample se-
lection. The current study in discussion is a survey-based based that requires responses in due time. 
The unit of analysis of this study was individuals such as the employees of public sector Universities 
of twin cities Rawalpindi and Islamabad. A total number of 300 questionnaires were distributed 
through personal and via internet source Google form. 

3.2. Measuring Instruments and Scale

The questionnaire was drafted for this section of the study. All variables of research have been 
designed and incorporated to get the maximum output through the questionnaire, therefore self- 
self-administered questionnaire with closed questions will be used. This study will use the hy-
pothesis to analyze the effect of occupational stress and work-life balance on employee performance 
in the post-COVID-19 era.

The Likert Scale in the current study is a five-point scale that is used to give an opinion and un-
derstanding of how he perceives the statement by pointing out the required scale mentioned in the 
statement. The intensity of behaviour is linear and is assumed in the Likert scale, that is, does not 
strongly agree with the constant agreement, and an assumption that attitudes are measurable. 
Likert scale includes Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree.  A 5-point Likert 
scale was established and therefore used to measure work-life balance in which the endpoints are 1 = 
strongly disagree and 5 = strongly agree. The results received in responses by interpreting will help 
to balance or neutralize any kind of tendency to over-reported difficult and unacceptable behaviours 
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in workplace situations faced by the respondents. (Fairbrother & Warren, 2003). The 5-point scales 
are mostly aggregated in WLB research (e.g., Boyar et al. 2003; Fairbrother & Warn 2003; Forsyth 
& Polzer-Debruyne 2007). Six conceptualizations of work-life balance found in the literature: (1) 
multiple roles; (2) equity across multiple roles; (3) satisfaction between multiple roles; (4) fulfil-
ment of role salience between multiple roles; (5) a relationship between conflict and facilitation; and 
(6) perceived control between multiple roles. Based on a  review of this research identifies the 
two primary features of the work-life balance definitions and proposes a new definition of this 
construct. Fairbrother & Warn (2003) added the respondents face confusion because of ambiguity in 
questions, thus requiring reframing of the question.

3.3. Measures of occupational stress

Occupational stress is the independent variable. Occupational stress mainly covers the various 
aspects of the job covering the reason for its occurrence and impact on the organization. All the re-
sponses in the questionnaire are measured based on a 5-point Likert scale to guarantee consistent 
results. The questions are designed in such a way, that after reversing necessary items, the average 
of all items is computed to present the overall stress level score for an individual. In simple terms, 
the OS uses questionnaire statements to assess, a) how you feel about your job b) how you assess 
your current state of health, c) the way you behave generally, d) how you interpret events around 
you e) sources of pressure in your job, and f) how you cope with the stress you experience. Lambert, 
Hogan, Camp and Ventura (2006). Sample items included “I feel that my tasks are more challenging 
than my co-workers’” and “During the past six months, my actual performance at work is de-
creasing day by day.” The higher the score, the higher the stress level, with a minimum of 1 and 
a maximum of 5. 

3.4. Dependent Variable

Employee performance (EP) is the dependent variable for the study. A questionnaire is de-
signed to test the constructive validity of employee performance factors based on some previous 
studies (Nassazi, 2012) THI, 2012); The first dimension, the utility of the work, consists of five items, 
the second dimension, work plan, consists of five items, while third dimension is creativity and 
innovation consists of six items, the last dimension making efforts comprise of seven items. Thus, 
a maximum number of 7 items for the questionnaire are used to measure the external accuracy of 
the employee after evaluating his performance (expert judgment). This was achieved by giving the 
questionnaire to experts in this area scale ranging from 1 to 5 therefore all the items are scored on 
a five-point rating. 

3.5. Moderating Variable

Developing the fear of COVID-19 scale various steps were taken (McCoach et al. 2013). Pri-
marily scale of fear was assessed after a broader reviewing the availability of literature. The fear of 
measures that have been studied and identified are almost thirty through different populations 
and diseases (availability through corresponding authors). The most relevant items that are more 
prospective are the combined efforts collected through two researchers (i.e., the third and final au-
thors). About 28 items were finally retained for further examinations after excluding items that had 
similar content or expression. Secondly, furthermore, 11 more items were removed from the list 
by the recommendation of an expert panel who reviewed all 28 items in general. This panel con-
stitute the following members general physician, health psychologist, psychiatrist, virologist, and 
nurse.17 items have been retained in the third portion, for whom recommendation is sent to different 
panels that include further review health experts and educators, sociologists, social psychologists, 
and pulmonologists. Seven more items further were omitted following the recommendations from 
another expert panel. In conclusion, an 8-item scale was administered to 46 individuals (26 of them 
were male participants and 20 of them were female participants with a mean age of 39.63 years and 
an education 9.38 number of years) to obtain a primary scale estimate. A five-point Likert scale was 
used to understand the items and to get the required details. After reviewing the results, it was con-
cluded that the respondents understood the item description (mean 3.81, SD = 1.04). In addition, all 
the participants were approached through telephone-based cognitive interviews with similar pilot 
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participants to ascertain their views and responses to each scale item. Furthermore, no changes 
were recommended by the pilot participants as no more changes were required.

3.6. Sample Characteristics

White-collar employees were used as the population for the current study, and they were work-
ing in the public sector universities in the twin cities of Pakistan, Rawalpindi, and Islamabad. Due 
to the non-availability of the population listings convenience sampling technique was used. A total 
number of 300 questionnaires were drafted and distributed in physical and through Google form but 
the questionnaires that were filled were 208. 69.30% was the rate of responses. To retain confidential-
ity and unanimity the questionnaires distributed had a cover page. Complete assurance was provid-
ed to the respondents in all manners, and it was ensured to all the participants that this data col-
lection was solely for educational research only. After acceptance of will from the respondents the 
data collection was conducted. The sampling of demographics is mentioned in Table 1 to Table 5.

3.7. Normality of Data

The normality of data is a basic assumption for regression. The correct estimation of the rela-
tionship of variables under study from non-normal data poses a threat to generalizability and even 
leads to spurious regression for violation of assumption. (Jackson, 2018). Further for reliability 
of normality of data for advanced analysis normal distribution was assured. For this purpose, 
Skewness and Kurtosis were calculated for data. Skewness and Kurtosis are if it is 3 times less than 
their respective standard error is the acceptable value. Skewness and Kurtosis values in -2 and 
+2 are acceptable as per the recommendation of George and Mallery (2010). Kurtosis and Skewness 
result is mentioned in Table 6. 

3.7. Research Tables

Table 1. Gender distribution.

Frequency Percent Valid Percent Cumulative Percent

Valid
Female 99 47.6 47.6 47.6
Male 109 52.4 52.4 100.0
Total 208 100.0 100.0

Gender is considered one of the most important demographic variables, it elaborates the division 
of male and female. The sample of the study was 208 out of which 47.6% were female respondents 
and 52.4% respondents were male. The frequencies are represented in the pie chart graph given 
below (Table 1).

Table 2. Age distribution.

Frequency Percent Valid Percent CumulativPercent
Valid 20-35 174 83.7 83.7 83.7

36-50 29 13.9 13.9 97.6
51-60 5 2.4 2.4 100.0
Total 208 100.0 100.0

The sample included responses from different age groups of which 83.7% were between the ages 
of 20- 35, 13.9% were between the age of 36-50 and 2.4% were between the age of 51-60. The frequen-
cies are given in presented in the form of a graph for better understanding (Table 2).
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Table 3. Education Level of Employees.

Frequency Percent Valid Percent Cumulative 
Percent

Valid

Graduation 35 16.8 16.8 16.8
Master 52 25.0 25.0 41.8
MS/M-Phil 46 22.1 22.1 63.9
PhD 17 8.2 8.2 72.1
Under Graduation 58 27.9 27.9 100.0
Total 208 100.0 100.0

The education level of employees was an important factor, and it was ensured that the sample 
included employees with a graduation degree to further carry out the research. The white-collar 
employees of different universities were included for them to understand the question statements 
properly and therefore to respond accordingly. The education levels of the sample employees were 
8.2% had PhD level of education, 22.1% had MS/M-Phil level of education, 25% had a master’s Level 
of education, 16.8% had a Graduation level of education and 27.9% had under graduation level of 
education. The frequencies are given below with a graphical representation (Table 3).

Table 4. Employee Designation.

Frequency Percent Valid Percent Cumulative 
Percent

Valid

Manager 38 18.3 18.3 18.3
Officer 31 14.9 14.9 33.2
Others 123 59.1 59.1 92.3

Senior Manager 6 2.9 2.9 95.2
Supervisor 10 4.8 4.8 100.0

Total 208 100.0 100.0

The sample comprised different employee designations that were working in the Universities. 
2.9% of the respondents were senior managers, 18.3% were Managers, 14.9% were Officers, 4.8% 
were supervisors, and 59.1% were others. However, others are specifically those who are on a special 
pay scale and in higher positions the frequencies are represented below as a figure (Table 4).

Table 5. Total years of Experience.

Frequency Percent Valid Percent Percent

Valid
Less than 5 124 59.6 59.6 59.6
More than 5 84 40.4 40.4 100.0

Total 208 100.0 100.0

The sample comprised of different employee tenure (years) the respondents have worked in the 
universities. 59.6% of the respondents had worked less than in the current organization, and 40.4% 
had working experience of more than 5 years. The frequencies are given in Table 5.

Table 6. Kurtosis and Skewness Results

Variables Total OS Total
WLB Total EP Total

COVID

N
Valid 208 208 208 208

Missing 0 0 0 0

Std. Error of Mean .337 .363 .295 .464
Skewness -.307 -.316 .443 .310

Std. Error of Skewness .169 .169 .169 .169

https://internationaljournalofdisasterriskmanagement.com/index.php/Vol1


Analyzing in Post COVID-19 era: 
The Effect of Occupational Stress and Work-Life Balance on Employees Performance

International journal of disaster risk management • (IJDRM) • Vol. 6, No. 1

81

Kurtosis -.014 .103 .950 -.122
Std. Error of Kurtosis .336 .336 .336 .336

Minimum 6 8 8 9
Maximum 30 35 33 45

The above table reflects the results of Kurtosis and Skewness of all the variables of the current 
study. The values of Kurtosis are between -0.014 to -1.22 whereas the Skewness values are between 
-.337 to 0.443. The above-mentioned values are acceptable as values fall within prescribed limits thus, 
depicting that current study data is normally distributed.

Table 7. Correlation results.

Variables. 1 2 3 4
1. EP 1
2. OS 0.077 1
3. WLB 0.024 0.628 ** 1
4. COVID 0.152 * 0.428 ** 0.423 ** 1

* p<.05, ** p<.01, *** p<.001
The association reflected in the table is within the defined range.

Demographics Employee Performance
f statistics p value

Gender 15.881 .000***
Age 3.995 .080
Marital Status 12.007 .001**
Qualification .861 .424

Experience 16.273.020*
      * p<.05, ** p<.01, *** p<.001

One-way ANOVA was performed to see the influence of demographics on the dependent varia-
ble. Three demographic effects were noted and controlled in regression analysis, accordingly.

Table 9. Reliabilities of the scales.

Variable Name Mean Cronbach’s Alpha
EP 2.869 0.765
OS 3.010 0.718

WLB 3.414 0.707
COVID 3.501 0.734

Table 10. Moderated Regression Analysis.

Predictors Employee’s Performance
β R2 R2

Step 1
Control Variables .112
Step 2
OS -.510**
WLB .169*** .228 .116
COVID .137*
Step3
OS * COVID .624*
WLB * COVID .417** .293 .065*

* p<.05, ** p<.01, *** p<.001
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Figure 1. Relationship between variables.

6. Date Analysis

6.1 Correlation Analysis

Correlation between variables indicates that with a change in the value of one variable, the other 
variable changes in a specific direction. The purpose of correlation is to check the association 
between the variables. Variables that are positively related or negatively related define the direc-
tion of the relationship. A greater than zero correlation coefficient provides a positive relationship 
whereas the value less than zero is a  negative relationship indication. There is no relationship 
between the variables if the value is zero. The below correlation table represents the positive relation-
ship among the variables and there is a strong association between the variables. The correlation be-
tween occupational stress and employee performance is positive so there is an association between 
them. Similarly, the correlation between Work-life balance and employee performance is positive 
and there is an association between the variables. Whereas the moderator’s fear of COVID-19 shows 
the correlation between the independent variables and therefore association with the dependent 
variable. The association reflected in Table 7 is within the defined range.

6.2 Control Variables

All variables that may affect the outcome must be controlled, except for the independent and 
dependent variables. If you do not control for relevant variables, you may not be able to show that 
they did not affect your results. Uncontrolled variables are alternative explanations for your results 
and affect the reliability of your arguments Control variables have significance to develop causal 
relationships that may lead to over or understatement between the independent variable and de-
pendent variables. The below-mentioned Table 8 below represents the beta coefficients, standard 
error, and the t-statistic of the beta coefficients with significance.
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6.3 Reliability Analysis.

Reliability analysis was performed to analyze the instrument reliability of respective variables in 
the current study. To measure consistency of data reliability analysis is required. For this purpose, 
a  value of more than .7 is consistent. The result of reliability analysis includes the variable’s in-
strument’s reliability present in the model. Whereas the employee’s performance scale has 0.765 
Cronbach alpha reliability, occupational stress shows .718, work-life balance is .707 and fear of 
COVID-19 has .734 Cronbach alpha reliability. The consistency of the variable’s scales was reflect-
ed in Table 9.

7. Regression

According to the results of regression analysis, the one unit increase in occupational stress will 
bring by -.510 units change in employees’ performance, one unit increase in work-life balance will 
bring .169 units change in employees’ performance and one unit change will bring .137 units to 
change in employees performance whereas moderating effect of occupational stress and fear of 
COVID 19 will bring .624 units change in employees performance and moderation effect of work-
life balance and fear of COVID 19 will bring .417 units t o  change in employees performance. 
The relationship between variables due to t h e  moderating effect is statistically significantly posi-
tive as p <.01. As per these results from regression analysis the hypothesis is accepted. The regression 
analysis in Table 10 shows that employee performance is predicted through occupation stress and 
work-life balance and moderation is established with a 65% overall effect. 

8. Theoretical Implications

The current study was mainly focused on discussing and through light to give some theoret-
ical contributions and practical contributions in such a way as to enlighten the prescribed literature 
that existed previously and therefore for identification of stress types a n d  provide guidelines for 
policymakers along with the recommendations to the management. Furthermore, for an enriched 
healthy working environment formulated guidelines to change the style to improve employee out-
comes and balance their professional as well as their family lives.

Theoretically, the significance of current study findings has contributed its part towards the ex-
isting literature on occupational stress, and work-life balance highlighting the dark side of fear of 
COVID-19 and its implication along with the literature on employee performance. The focus of this 
research is the foremost contribution regarding the study of employee performance to understand 
which kind of employees can work without retrogression in the job outcomes under an uncertain 
situation of COVID-19. In the context of Pakistan on the other hand current study has an impor-
tant theoretical contribution is the utilization of the social exchange theory to describe the preventa-
tive and safety measures taken to overcome and reduce of fear of COVID-19.

9. Practical Implications

The valuable practical implications have been provided by this study as it has described the 
harmful effects of fear of COVID-19 on employee performance.

− Working circumstances in the organizations were adjusted to the distinctions in individuals’ 
physical, mental, and logical circumstances of life. Thus, organizations ought to focus closely on 
the balance between work-life balance (WLB) of their employees by trying to carry out an assort-
ment of WLB practices and strategies, for example, strategic scheduling, position sharing, seasonal 
work, home working from home, sponsored sporting, and relaxation exercises among other fam-
ily-accommodating strategies.

− Subsequently, embracing a more essential way to deal with WLB can assist with advancing 
superior worker execution, better mental and actual well-being, position fulfilment and decreased 
turnover (Kossek et al., 2012). To get the maximum performance the employee’s manager must be 
clear about the approach he is adopting to get the required outcomes.

− Managers need to focus on implications that can reproduce positive outcomes and need to be 
acquainted with the fact that their roadmap and guidelines have a significant positive outcome 
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on employee performance and so therefore their mental and physical health collectively benefits the 
operations of the organization.

− Understanding the critical negative effects of occupational stress and work-life balance, limits 
and restricts organizations to avoid recruiting such managers with capabilities to work under un-
certain conditions.

− For improvement of employee’s performance by implementing a mechanism of anonymous 
feedback and complaint handling suggestions this can benefit the organizations. This will benefit 
employees to stand up and raise their voices against heavy workloads, poor working conditions, 
nepotism, disturbance in work life, and wrongdoings of their managers and increase organisational 
citizenship behaviour.

− The organization should derive a mechanism of anonymous feedback of office culture for the 
identification of issues and problems. There should be a grievance policy which should not be hid-
den and displayed for the employees to register their concerns, in this case, whistleblowers should 
be kept anonymous to protect them from unfavourable policies, they may be a hurdle and obstacle 
to employees for the attainment of their interests.

− For this reason, they should formulate a separate department that handles such sort of 
issues or even at business level organizations, especially the public sector departments, e.g. univer-
sities should ask their strategy and policymakers to present such sort of acts which give security to 
workers.

10. Conclusion

This research study is an attempt to fill the gap that appeared in the previous research studies. 
The results of this study were discussed in light of previous research findings. The theoretical agen-
da of this research study is to contribute to the existing research about how employee performance 
has been affected by occupational stress and work-life balance. However, the result supported 
that occupational stress and work-life balance had a significant negative effect on the employee’s 
performance due to the moderating effect of fear of COVID-19. The research work suggested that 
employee performance plays an important role in the development of the organization. These find-
ings constitute very important and valuable implications for the organization. The recommendations 
which are given in the research work are for future results. To conclude the research will depict that 
employees’ primary priority is to focus on their work and try to balance both their working life 
as well as their families even in circumstances created by the effects of COVID-19. By following the 
preventive measures, the employee can get full satisfaction from his/her work and give time to his/
her family. The success and the outcomes of the organization are dependent on the employee’s per-
formance. Different organizations according to perceived measures need to adopt some activities 
like online learning skills and few training programs for the employees so that these employees can 
perform with proper efficiency.

11. Recommendations

The following focal points of the current study were to analysis that how occupational stress 
and work-life balance affected the performance of employees in post post-COVID-19 era. As per 
Universities perspective by maintaining a diligent, reasonable work pace, employees can pre-
vent procrastination and consistently finish the tasks they begin. Additionally, employees should 
place importance on things like punctuality, regularity, time management, honesty, diligence, and 
discipline, as these characteristics help promote a positive, professional attitude that’s often recog-
nized and rewarded by upper management personnel. Fear of COVID-19 has imposed insurgency in 
establishing a new reason for occupational stress and therefore the relationship between work-life 
balance and employee performance has become fatal. The research study achieved its objectives by 
using the technique of questionnaire. Many of the researchers are in favour that it is hard for how 
employees to manage their work while in stressful situations. For the future purpose, this research 
can help a lot of researchers to find out their results.
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12. Limitations and Future Discussions

This research study has some of the limitations that are important and need to be addressed in 
future research works. The current study is not an exception also because none of the research 
studies is without limitations. The data which was included is self-reported which gives the opinion 
of the employees of the universities. The researcher collected the data from both males and females 
of different universities. So, future research could be conducted by taking gender as a moderator. 
This research work is conducted in Pakistan so; future research could be done on the organization 
of any multinational to generalize the results. The reason why multinational is recommended is 
that there is a huge difference in working environment in public and private sectors. Public sector 
organizations have a different working environment than the private sector. A well-reputed multi-
national organization or even more one adopt the best practices that have been used all over the 
developing countries in terms of organizations and for the betterment of its employees. 
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