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This research aims to investigate the moderating effect of 
employee engagement on the association between learning 
organization practices and employees' subjective performance in 
Pakistan's energy sector. Seven elements of Learning 
organization practices and employee perceptions of their success 

in developing financial markets are the focus of this research. We 
have selected a sample of 550 professionals through 
questionnaires. The snowball sampling technique was used to 
reach the maximum number of employees, because it assumed 
that the creativity of an economy depends upon the 
innovativeness of an organization’s employees. Out of 550, we 
received only 330 useable questionnaires for data analysis with a 

response rate of 78% in person and online resources. There are 
also utilized Pearson correlation and direct regression analysis to 
measure the relationship among variables. The impact of learning 
organizations on the subjective performance of employees is 

found positive and highly significant in the energy sector of 
Pakistan. Likewise, the moderating role of employees’ 
engagement is also noted as remarkable in the above 

relationship. The study recommends that all seven dimensions of 
learning organization practices should be considered by the 
management of financial firms to enhance the subjective 
performance of the employees in the energy sector of Pakistan. 
Employees’ engagement can accelerate the development of the 
energy sector. The above-mentioned aspect of financial firms and 

institutions of the developed countries, whereas the developing 
countries are relatively less explored on the topic. It is worthwhile 
to explore this relationship for the energy sector of Pakistan. 
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1. Introduction 
Learning organization is a contemporary concept in the emerging industrial era in which 

organization focuses on organizational as well as human resource development, it is the 

continuous transformation of employees where they continuously learn new concepts and adapt 

to changes. It is the collective effort of the organization and employees where they share 

knowledge, ideas, and philosophies (Reese, 2020). Employees enhance their capabilities by 

continuous learning and then produce the result they desire. It is a practice that works on 

collectivism, collaboration, dialogue, and communication do not only benefits the organization 

but also nourishes employee development. This term is not just limited to the business and the 

organizational world but is also especially important in the energy sector. A learning 

organizations can produce innovative professionals that produce instant transformation in the 
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energy world. The energy sector in developing countries must align with the global perspective 

for survival in a competitive world (Kools & George, 2020).  

 

 In this article, we are examining the relationship between the seven dimensions of 

learning organization practices, and the subjective performance of employees in the energy 

sector of Pakistan. In recent decade financial sector is growing rapidly with a key role in the 

economy, therefore such technologies which enhance performance is of excessive concern to 

the studies of the day. Learning is the key to success for any institution to tap the market and 

retain its performance goals. In the broad context of ‘learning organization’ it intricately links to 

vision sharing and moving in a single direction with constantly growing trends (Jalet, 2021).  As 

information sharing among teams is considered a strategic approach, development is required 

at the personal, group, and organizational levels. The learning organization atmosphere in the 

financial sector helps to achieve more learning outcomes and will open a new dimension for 

innovative practices in competitive financial sectors. 

 

Electricity, petroleum, and natural gas all play important roles in the energy sector and 

are interconnected. Due to a lack of investment in hydro, natural gas, and lignite, Pakistan is 

forced to rely on imported energy. Our lifestyle is highly dependent on electric appliances as the 

advancement in technologies has made us adapt and addict to this innovation, all of them need 

electricity to work. The unavailability of electric energy and load-shedding will create unpleasant 

lives. In Pakistan energy crisis is a major issue we are dealing with, because of the supply-

demand gap, and technical and non-technical losses. By looking at the current scenario of the 

electric sector, this study intends to identify the factors that can increase the subjective 

performance of the employees so that they can come up with more innovative ideas in 

collaboration and teamwork, which all sums up in learning organization practices. Improved 

performance will make them overcome this energy crisis because Pakistan is blessed with a lot 

of power resources and fulfill its potential. 

 

The energy sector of Pakistan is in trouble with several challenges because of lacking 

production. According to the ministry of energy of Pakistan, electricity generation capacity has 

increased by 11.5 percent from July-April 2022 to 41,557 MW from 37261 MW as compared to 

the same period last fiscal year July-April 2021.  In Table 1, the fuel-wise installed capacity 

breakup is shown as per the data of July-April of FY2022.  

 

Table 1: Fuel-wise Installed Capacity Breakup JULY-April FY2022 

 Installed (MW) Percentage (%) Share 

Hydel* 10,251 24.7 

RLNG** 9,884 23.8 

RFO 5,958 14.3 

COAL 5,332 12.8 

Gas 3,536 8.5 

Nuclear*** 3,647 8.8 

Wind**** 1,985 4.8 

Solar 600 1.4 

Bagasse 364 0.9 

Total 41,557 100.0% 

Source: Ministry of Energy, (Power Division) 

 

The major problems arise due to commercial energy consumption and supply from 

different sources, including oil and petroleum, gas, electricity, and coal sources. The role of the 

energy sector is vital in accelerating nations’ development and economic growth. These energy 

institutes are supposed to provide sufficient resources to energy users who are facing a shortage 

of it (Durusu-Ciftci, Ispir, & Yetkiner, 2017; Herwartz & Walle, 2014; Jedidia, Boujelbène, & 

Helali, 2014). When the energy sector is more advanced, there can be achieved the targets for 

economic growth with optimal allocation in a country. King and Levine (1993) using panel data 

from 80 countries, document strong and positive links between energy units and per capita 

output. In Table 2, sector-wise natural gas consumption in million cubic feet per day is plotted. 

This paper helps the energy sector to increase organizational performance because a leaning 

organization is the most critical and crucial factor in developing economies. Similarly, this study 
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also contributes to the literature in filling the literature gap because partial research conducted 

on this relationship in different organizations. 

 

Table 2: Sector Wise Natural Gas Consumption in Million Cubic Feet Per Day (Mmcfd) 

Sector Gas Consumption RLNG Total 

Power  560 555 1,115 

Domestic  907 1 908 

Commercial 62 8 70 

Transport(CNG) 49 23 72 

Cement  1 0 1 

Fertilizer  684 51 735 

General Industry  439 225 664 

Total 2702 863 3565 

Source: Ministry of Energy(Petroleum Division) 

 

We investigate an association of learning organization, practices, and subjective 

performance of employees moderated through the effect of employee engagement to meet the 

following formulated hypothesis: 

 

H1: Learning organization practices have an association with the subjective performance 

of employees. 

 

H2: Learning organization is associated with the group performance of employees. 

 

H3: learning organizations hold a relationship with organizational performance. 

 

H4: Employee Engagement moderates the relationship between learning, organization 

practices, and the performance of employees. 

 

In Figure 1, the learning organization practices are designed as an independent variable 

and subjective performance as a dependent variable, employee engagement is acting as a 

moderator. Subjective performance is further divided into three more dimensions including 

individual, group, and subjective performance and learning organization practices have seven 

dimensions in the model. 

 

Figure 1: Theoretical Framework  

 

 

Employee engagement is a moderating factor between employee learning, organizational 

practices, and the subjective performance of workers in Pakistan's energy sector, however, this 

relationship has not been studied in the literature. Our goal is to investigate how adopting 

learning organization techniques might improve the perceptions of employees in these nations. 

In addition, we aim to use a modified model to assess how much of a role employee engagement 

has in influencing the aforementioned correlation. 

 

In the first section, we presented the research problem, and in the second, we discussed 

the relevant literature on the topic. In the third segment, we'll look at the research methodology 
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and data. The research results are dissected in the fourth section. We have summarized the 

topic, suggested some policies, and admitted some of the study's flaws in the last section. 

 

2. Review Of Literature 
In this section, we review important concepts of research agenda, learning organization 

concept with seven dimensions, subjective performance, and employee engagement in the 

energy sector of different emerging economies.  

 

2.1. Learning Organization Practices 

Learning organizations nourish leaders and subordinates to meet the contemporary 

issues of their subjective domain. (Senge, 1990) explores that organizational success, work 

culture, and productivity are highly dependent on the individuals who are constantly in the 

learning process. Further, Aliazas and Elisa (2021) explore that a learning organization is a place 

where employees get a chance to grow, nourish and enhance their knowledge matching 

organizational and personal development needs, employees are more focused on their job and 

follow organizational vision enthusiastically (Aliazas & Elisa, 2021). Furthermore, it is observed 

that learning individuals are in relation to learning organizations (Iqbal & Ahmad, 2021). Infect, 

the primary motive of these organizations is that flexible, knowledgeable, and productive 

employees can succeed in the challengeable environments and can respond to change efficiently  

(Harman, 2019). 

 

Learning organizations create ways for generating loyalty and tap up employees’ 

commitment to learning at all organizational levels. Continuous learning leads to transformation; 

it helps the organization and employees to shape the future and members’ innovative mindset. 

Peter Senge has divided learning into two categories; survival learning which is vital for 

employees and organizations, also known as “Adaptive Learning” and the second one in 

“Generative Learning”. It is crucial in this changing technological era, it enhances the 

productivity and effectiveness of employees and boosts managerial, communication, and 

interpersonal skills (Advisors & Piro, 2021).   

 

Therefore, a learning organization exists where an individual continuously learns to gain 

efficiency and effectiveness through developing modern skills and accurate capabilities. In short, 

learning is not only for survival but one’s ability to create more and more as an industry leader. 

In line with the existing knowledge stream, learning organization can be discussed from the 

following seven dimensions: 

 

• Creating Continuous Learning Opportunities:  

Similarly, these opportunities improve individuals’ ability to look beyond boundaries and 

work for proactivity. It taps confidence and individual's capacity to achieve desired effects (Rode, 

Huang, & Schroeder, 2022).   

 

• Promotion of Inquiry and Dialogue 

 This specific aspect involves communication, knowledge sharing, intuition, and 

experiences. It helps employees to develop acceptance towards knowledge sharing and ideas 

coming from teammates, and enhances the analytical skills of employees using institution and 

past experiences. Moreover, it advances the communication skills of employees that enable them 

to work on personal and organizational growth (Mazhar & Ch, 2021).   

 

• Encouraging Collaboration and Team Learning 

Effective collaboration is a particularly significant aspect, and it is more probable in 

decentralized organizations. Likewise, workplace culture is to be determined by how individuals 

connect to construct teams and succeed. Further, teams are being incorporated by organizations 

on various levels and channels to continue capacity to work successfully. People get a chance to 

learn collaboratively through teams. Furthermore, it helps the organization in achieving common 

goals by working in teams (Mazhar & Ch, 2021).   

 

• Establishment of a System to Capture and Shared Learning 

Marsick and Watkins (1997) document that learning organization practices generate 

intangible assets for an organization that they can use in the future for times of employee 
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turnover and environmental changes. This provides a secured pathway that boosts employee 

morale in times of drastic changes. It is emphasized designing organizational systems in a way 

where individuals could get continuous training and then share essential concepts among teams 

(Levitt & March, 1988; Marsick & Watkins, 1997; Pokharel & Dudley, 2010). In addition to this 

one, a system of shared learning is necessary for creating and then maintaining this information 

for the improvement of organizational performance(Agyabeng-Mensah, Tang, Afum, Baah, & 

Dacosta, 2021).   

 

• Toward a Collective Empower Vision 

Organizational structure is significant in any firm in the modern world. Argote (2012) 

suggests that a centralized and firm structure provides fewer chances of growth and 

communication; eventually, it reduces efficiency and creates high knowledge-sharing barriers 

where employees fear interacting with each other. On other hand, we observe that a flexible 

structure has more chances of growth, diversity, and expansion. Employees turn out to be more 

committed and productive. Further, collective vision helps organizations in learning processes, 

uniting them to achieve organizational goals with firm determination. 

 

• Connecting the Organization to its Environment 

The most difficult phase in the organization setup is coping with the changing 

environment and then surviving with success (Mariano, 2022). The longer an organization takes 

to identify changes in the environment there are fewer chances for it to strengthen its position 

in the business world) Hosseini and Haghighi Shirazi (2021) Garvin (1993) and Jiwen Song, Tsui, 

and Law (2009) have documented that there is a need to share learning to enhance the capacity 

for survival organization. 

 

• Strategic Leadership 

Barney and Zajac (1994) and Peteraf (1993) it is very crucial in playing a strategic role 

in the organization by relocating organizational resources and making the best use of employee 

capabilities in response to the dynamic business environment (Marsick & Watkins, 1997; Porter 

& Kramer, 2006; Weldy, 2009). Organizational performance can be enhanced by the strategic 

use of rituals, restrictions, symbols, and rewards (Carter & Greer, 2013).  

 

2.2. Subjective Performance 

Mackie and Wong (2008) have  defined  organizational performance as “the effectiveness 

and efficiency of the organization in achieving its objectives”. Performance determines the 

survival and success of an organization. In other words, an organization depends upon employee 

performance. Carter and Greer (2013) have shown performance on three distinct levels i-e 

individual, team, and organizational performance. It is an essential element in industrial and in 

organizational psychology, it reflects employees’ behavior, action, and commitment toward the 

organization which then determines the accomplishment of the aims and objectives. 

Fehrenbacher, Schulz, and Rotaru (2018) explore that subjective performance influences by the 

number of factors that includes work flexibility, job security, job satisfaction, and among all 

Learning organizational practices. As a result, employees feel accomplished when they work in 

an environment that focuses on their personal development and motivates them to adapt to 

changes.  

 

In this contemporary era, the organization thrives to achieve success and sustainability 

through high productivity and employee performance, finding ways to grasp market share 

(Hassan, Azmat, Sarwar, Adil, & Gillani, 2020). They are nowadays focusing on creating a high 

work culture in team learning and collaboration, which promotes a decentralized and empowered 

space in which candidates achieve organizational as well as career goals as well. Infect, 

subjective performance increases when every individual in the organization shares the 

organizational vision systematically, and sense changes in the business world. Hence, they come 

with efficient inquiry and dialogue with each other. 

 

2.3  Employee Engagement 

According to the definition of engagement developed by Kahn (1990), it is the 

coordination of one's professional life and public assertion i.e., ‘preferred self’ in job behaviors. 

It is defined as a positive, fulfilling, and dedicated work mind where an employee is persistent 

in the job, and it is not related to any specific project or situation it covers all aspects of work 
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culture. Employee engagement is individuals’ involvement and satisfaction towards work, and 

he/she is ready to achieve organizational objectives matching the vision. It is a long-lasting state 

of mind where employees are motivated and cherished to work any time and accompanied by 

stimulating, proud and enduring experiences(Sun & Bunchapattanasakda, 2019). Engagement 

is not only related to individuals’ cognitive abilities, but it also includes emotions and behaviors 

as well, studies show that highly engaged employees are more loyal, committed, productive, 

and loyal to the organization. It is an energy that is reflected in employees’ performance in 

individual and group tasks (De-la-Calle-Durán & Rodríguez-Sánchez, 2021). 

 

Employee engagement has been categorized into three types and dimensions that include 

work value, organizational commitment and recognition, and task engagement. Types of 

engagement encompass trait, behavioral engagement, and psychological state engagement. It 

enables one to work in an initiative-taking manner with a focus, on activating, and positive 

outcome (Rasool, Wang, Tang, Saeed, & Iqbal, 2021). There is a wide range of theories 

explaining employee engagement but the most used is Need-Satisfaction, introduced by Kahn 

(1990). An individual is more likely to be involved when psychological needs are satisfied. Need 

for meaningfulness, which refers to the positive feedback and returns on investment when the 

employee fulfills their self-role. Need for safety and availability, which ensures growth and 

empowerment without fear of negative consequences (Lemon & Boman, 2022).  An organization 

that does not meet the desired need will bring up demotivated and less involved employees, 

individuals will pull back and will be less committed to the roles. Social exchange theory also 

favors employee engagement as a transaction between the organization and employees, where 

organizations provide empowerment, learning, and social rewards in return for loyalty, 

commitment, involvement, performance, and loyalty (Nagpal, 2022).  

 

The engagement has three types of energies influencing job performance. First, physical 

energies that are high in relation to behaviors that lead to the achievement of organizational 

goals at amplified levels Kahn (1990) and because people's performance in their responsibilities 

at work is largely contingent on the norms of conduct established by their peers (Katz & Kahn, 

1978). Second is cognitive the energy of employees which enables them to understand their 

work roles properly, and incorporate dedication and arduous work in their achieving 

organizational goals. Cognitive energies develop a clear and better understanding of 

organizational identity and work attitude (Kahn, 1990). An increase in cognitive investments will 

eventually increase performance. Finally, investments in emotional energy into work goals will 

contribute to the performance of the organization in multiple ways. Those who will invest in 

emotional energy which eventually leads to increased performance because of effective relations 

among co-workers in the hunt for organizational goals (Ashforth & Humphrey, 1995). It will also 

help in meeting the emotional needs of their work roles (Kahn, 1990).   

 

Our review of the literature revealed no research investigating the link between learning 

organization methods and employees' subjective performance, mediated by employee 

engagement, in Pakistan's energy sector. The subjective performance of employees is impacted 

by all seven elements of learning organization activities. Yet, no single study has thus far 

attempted to investigate this question in detail inside the energy industry. We add to the 

literature by investigating how learning organization strategies affect employees' perceptions of 

their performance. We also investigate the level of employee participation in Pakistan's energy 

industry as the moderator. 

 

3. Research Design 
To examine the moderating influence of employee engagement in the relationship 

between learning organization practices and employees' subjective performance in Pakistan's 

energy sector, we have selected a sample of 550 professionals through questionnaires. The 

snowball sampling technique was used to reach the maximum number of employees, because it 

assumed that the creativity of an economy depends upon the innovativeness of an organization’s 

employees. Out of 550, we received only 330 useable questionnaires for data analysis with a 

response rate of 78% in person and online resources.  

 

We consulted the literature to obtain a reliable measurement, by using the tools that 

were already validated and compared in earlier literature. There were 34 statements and some 
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additional questions about demographics and work experience in the final version of the 

questionnaire. As mentioned earlier the questionnaire was adopted. The questionnaire contained 

four sections. The first section contains the questions and statements related to the 

demographics and works background of the subject. The second section was containing 

questions 1 to 21 related to Human Learning Organization Practices. The questions were 

designed using the Dimensions of Learning Organization Questionnaire (DLOQ). (Marsick & 

Watkins, 1997) developed DLOQ as having seven dimensions Continuous learning (CL), Team 

learning and collaboration (TLC), Embedded systems (ES), Empowerment (EMP), Systems 

connections (SC), Strategic leadership (SL) and Dialogue and inquiry (DI), while each dimension 

contains three questions. DLOQ has been validated and used in various research settings in 

various countries (Jamali, Sidani, & Zouein, 2009; Ya‐Hui Lien, Yu‐Yuan Hung, Yang, & Li, 2006; 

Yang, Watkins, & Marsick, 2004; Zhang, Zhang, & Yang, 2004).   

 

The third section was related to Subjective Performance (SP) containing 10 questions. 

The questions were designed following Learning Organization Practices that were aimed at 

seeking the engagement of employees on Subjective Performance in our selected organizations. 

It has measured 3 dimensions rather levels of subjective performance i.e., Individual Level 

Performance (ILP) having 3 questions from ILP1 to ILP3, Group Level Performance (GLP) having 

3 questions from GLP1 to GLP3, and finally, Organization Level Performance (OLP) having 4 

questions from OLP1 to OLP4. 

 

The fourth section of the questionnaire was measuring our moderating variable Employee 

Engagements containing four questions developed by (Medlin & Green, 2009). Various 

researchers have used it in various research settings See, for example, (Bakken & Torp, 2012; 

Rich, Lepine, & Crawford, 2010; Schaufeli, Bakker, & Salanova, 2006). 

 

4. Empirical Analysis 
In Table 1, the values for the descriptive mean and standard deviations of the study are 

mentioned with variables and sample demographics. It was found that males have a higher ratio 

than females among the respondents and 150 belong to the the age group of  26-30 and most 

of them are middle-level employees with a frequency of 125. The maximum education level 

observed is graduation with a frequency of 135. 

 

Table 1. Descriptive Statistics 

Gender Age Job level Education 

 F  F  F  F 

Male  221 15-20 16 Top Level 75 Graduation 135 

Female 109 21-25 40 Middle Level 125 Masters 122 

  26-30 150 Lower Level 80 MS 40 

  31-35 65 Non-Managerial 50 Other 33 

  >36  64     

Total  330  330  330  330 

 

4.1. Correlation Analysis of Variables 

Correlation analysis shows the interdependency of variables like how much the dependent  

 

Table 2: Pearson Correlation Analysis of Variables 

Independent Variable Dependent Variable 

 AVG LO AVG SP AVG EE 

LO Pearson correlation 

sig (2-tailed) N 

1 

 

100 

.591** 

.000 

100 

.624** 

.000 

100 

SP Pearson correlation 

sig (2-tailed) N 

.591** 

.000 

100 

1 

 

101 

.571** 

.000 

101 

EE Pearson correlation 

sig (2-tailed) N 

.624** 

.000 

100 

.571** 

.000 

.101 

1 

 

101 
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variable is correlated with the independent variable. Pearson’s correlation analysis is done 

to investigate the relationship between the research variables which is explained in Table 2. It 

mentions the Pearson correlation analysis of variables. Correlation analysis shows the 

interdependency of variables like how much the dependent variable is correlated with the 

independent variable.  

 

Correlation analysis shows a strong link between learning organization activities and 

employees' perceptions of their performance. Employee engagement is also evident as a 

moderating factor between learning organization strategies and employees' perceptions of their 

performance. Learning organization practices has a significant and positive relationship with the 

subjective performance of employees which means that learning organization practices can 

increase the organizational performance of employees. Therefore, creating continuous learning 

opportunities provide effective planning, learning, and adapting to the new paradigms in the 

industries that would benefit employees, organizations, and economies. This result is in line with 

the findings of Aliazas and Elisa (2021), Iqbal and Ahmad (2021) and Harman (2019). Employee 

engagement is also significantly influencing the relationship which means that learning 

organizations will lead to increased performance in the energy markets of developing countries 

when employees are more engaged in their work roles. Hence, it will result in higher levels of 

employee well-being and loyalty to the organizations (See, for instance, (Marsick & Watkins, 

1997; Pokharel & Dudley, 2010; Shah & Farrow, 2020).  

 

4.2. Regression Analysis 

A direct regression analysis between the independent and dependent variables is 

conducted with significant values. Yet, we have not introduced moderation in analysis and the 

results of the model are here presented in Table 3.  

 

Table 3: Regression Results without Moderation 

Variables Coefficients Significance Model Specifications 

Constant .921 .003 R2 .350 

Learning organization 
.655 .000 

R2
adj .345 

   F Value 51.582 

   Sig 0.000 

Dependent Variable: Subjective Performance 

 

There is shown regression analysis with the moderation of employee engagement in Table 

4. We are observing significant results after introducing the moderation of employee 

engagement as well. 

 

 Table 4: Regression Results with Moderation of Employee Engagement 

Variables Coefficients Significance Model Specifications 

Constant .672 .210 R2 .378 

Learning organization .422 .000 R2
adj .366 

Employee engagement .272 .007 F Value 24.056 

LO  x EE .142 .025 Sig 0.000b 

 Dependent Variable: Subjective Performance 

 

The influence of learning organization methods on employees' perceived productivity is 

shown in Table 4 of the aforementioned regression analysis. The findings in Table 3 and Table 4 

are consistent with existing literature (Carter & Greer, 2013; Marsick & Watkins, 1997; Triguero, 

Peña-Vinces, González-Rendon, & Sánchez-Apellaniz, 2012; Zhang et al., 2004). Accordingly, 

the model was statistically significant (F =24.056; p < 0.01); all the explanatory variables 

included in the model seem to have explained around 37 percent variance in the dependent 

variable (R2 = 0.378; R2
adjusted = 0.366). A learning organization has a coefficient (β=.427; 

p≤0.01), and employee engagement has (β=.272;p≤0.01), all of them are having a significant 

effect on the subjective performance of employees in the energy sector of Pakistan. The results 

show that a learning organization has a significant and favorable effect on employee performance 

(r=0.422). It implies that a one-unit change in learning organization will bring 0.422% change 

in employees’ performance in the energy markets of selected developing countries. Similarly, 
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we can say one-unit change in employees’ engagement will affect the performance of an 

employee by 0.272 %. In the existing literature, we find employee engagement positively 

contributed to the employee’s performance in Lemon and Boman (2022), Nagpal (2022), Rasool 

et al. (2021).  

 

According to Pearson's correlation analysis, there is a favorable relationship between 

learning organization methods, subjective performance, and employee engagement in Pakistan's 

energy sector. 

 

5. Conclusion 

Among Pakistan's energy industry workers, there is a correlation between learning 

organization techniques and employees' perceptions of their performance. Further, employee 

engagement moderates this relationship on an individual, team, or organizational levels of the 

learning organization practices which proved a positive impact on the subjective performance of 

employees only when employees are engaged in their work roles and job tasks in the energy 

sector. However, the same association of variables is explored mostly in non-energy institutions. 

Overall, we have explored a positive relationship between learning organization practices and 

the subjective performance of employees and found a significant correlation between 

independent and dependent variables of financial institutions. Our regulatory authorities need 

to improve learning organization practices to improve the subjective performance of employees 

in the energy sector of Pakistan. 

 

This research has many limitations as it was conducted in the energy sector where 

employees hide the information on basis of their interest. Therefore, the extracted results cannot 

be generalized. Future research is recommended to carry out in other industries, and different 

departments, and using job satisfaction, leadership, and financial incentives as a moderator in 

emerging the energy sector of other countries. 
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