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Abstract 

Background: The study intended to analyze the relationship between psychological orientation, 

commitment and employee performance among staff in public institutions: A case study of 

Kampala City Council Authority (KCCA). The study tested three hypotheses; (i) there is no 

relationship between psychological orientation and employee commitment in KCCA; (ii) there is 

no relationship between commitment and employee performance in KCCA; and (iii) there is no 

relationship between orientation and employee performance in KCCA. A correlational research 

design was employed to test the relationship between the variables under study. A closed ended 

questionnaire was adopted to collect data for this study.  

Results: From the results obtained it was observed that there is a significant positive relationship 

between psychological orientation and commitment, r = .668, p = .015, N = 213; statistically 

significant positive relationship between commitment and employee performance, r = .419, p = 

.041, N = 213; and statistically significant positive relationship between psychological orientation 

and employee performance among the staff in KCCA, r = .789, p = .000; N= 213.  

Recommendations: The study recommends that KCCA put more efforts and resources into 

psychological orientation because it highly predicts employee performance than any other variable 

studied. It was also noted that all the variables under study were related to one another, meaning 

that they have statistical importance, and can be considered when improving performance of the 

employees at KCCA. 
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1. Introduction 

 
Psychological Orientation 

 
Psychological orientation of employees is generally explicated as an acquaintance with, and 

alteration to, a new occupation by employees [1, 2]. This also refers to way in which newly 

recruited employee in an organization or education institution are inducted to new departments or 

work units, work environment, and to the organization itself. Conventionally, employers assume 

psychological orientation by introducing the new workforces the organizations’ background, 

operational structure, policies, staff rules and regulations, and their benefits as staff among others 

[3]. During orientation there is as an opportunity for the employees to communicate the 

organization’s vision, mission, core values, philosophy, and also to shape the new employees’ 

values [4, 5, 6].  Psychological orientation is the inauguration point to the induction or training of 

new recruits in an organization which helps them obtain both practical and social skills, attitudes 

and organizational valued behaviors for them to adopt to the new work pace [7, 8]. The 

psychological orientation frames the new recruits in an organization into the type of personnel an 

organization desires to attain the organizational vision and mission [9, 4, 5]. Through the process 

of socialization, psychological orientations assist in transitioning new employees from being 

outsiders to insiders of the organization [4]. Broadly, psychological orientation is delineated as a 

process that is incessant and directed towards nurturing new recruits in an organization to be part 

of the system by permeating into them institutional core values and behaviors, philosophy, positive 

attitudes and quality standard [10, 11]. 

 

Psychological orientation of employees is a specialized training module(s) premediated for the 

new recruits to understand their job, be introduced to their new departments or units’ co-workers, 

as well as to help them understand the overall corporate culture and communication channels [3].  

In the various studies undertaken, there are three (3) paramount organizational psychological 

orientation processes that have been commonly used to induct new recruits in organizations. These 

include ambivalent, indifferent, and upward mobile psychological orientation [12]. The identified 

types of psychological orientation give a new experience to the new recruits as regards motivation 

and satisfaction of their job, organization productivity, and the various communication channels 

within the organization. Orientation is also constituted as self-directed, mentored and formal 

orientations [13, 14, 15]. During psychological orientations new recruits might be offered a chance 

to have self-directed job induction. Under self-directed orientation the new recruits in their first 

days (first week) of their job they are provided with several materials and resources that might 

include videos, tapes, CD’s, online induction modules, typed hand-outs to read, watch or listen in 

order to understand the new organization better. Also, during orientation mentoring in from of peer 

mentoring might be tapped to make the new recruits be adequately integrated into the new working 

environment. During the mentoring process as part of induction of the new staff in an organization 

they are allocated with a senior staff to supervise them for a given period of time, and also he/ she 

is provided with the responsibility of introducing them to the new work environment. Mentoring 

during induction directs the new recruits technical, social, moral, perceptual and attitudinal skills 

in line with those of their new employment [16, 17, 18, 19, 64]. It can be noted that there is no 

definite time devoted to psychological orientation in organizations. Also, it is noted that 

psychological orientation programmes might involve direct or indirect training that might be in 

form of classroom learning, virtual orientation, self-directed orientation, guidance and mentoring, 
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among others directed in a given period of time [20]. Generally, psychological orientation helps 

new recruits to familiarize with their new jobs and situations that might not be similar with their 

previous jobs.  

 

Employee Commitment  

 
Employee commitment is conceptualized as a psychological state of mind that holds employees 

obliged to stay with their job or organization(s) longer, and it is foreseen as a key to reducing 

employee turnover [21, 22, 23, 24].  Committed employees have a positive focused understanding 

to the vision, mission and core values of their job. They also bind them to their job during the 

course of action and when performing their duties [21, 25, 26]. Employee commitment can also 

be explicated as a sense of attachment by employee(s) to their employers or employing institutions, 

and enthusiasm to work for the employer or institution for a longer period of time, and diligently 

[27]. Commitment means that the employees wish to continue and also preserve their affiliation to 

the institution employing them, and also are enthusiastic to support the institution or organization 

to achieve its vision through attesting to its mission and core values [28, 29]. Organizational 

commitment is a delicate and intangible attribute that is internal but can be demonstrated by 

employees through their attitudes and behaviours to which it can be concluded to whether 

employees are committed or not committed to their job or organizations [30, 31]. Commitment 

can also be pointed to as a perception or belief an employee has that demonstrates the power of 

attachment an employee has to his employer, or employing organization [30. 32, 33, 63]. 

Commitment is again pointed to as a degree of the measure of worker’s attachment or sympathy 

with a specific job, or institution. Employee commitment presupposes that employees will use 

their qualifications, experiences, skills and capabilities in a useful manner that directs the 

organization to achieve its vision and goals, shortly or in a long run [8, 28, 29, 34]. 

 
Organizational commitment is reflected in the workers’ aspirations to uphold their attachment to 

their job or organization, and their enthusiasm to support the organizations or institutions to 

achieve their visions, and both their short and long term plans [29, 33]. [35, 36] highlight that; a) 

commitment is a convinced perception or belief and allegiance an employee has to the institutional 

vision, mission, core values and goals of the organization; b) the positive or supportive inclination 

of an individual to the organization goals; and c) unlimited affection for one to become party to a 

given group. In the same line, organizational commitment is explained as; (i) Normative 

commitment which underscored as employees stay on job because they think they have an 

obligation to stay with the organization. (ii) Affective commitment which is an emotional affection 

an employee expresses towards his organization by accepting to remain with the organization 

despite of having similar organizations, while; (iii) continuance commitment means that 

employees would stay on job or with the organization after contemplating on costs and benefits of 

that particular job, or organization [36, 37]. 

 

Employee Performance  

 
Unit performance of individuals and groups is in general reflected to the total performance of the 

whole organization, or institution [38, 39, 40]. That is, each individual or group performance in an 

organization has a big role to play on the overall performance of the organization, or institution. 

In measuring employee performance in organizations this can be undertaken using a number of 

http://www.granthaalayah.com/


[Matovu et. al., Vol.8 (Iss.1): January 2020]                                           ISSN- 2350-0530(O), ISSN- 2394-3629(P) 

Index Copernicus Value (ICV 2018): 86.20 

DOI: 10.5281/zenodo.3633211 

Http://www.granthaalayah.com  ©International Journal of Research - GRANTHAALAYAH [179] 

 

methods.  According to different studies employee performance can be measured using; (1) time 

employees spend and utilize at work, length of service, punctuality at work, and tenure undertaken 

by individual employee; (2) cooperation, that means how employees interact and work with others 

to achieve the organizational vision and goals; (3) the quality of the results obtained by the 

organization, clarified using the number of tasks performed accurately, errors committed during 

work, and the number of times a given task(s) is/ are performed; and (4) the quality and quantity 

of products and services produced [41, 42, 36, 43].  [44] advocated for six primary aspects to 

underscore organizational performance. These included; (a) timeliness, the period spent to 

complete the allocated work; (b) quantity, the right measure of a product or service is 

manufactured; and (c) quality, which is the notch the results, services or products meet the required 

degree for purpose or perfection they are designed to achieve. Also, (d) administration, the level 

to which employees can work with minimum supervision; (e) interpersonal relation, the level to 

which workers uphold self-respect, corporate image, and good working relationship among fellow 

workmates; and (f) cost effectiveness, the extent to which technical, financial, technological, 

human and material resources of the organization are used optimally. All these lead to the 

efficiency and effectiveness of the organization that is reflected in the total organizational 

productivity. 

 

 
Figure 1: Psychological Orientation, Employee Commitment and Employee Performance 

 

Figure 1 represents the structural relationships between psychological orientations and its effects 

on employee performance variables. Psychological orientation is the independent variable where 

it is constituted as self-directed, mentored and formal types of orientation. The psychological 

orientations were chosen as the study assumed that they would have closer relationships with 

employee performance in terms of meeting deadlines, maximum outputs, effectiveness, and 

quality of work depending on the employee commitment denoted normative, continuance and 

affective commitment. The framework was used to hypothesize that there is no relationship 

between psychological orientation and employee commitment; psychological orientation and 

employee performance; and employee commitment is not related to employee performance. 
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Theoretical Review 

 
According to [45] imitation, observation and modelling are the cores for cognitive and behavioral 

learning as stated by the social learning theorists. The supremacy of observational learning is 

characterized by strength founded in social learning theory guided by the causal model of person 

– environment interaction with intellectual contribution, self-efficiency and the intervention being 

part of the chain. As defined by [46] and [47] the social learning theory emphases that learning 

through observations might be through paring of individuals, socialization, mentoring and through 

guidance by those who are more informed. In the social learning theory also self-reflection, 

personal experiences, group consultations, personal constructivism were included in the 

framework. This presumes that through psychological orientation new employees get opportunity 

to identify what, when, where and how to meet their expectations which will fulfill the requirement 

of employer through accomplishing the organizational goals. Psychological orientation programs 

should be able to adequately settle new recruits in their new working environment. Also, 

organizations should focus on how to conduct good psychological orientation programs that 

address strategies to improve employee performance, productivity and to reduce employee 

turnover. According to [48] emphasize committed employees are those committed to their jobs or 

organizational objectives which is demonstrated through employee attitudes and behaviors that 

reflect continuity of their services with the organization, and also committed to achieving the 

organizational vision and goals. [49] revealed that good performance of employees should be 

reflected in the total organization’s performance which is reflected in the organization’s 

productivity. 

 
This study sought to analyze the relationship between psychological orientation, commitment and 

employee performance in public institutions: A case study of KCCA – Uganda. The study analyzed 

the following hypotheses. 

 

1) There is no relationship between psychological orientation and employee commitment in 

Kampala City Council Authority. 

2) There is no relationship between commitment and employee performance in Kampala City 

Council Authority. 

3) There is no relationship between psychological orientation and employee performance in 

Kampala City Council Authority. 

 

2. Methods 

 
The methods used in this study are explained as follows. 

 
2.1. Research Design 

 
The study employed a correlational research design and a quantitative approach to conduct the 

research. The correlational research design was adopted to analyze the relationship between the 

psychological orientation, commitment and employee performance in Kampala City Council 

Authority. 
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2.2. Population, Sample and Sampling Techniques. 

 
The target population of this study was 455 employees from 11 directories. The study used 

Yamane’s formula for calculating the sample size [50]. According to him, for a 95% confidence 

level and p = 0.05, the size of the sample should be where, N is the population size, and e is the 

level of precision (p = 0.5). In the context of this study, N=455 with 95% level of precision. 

Assuming 95% confidence level and p =0.05, we get the sample size as 

 

n =  
𝑁

  1+𝑁(𝑒)2     n =  
455

  1+455(0.052)
= 213 

 
The sample size for this study was 213. Samples from the different directorates were computed 

using stratified sampling further supplemented with simple random sampling technique, which 

provided every member of population same and known chances of being nominated in each strata 

hence stratified random sampling [50]. 

 

A sample of 213 was selected from a population of 455 staff in the different departments of 

Kampala City Council Authority (KCCA). A sample was selected using both simple random 

sampling and convenience sampling from the following departments; education, human resource, 

physical planning, treasury, revenue collection, engineering and technical services, public health 

and environment services, legal affairs, gender and community services, internal audit, and Office 

of the Executive Director. 

 

2.3. Instrument of Data Collection 

 
A closed ended questionnaire was used to gather the required data for this study. 

 

2.3.1. Questionnaire  

 

The 30 rated item questionnaires were developed based on three study variables; psychological 

orientation (10 items), commitment (10 items) and employee performance (10 items). This 

questionnaire was rated based on a five-point Likert scale model descending from 5 = strongly 

agree, 4 = agree, 3 = neither agree nor disagree, 2 = disagree, to 1= strongly disagree. Also, the 

questionnaire had to collect biodata from the respondents. 

 

2.3.2. Validity and Reliability 

 

In determining the reliability of the instruments Kappa statistics were employed. Three (3) raters 

were used to determine the validity of the instruments of data collection. A Cronbach’s alpha 

coefficient of 0.9 was obtained meaning that the instrument was reliable to collect the data for the 

study, and content validity index of .84 was obtained as regards the validity test results. According 

to the Cronbach’s alpha coefficient and Content Validity Index results it is indicated that the 

instrument of data collection was both valid and reliable to collect data for the study. 
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2.3.3. Data Analysis 

 

The study used both inferential and descriptive statistics to provide ground to scrutinize the data 

gathered during the study. Descriptive analyses were used to analyze the bio-data for the 

respondent while inferential statistics were used to examine the relationship between the variables 

under study; psychological orientation, commitment and employee performance.  

 
3. Results 

 
This section presents and analyses the findings of the study. Table 1 presents the characteristics of 

the respondents as regards their gender and age. 

 

Table 1: Gender, Age and Level of the Respondents 

  Frequency Percentage (%) 

 

Gender 

Male 99 46.5 

Female 114 53.5 

Total 213 100.0 

 

 

Age 

less 20 yrs. 25 11.7 

(20-30) yrs. 45 21.1 

(31-40) yrs. 95 44.6 

40+yrs 48 22.5 

Total 213 100.0 

 

 

Level 

Administrators 24 11.3 

Junior employees 155 72.8 

Supervisors 34 16.0 

Total 213 100.0 
 

Source: Field data, 2019 

 

According to the results in Table 1 it is shown that 99 (46.5%) of the respondents were males and 

114 (53.5%) were females. Also, the age results highlight that most of the respondents were in age 

group of (31-40) years, these were 95(44.6%), followed by those in age group was 40 years and 

above who were 48 (22.5%), followed by those in age group of (20-30) years who were 45(21.1%), 

and lastly were those less than 20 years of age, these were 25(11.7%). Majority of the respondent 

being above 30 years of age and this indicates that the participants were not only from office of 

high responsibility but were also mature enough to give their opinions on whatever was asked to 

them. Most of the respondents were junior employees who were 155 (72.8%). These were followed 

by supervisors who were 34 (16%) and the least were administrators who were 24 (11.3%) 
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Table 2: Correlation Between Psychological Orientation, Commitment and Employee 

Performance 

  Psychological 

Orientation 

Commitment Employee 

performance 

Psychological 

Orientation  

Pearson 

Correlation 

1 .668* .789** 

Sig. (2-tailed)  .015 .000 

N 213 213 213 

Commitment  Pearson 

Correlation 

.668* 1 .419* 

Sig. (2-tailed) .015  .041 

N 213 213 213 

Employee 

performance  

Pearson 

Correlation 

.789** .419* 1 

Sig. (2-tailed) .000 .041  

N 213 213 213 

 **. Correlation is significant at the 0.01 level (2-tailed). 

   *. Correlation is significant at the 0.05 level (2-tailed). 

 

According to the results in Table 2, a statistically significant positive relationship between 

psychological orientation and commitment was observed; r = .668, p = .015, N = 213. Also, the 

results highlight a statistically significant positive relationship between commitment and employee 

performance; r = .419, p = .041, N = 213. It was again noted that there is a statistically significant 

positive relationship between psychological orientation and employee performance among the 

staff in KCCA; r = .789, p = .000; N= 213. From the obtained results in Table 2, it is noted that all 

the variables studied had a significant relationship between the variables they were correlated with.  

 

In an observation to understand the effect of one variable onto the other among the variables 

studied, a unit change in psychological orientation will bring 66.8% positive change in employee 

commitment to their jobs. It is noted that a unit change in commitment will lead to a 41.9% positive 

change in the employee performance on their jobs. It is again observed that a unit change in 

psychological orientation leads to 78.9% positive change in the employee performance on their 

jobs in KCCA. 

 

4. Discussion and Conclusions 

 
By providing psychological orientation this helps organizations in achieving higher levels of 

employee performance [28, 8, 29]. Psychological orientation helps employees to get to know what 

they are supposed to do and how to do it before they start their engagement with the new 

assignments [8]. With the employees knowing what they are supposed to do helps them to 

minimize errors they commit during work, and thus increasing their performance. According to 

different studies psychological orientation to new inductions is one of the abandoned purposes in 

many establishments [51, 52, 8]. Due to lack of appropriate psychological orientation 
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organizations bear a cost of losing the competitive and well-trained employees because they are 

not aware of what has to be done, or fail to understand the whole organization system. Failure to 

understand that organizational systems might be a demotivating factor that can send away 

competent employees from an organization [53, 8]. From the results of this study it can be noted 

that well planned and managed psychological orientations can lead to proper employee 

performance. This is because having good psychological orientations makes new employees to 

develop positive attitudes and a sense of belonging towards their work [54, 28, 8].  

 

With formal psychological orientation given to new employees this helps to manage and also retain 

employees for longer periods [55, 56]. Also, this has been noted to help in decreasing the turnover 

rate within organizations which results into increased productivity level and improves employee 

morale [57]. Psychological orientation helps to build the relationship between new employees to 

the organizational values and practices. Psychological orientation provides the basic guidance 

which help the employees to learn new things related to new job [28, 56]. Employee commitment 

has also been seen to improve employee performance. From the evidence adduced from the results 

of the study, it is noted that organizational performance can be greatly improved by having 

committed employees [58, 28, 56, 59]. The findings of this study have discovered that there exists 

a linkage between employee commitment and employee performance in public institutions in 

Uganda with a case study of a vibrant organization (KCCA). Attitudes and behaviors might be 

used to explain how committed employees might be to their jobs. So, it is imperative for 

organizations to change behaviors and attitude of their workers in lieu to commit them to their 

work [60]. Public organizations should explore the various determinants of employees’ 

commitment in order to increase organization efficiency and effectiveness. The psychological 

orientation has an influence on the way employees perform at their places of work. The results 

derived out of this study explicitly highlight that they are consistent with the results from earlier 

studies of psychological orientation and employee performance [61, 8, 55, 56]. 

 

In a nut shell, the results obtained from this study are steadfast with the views enshrined in the 

adult learning theory [62] as well as social learning theory because they highlight the significant 

relationships between psychological orientation and commitment as well as psychological 

orientation and employee performance were positive and significant results were obtained. Also, 

the results were consistent with the affective events theory which highlighted that a significant 

positive relationship between commitment and employee performance existed. 
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