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Abstract 
In order to utilize human resources fully and augment organizational success, an effective employee performance management system is 

imperative for any organization to succeed in the long run. In order to achieve this superior performance, this study determine the extent to which 
perceived organizational support (POS) can mediate between strategic orientation and employee performance of primary health care workers in 
a bid to develop more lucrative incentive schemes for motivating the employees toward meaningful job participation. A total population of 254 
employees of the primary health care centers in Jos North (PHC) was surveyed. The data were analyzed using multiple linear regression with 
the aid of SPSS. It was discovered that strategic orientation has a positive and significant relationship with employee performance. The extent of 
the relationship between organizational support and employee performance was also positive and significant. Perceived organizational support 
also mediates the relationship between strategic orientation and employee performance of organizations. The implication of these findings is that 
strategic orientation and organizational support are strong forces of employee performance. The study recommended that for optimal employee 
performance, the primary health care centers should best serve their employees by developing policies and strategies that contribute to positive 
employee beliefs and attitudes about the centers.
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Introduction

Organizations are facing increased competition due to 
globalization, changes in technology, political and economic 
environments and therefore prompting these organizations to 
train their employees as one of the ways to prepare them to adjust 
to the increases above and thus enhance their performance. It is 
important to not ignore the prevailing evidence on growth of 
knowledge in the business corporate world in the last decade. 
This growth has not only been brought about by improvements in  

 
technology nor a combination of factors of production but increased 
efforts towards development of organizational human resources. It 
is therefore every organizations responsibility to enhance the job 
performance of the employees and certainly implementation of 
effective strategic orientation is one of the major steps that most 
companies need to achieve this. As is evident that employees are 
a crucial resource, it is important to optimize the contribution of 
employees to the company aims and goals as a means of sustaining 
effective performance. This therefore calls for managers to ensure 
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an adequate supply of staff that is technically and socially competent 
and capable of career development into specialist departments or 
management positions [1].

Employee performance plays an important role for 
organizational performance. Employee performance is originally 
what an employee does or does not do. Performance of employees 
could include: productivity, quantity of output, quality of output, 
timeliness of output, presence at work, cooperativeness [2]. Harvy 
[3], pointed that improved individual employee performance could 
improve organizational performance as well. If viewed in this 
way, performance is represented as a distribution of outcomes 
achieved, and performance could be measured by using a variety of 
parameters which describe an employee’s pattern of performance 
over time. Good employee performance has been linked with 
increased consumer perception of service quality, while poor 
employee performance has been linked with increased customer 
complaints and brand switching. Employee performance could be 
simply understood as the related activities expected of a worker 
and how well those activities were executed. Then, many business 
personnel directors assess the employee performance of each staff 
member on an annual or quarterly basis in order to help employees 
identify suggested areas for improvement. Due to increased 
globalization and rapid changes in business environments, 
organizations way of transacting business is increasingly becoming 
turbulent. Under such an environment, business units should align 
their internal resources with their strategic focus such as marketing 
orientation, so as to remain competitive and also to achieve a 
superior organizational performance [4]. Strategic Orientation 
focuses on the way an organization adjusts and interacts with its 
external environment. It has also been termed as strategic fit [5].

Today’s changing work environment, replete with job 
uncertainty and frequent mergers and acquisitions, contributes 
to a lack of trust and concern for the mutual welfare between 
employees and employers. Many employers have yet to fully 
understand the central importance of favorable relationships with 
employees to reducing absenteeism as well as enhancing dedication 
to organizational objectives and increasing performance.

For the benefit of employees and organizations alike, it is 
crucial for organizations to recognize employees as valuable 
sources of human capital. Perceived organizational support (POS) 
an employee’s perception that the organization values his or her 
work contributions and cares about the employee’s well-being 
has been shown to have important benefits for employees and 
employers. For instance, studies have found that employees with 
high POS suffer less stress at work and are more inclined to return 
to work sooner after injury [6]. Therefore, organizations can best 
serve their employees and their bottom line by developing policies 
and strategies that contribute to positive employee beliefs and 
attitudes about the organization.

The Primary health care (PHC) is the backbone of a health 
system. Furthermore, quality PHC initiatives have been recognized 
as fundamental to improving health outcomes.  PHC also has 
improved population health in low- and middle-income countries. 

The contribution of primary care to health and health systems 
in low- and middle-income countries: a critical review of major 
primary care initiatives and the 2006 Abuja call for accelerated 
action towards universal access to HIV/AIDS, tuberculosis and 
malaria services in Africa. 2–4 May 2006 all emphasized the 
importance of investing in PHC for health. Following the World 
Health Report, the World Health Organization’s World Health Report 
“Primary Health Care (Now More Than Ever) in 2008 asserted that 
PHC reforms can deliver equitable health services and secure the 
health of communities Given that PHC is essential to strengthening 
health systems [7]. However, the performance of the PHC system 
is hindered by (1) segmented supply chains; (2) a lack of financial 
access to PHC; (3) a lack of infrastructure, drugs, equipment, 
and vaccines at the facility level; and (4) poor health worker 
performance. Altogether, these factors reflect two overarching 
system-level challenges financing and governance that are key root 
causes of the dysfunctions observed in the PHC system in Nigeria. 
Compared with peer African countries, Nigeria ranks low on 
nearly all PHC performance indicators. The government has taken 
important steps to address these root causes of underperformance, 
but policy gaps remain in achieving sustainable and equitable 
provision of PHC for the people of Nigeria. The question that arises 
over here is, if monetary incentives are incongruent on one’s effort 
and performance, then what are the other associated behavioral 
factors that influence enhancing employee performance? At 
the same time, with the changing organizational requirements, 
the ability to adapt stands as one of an important measure to 
assimilate in performance. Unfortunately, little efforts have been 
made to verify those subdued variables together empirically. 
One of the reasons may be that performance is a difficult concept 
to outline and measure. Moreover, Lack of continuous guidance 
and coaching, Not wanting to appear incompetent, some people 
may try to struggle through their difficulties on their own, either 
taking more time or making mistakes along the way, which could 
impact overall productivity. Instead, it’s important to develop 
a culture of continuous learning so people feel able to ask 
questions and empowered to learn on the job. Another problem 
this study intends to address is the Performance of public health 
care facilities in terms of productivity mixed with a range from 
shortages of doctors as indicated by the ratio of doctors to patients 
of 5 doctors per 100,000 people in the year 2016, a decrease from 
12 doctors per 100,000 people in the year 2012 which is still 
below the national rate of 10 doctors per 100,000 people. PHC’s 
also face erratic supplies with 38.6% of the patients being asked 
to buy their own drugs and equipment to access healthcare. This 
poor performance of public health facilities in Jos North leads to 
asking questions of whether the strategic orientation dimensions 
being implemented by the management have a significant influence 
on their performance. This study was also motivated by existing 
conceptual and contextual knowledge gaps in previous studies 
on the topic such as a study by   Matsumo [8]. The studies were 
conducted in sectors other than the public health sector thus 
presenting contextual knowledge gaps. Contextual knowledge 
gaps presented by these studies motivated this study to focus on 
the effect of strategic orientation dimensions on performance of 
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primary health care centers in Jos North LGC. While studies have 
been undertaken with regard to establishing the link between a 
firm`s strategic orientation and performance, the findings have 
sometimes been contradictory and therefore complicating the 
assessment of the robustness of concepts used to support the 
model that links strategic orientation to employee performance. 
In addition, several studies that focus on a specific orientation 
or on the direct effects of each respective orientation; ignore the 
consideration for the possibility of interaction that they function 
as a system. This therefore created an interest in undertaking this 
study so as to determine whether strategic orientation dimensions 
with the help of organizational support can play significant role on 
employee performance in the primary health care sector. The study 
raised the following questions, objectives and hypotheses:

i. To what extent does Strategic orientation influences 
employee performance of primary health care centers in Jos 
North.

ii. What is the relationship between strategic orientation 
and organizational support on employees of primary health 
care centers in Jos North.

iii. What is the effect of Organizational support on employee 
performance of primary health care center in Jos North.

iv. To what extent does organizational support mediate 
strategic orientation and employee performance of primary 
health care centers in Jos North.

Literature Review

Conceptual Review

The conceptual review section reviews all the variables that 
cut across the research area (strategic orientation, organizational 
support and employee performance) in order to have a general 
view of contemporary issues that made up this study.

employee performance: Improvement of productivity is a 
central issue in present-day organizations. Productivity through 
job performance stands as a widely researched domain in literature 
of organizational behavior (OB) and human resource (HR) 
development [9]. Job performance as in the form of performance 
assessment and management is an essential part of effective 
HR management and it is a most sought-after developmental 
intervention in HR portfolio [10]. The term “employee performance” 
signifies individual’s work achievement after exerting required 
effort on the job which is associated through getting a meaningful 
work, engaged profile, and compassionate colleagues/employers 
around [11]. In order to utilize HR fully and augment organizational 
success, effective employee performance management system is 
imperative for a business organization. The performance-driven 
objective is expected to be aligned with the organizational policies 
so that the entire process moves away from being event-driven 
to become more strategic and a people-centric perspective [12]. 
The question that arises over here is, if monetary incentives are 
incongruent on one’s effort and performance, then what are the 
other associated behavioral factors that influence enhancing 

employee performance? At the same time, with the changing 
organizational requirements, the ability to adapt stands as one of 
an important measure to assimilate in performance. Unfortunately, 
little efforts have been made to verify those subdued variables 
together empirically. One of the reasons may be that performance 
is a difficult concept to outline and measure.

dimensions of employee performance: Performance is a 
multi-component concept and on the fundamental level one can 
distinguish the process aspect of performance, that is, behavioral 
engagements from an expected outcome [13]. The behavior over 
here denotes the action people exhibit to accomplish a work, whereas 
the outcome aspect states about the consequence of individual’s 
job behavior [14]. Apparently, in a workplace, the behavioral 
engagement and expected outcome are related to each other [13], 
but the comprehensive overlap between both the constructs are not 
evident yet, as the expected outcome is influenced by factors such 
as motivation and cognitive abilities than the behavioral aspect. 
Performance in the form of task performance comprises of job 
explicit behaviors which includes fundamental job responsibilities 
assigned as a part of job description. Task performance requires 
more cognitive ability and is primarily facilitated through task 
knowledge (requisite technical knowledge or principles to 
ensure job performance and having an ability to handle multiple 
assignments), task skill (application of technical knowledge to 
accomplish task successfully without much supervision), and task 
habits (an innate ability to respond to assigned jobs that either 
facilitate or impede the performance) [15].

It is believed that an engaged employee works with a sense of 
passion which leads to translation into not only high performance 
but extra role behavior as well [17]. The contextual performance is 
elaborated on the ground of “feeling and viewpoint” that employee 
embraces about their colleagues, which is termed as esprit-
de-corps (team spirit). A kind of fellow feeling gets intensified 
through team-spirit, wherein employees are able to share their 
issues and problems willingly and freely with each other within 
the organization [18]. Esprit-de-corps is an excellent endeavor 
for deriving organizational success and earlier researchers in 
this context have advocated that growth in team spirit within an 
organization results in better employee performance and a happier 
workplace [19].

Contextual performance is a kind of attitude like volunteering 
for extra work, helping others in solving difficult task, upholding 
enthusiasm at work, cooperating with others at the time of need, 
sharing critical resources and information for organizational 
development, abiding by the prescribed rules and regulations, and 
supporting organizational decisions for a better change. This kind of 
behavior contributes for creating a stimulating culture and climate 
of the organization which aids in achieving individual productivity 
and organizational effectiveness. For selecting and inducting the 
right personnel in organizations, introducing personality tests and 
group discussion for measuring a prospective candidate’s ability for 
contextual performance along with the efficiency tests (ability and 
experience tests) to measure their task performance is proposed.
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strategic orientation: Strategy implies choice and the notion 
of strategic choice recognizes that given the same environment, 
similar firms may employ different competitive methods or 
strategies to address the environment [19]. Competitive strategy is 
synonymous with the term strategic orientation and the concept 
of strategy is central to the effectiveness of an organization [20]. In 
other words, strategic orientation refers to how organizations use 
strategy “to adapt and/or change aspects of its environment for a 
more favorable alignment” [21] or how firms strategically position 
themselves to achieve and sustain competitive advantage It also 
refers to how strategy is used to improve the organization’s chances 
of success [22].

Favorable treatment received by employees from an 
organization can be of many different kinds, such as recognition 
for good work, opportunities for promotion and job security. 
However, such treatment does not necessarily translate into 
high POS. Employees understand that benefits received from the 
organization can arise from a variety of motives, not all of which 
are concerned with employees’ welfare. Research found that when 
employees received favorable job conditions, POS was six times 
stronger if employees believed the organization had high control 
over the job conditions [23]. Therefore, employee perceptions of 
favorable treatment associated with organizational free choice 
have a powerful influence on POS. This scenario can be illustrated 
in the diagram below:

Figure 1: Motives for employee support.

Research suggests three useful ways to promote justice 
perceptions: (1) rewards and resources should be distributed 
fairly across employees and the rationale for the ways they are 
distributed should be effectively communicated; (2) employees 
should be provided with opportunities for active involvement in 

the development and application of organizational procedures 
and policies; and (3) supervisors and other representatives of the 
organization should treat employees with respect and sensitivity. 
These procedures should influence employees’ perceptions of 
organizational fairness and, as a result, serve to enhance their POS. 

Figure 2: Organizational management practices.
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Set achievable goals and reward proportionately: 
Appropriate rewards and recognition for the achievement of 
high Performances are strong drivers of POS. When rewards and 
recognition for high performance are appropriately provided, 
organizations promote an environment that employees can expect 
to gain rewards for high performance. This expectation indicates 
that the organization values employee contributions and, thus, not 
only increases employees’ willingness to perform at a high level but 
also serves to enhance their POS [24].

Conceptual Framework

This research framework is configured from the review 
of literature as the floor plan blueprint for building this study 
foundation. This foundation blueprint alongside the theoretical 
framework is necessary in providing insight into the methodological 
structure and analysis of every research dissertation. The 
conceptual framework is shown in figure five.

Figure 3: Conceptual Framework.

The framework of figure five has the independent variable as 
strategic orientation (SO). The independent variable has direct 
relationship with the dependent variable (employee performance). 
The IV also has a direct relationship with the mediating variable 
(organizational support). 

Theoretical Review

This study will be anchored on the environment-strategy-
performance theory, organizational support theory and 
configuration theory. According to the environment-strategy-
performance theory [25], business entities select strategies in 
response to their external environment because a fit between 
strategic choice and environmental conditions enhances firm 
operations, which in turn improve firm performance. More 
recently, Slater, et al. [26] expanded the traditional environment-
strategy-performance theory to include internal characteristics 
and capabilities in explaining organizational performance and 
strategic focus. The second theory is the Configuration theory 
which posits that an organization will have superior performance if 
there is an appropriate fit between a firm’s internal organizational 
characteristics and its strategic focus. It further posits that a match 
between marketing function and strategic function of a firm will 
lead to a firm’s performance having a positive effect.

Emperical Review

strategic orientation and employee performance: Gupta 
[27] while researching on the business orientation and employee 
performance of Indian SMEs found that a strong entrepreneurial 
orientation can allow companies to gain from recognizing ways in 
which new product satisfies the unmet consumer requirements or 
at the same time demonstrate how it is greater to and exceptionally 
diverse from reasonable contributions in the eyes of customers. 
The findings further imply that entrepreneurial orientation has 
an overall constructive effect on firm performance in the budding 
economy of India. The findings reinforced other similar studies 
confirming a noteworthy and optimistic relationship concerning 
entrepreneurial orientation as well as company performance.

 Lee, Choi, Kwak [28] investigated the impact of four scopes 
of strategic orientation on company innovativeness as well as 
performance in promising markets with reference to the Small- 
and Medium-Size Enterprises in South Korea. The study sought 
to establish the four constructs of strategic orientation namely, 
possessions of technology, entrepreneurial, market, and learning 
orientations on firm innovativeness. In count, the study wanted 
to determine the mediating role of firm innovativeness on these 
relationships, using a survey of 374 small-and medium-size 
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enterprises in Korea. The findings were that, while technology, 
entrepreneurial, and learning orientations significantly influence 
firm innovativeness, firm innovativeness was found to have a 
noteworthy outcome on firm performance. In addition, the firm 
innovativeness was found to be statistically significant mediating 
role in the relationships of technology, entrepreneurial, and 
learning orientations to firm performance.

strategic orientation and organizational support: So many 
researches have been done in this area on different contexts 
but not on all the dimensions. An organization is a purposeful 
arrangement of resources to achieve a common goal through its 
established mechanism [29]. Organizations may be for-profit or 
not for profit purposes thus common goals could be financial, on-
financial or social. The achievement of goals is associated with 
the organizational performance which is firmly attached with its 
competitive advantage [30]. In strategic management literature, 
exploration of sources of sustainable competitive advantage has 
been at the heart of discussion [31] for superior performance. 
The extant literature highlights different perspectives to achieve 
and sustain competitive advantages but two of them are discussed 
persistently i.e .positional or strategy view and resource-based 
view of firms.

organizational support and employee performance: 
Most researches on organizational support have been linked 
with employee performance and how most of the organizations 
support their employees. For instance, studies have found that 
employees with high POS suffer less stress at work and are more 
inclined to return to work sooner after injury [6]. In addition, high 
POS positively relates to performance [32,33]. For instance, traffic 
patrol officers with high POS made more DUI arrests, and steel 
company managers and line workers with high POS made more 
creative suggestions for improving operations [34]. Therefore, 
organizations can best serve their employees and their bottom line 
by developing policies and strategies that contribute to positive 
employee beliefs and attitudes about the organization. 

strategic orientation, organizational support and employee 
performance: Manyasi, Kibas & Chep [35] conducted research on the 
moderating role of organizational support on employee’s efficiency 
in the banking sector. The study indicated that organizational 
support positively affects improving employees’ performance. In 
a meta-analysis of 70 studies, Rhoades et al. demonstrated that 
employees’ OS could increase job performance [33]. Conversely 
some previous studies have indicated contradictory findings. 
Stamper et al. reported that OS was unrelated to task performance 
among sales people [36]. Therefore, it is not clear whether OS is 
directly related to job performance. The study, investigate the role 
of organizational support in improving employees ‘performance 
specifically in Jordanian maritime transport companies. 

Research Gap(S)

The gap in this research begins with one of the criticisms 
of Moores strategic triangle theory that the strategy is more 
of event-driven rather than being more strategic and a people 
(employee) centric perspective. This in turn emphasizes more on 
the organization rather than on the employees [12]. The gap here is 

that firms prefer preferential treatment to only their shareholders 
and ignoring the important role played by employees hence the 
need to research on how organizations value their employee well-
being and their work contributions.

On the whole, the strength of this study gap(s) evolves out 
of the studies done on strategic orientation dimensions and 
organizational performance outside this country on settings like 
the hospitality industry, telecommunication industry and other 
SMES [29]. Moreover, Primary Health Care Centers especially in 
Jos North LGC have paucity of literature as well as plateau state 
and Nigeria in general. Therefore, this study is carried out in the 
Nigerian context particularly in Jos North LGC the plateau state 
capital. Also, a mediator (perceived organizational support) is 
also introduced with a proposition to use quantitative method of 
analysis to address this study problem.

Methodology

Research Design

 Research design is a comprehensive plan for data collection in 
an empirical research project that outlines a blueprint for answering 
specific research questions and for testing specific hypotheses, 
and must specify some processes ranging from the data collection 
process to data analysis [37].

The design of this study is the survey research design. This 
design has been chosen because the study utilizes the use of 
standardized questionnaires to collect data about the behaviors 
of people in a systematic manner. A) Purpose of the study is a 
survey study comprising of descriptive and explanatory study. 
This is because the study is undertaken to ascertain and be able 
to describe the characteristics of the variables of interest. B) Time 
horizon is cross-sectional because it is studies that gather data 
just once in order to answer a research question. Data collected 
in just one-shot. C) The unit of analysis is at the individual level 
(employee level). D) The research uses the non-contrived setting 
whereby work progresses with minimal interference while the 
study was conducted. This study population comprises of all the 
employees of the 24 primary health care centers in JOS North LGC 
of Plateau state. Moreover, the unit of analysis is at the employee 
level so that all employees of the selected PHC will be surveyed 
about their performance, effectiveness of strategic orientation and 
the role of organizational support. The study uses the 5-point Likert 
scale comprising of strongly disagree (1), disagree (2), neutral (3), 
agree (4), strongly agree (5). Cronbach’s alpha is most widely used 
method. It may be mentioned that its value varies from 0 to 1but 
satisfactory value is required to be more than 0.6 for the scale to be 
reliable. Therefore, the scales adapted for this study had established 
good reliability. The Cronbach’s alpha for strategic orientation 
was 0.818, organizational support was 0.815 while employee 
performance was 0.758. On the other hand, the modified scale 
suitable for this study has proven reliability value of 0.873. The 
adapted scales have undergone confirmatory and exploratory factor 
analysis to determine their construct validity and this gave good 
factor loading values for convergent and discriminant validities. 
Strategic orientation produces a convergent validity value of 0.727, 
organizational support 0.716 while employee performance 0.752. 
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on the other hand, the discriminant validity remained satisfactory 
as their person correlation coefficients (SO=0.5567, OS=0.476, 
EP=0.5816.0) in addition to this, the correlation coefficients all 
exceeded the threshold of 0.5.

The multiple linear regression analysis was adopted for the 
testing of hypotheses via the statistical package for social sciences 
(SPSS) statistics 26. According to Sekaran and Bougie, multiple 
linear regression analysis is an analysis of association between 
two or more independent variables on a single, interval-scaled 
dependent variable.

Result 

In addition to the manual screening of data, certain pilot 
checks are conducted with SPSS before test of hypotheses analysis 
was carried out, in order to ensure appropriate fitness for data 
and model development. This research work was carried out 
on the topic Strategic orientation and employee performance: 
The role of organizational support. A total of 254 questionnaires 
were personally administered to the respondents. A total of 233 
(91.73%) questionnaires were successfully retrieved while 21 
(8.27%) were missing. 

Respondents’ Data

The respondents’ response by sex for the study, the result shows 
that 73.82% (172) of the respondents were females while 26.18% 
(61) were males. The result of the respondents’ response by age 
is presented in Figure 7. The result reveals that 49.36% (115) of 

the respondents falls between the age bracket of 18 – 30 years of 
age, 32.19% (75) were between the ages of 31 – 43 years, 12.88% 
(30) between the ages of 44 – 57 years and 5.58% (13) were 58 
years and above. The response of the respondents by marital status 
is presented in Figure 8. The result indicates that 108 (46.35%) 
respondents were married while 87 (37.34%) and 38 (16.31%) 
were single and divorced respectively shows the percentage 
response of the respondents by their positions at the primary 
health care. The result reveals that 46% of the respondents were 
senior attendants at the primary health care, 23% were deputies in 
charge, 17% and 14% of the respondents are the heads in charge 
and volunteers respectively.

Test and Analysis of Hypotheses

Linear regression 

Regression analysis describes and evaluates the relationships 
between a specified dependent variable and one or more 
independent variables. One can therefore assume that regression is 
an appropriate statistical method in order to confirm or disconfirm 
the chosen hypotheses. In regression analysis, important 
assumptions for a valid regression are elaborated and tested in 
order to ensure that the final regression model is not flawed. Four 
hypotheses were proposed in this study in order to measure the 
relationships among strategic orientation, employee performance 
and perceived organizational support based on the objectives set 
out to fulfill this study.

Table 1: Regression Result for IV (SO) and DV (EMP).

Coefficientsa

Model
Unstandardized Coefficients Standardized Coefficients

T Sig.
B Std. Error Beta

1 (Constant) 2.113 0.169 12.48 0

2 SO 0.46 0.054 0.445 8.552 0

a. Dependent Variable: EPM

SPSS 26.0 

H1: Strategic orientation significantly influences employee 
performance of primary health care centers in Jos North.

Decision Rule

The decision rule is that if the p-value is less than the level of 
significance of 0.05, the null hypothesis will be rejected while the 

alternate hypothesis is accepted. But if the p-value is greater than 
the level of 0.05, accept the null hypothesis and reject the alternate. 
The result in Table 1 indicated that the relationship is statistically 
significant (β = 0.460, t-value = 8.552, p-value = 0.000). This means 
that strategic orientation has a positive influence on employee 
performance. Hence, there is a significant relationship between 
strategic orientation and employee performance of PHCS in Jos 
North.

Table 2: Regression Result for IV (SO) and mediator (POS).

Model
Unstandardized Coefficients Standardized Coefficients

T Sig.
B Std. Error Beta

1 (Constant) 3.005 0.141 21.324 0

2 SO 0.315 0.045 0.378 7.056 0

a. Dependent Variable: POS
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SPSS 26.0 

H2: Strategic orientation significantly influences organizational 
support of primary health centers in Jos North.

Decision Rule

The decision rule is that if the p-value is less than the level of 
significance of 0.05, the null hypothesis will be rejected while the 

alternate hypothesis is accepted. But if the p-value is greater than 
the level of 0.05, accept the null hypothesis and reject the alternate. 
The result in Table 2 indicated that the relationship is statistically 
significant (β = 0.315, t-value = 7.056, p-value = 0.000). This means 
that strategic orientation significantly influences organizational 
support. Therefore, there is a significant relationship between 
strategic orientation and perceived organizational support of 
primary health care centers in Jos North.

Table 3: Regression Result for Mediator (POS) and Employee Performance (EMP).

Model
Unstandardized Coefficients Standardized Coefficients

t Sig.
B Std. Error Beta

1 (Constant) 0.535 0.233 2.295 0.022

2 POS 0.751 0.058 0.591 12.974 0

a. Dependent Variable: EPM

SPSS 26.0 

H3: Organizational support significantly influences employee 
performance of primary health centers in Jos North.

Decision Rule

The decision rule is that if the p-value is less than the level of 
significance of 0.05, the null hypothesis will be rejected while the 
alternate hypothesis is accepted. But if the p-value is greater than 
the level of 0.05, accept the null hypothesis and reject the alternate.

The result in Table 3 indicated that the relationship is 
statistically significant (β = 0.751, t-value = 12.974, p-value = 
0.000). This means perceived organizational support has a positive 
influence on employee performance.

The Mediating Effects

This study also tested for the mediating effect of perceived 

organizational support (pos) to the relationship between strategic 
orientations (SO) and Employee Performance (EMP). In other to 
test for the mediating effect of Perceived Organizational Support 
(POS), the Sobel method of mediation was applied (Sobel 1982). 
Mediation occurs when: 

(1) The IV significantly affects the mediator, 

(2) The IV significantly affects the DV in the absence of the 
mediator, 

(3) The mediator has a significant unique effect on the DV, and 

(4) The effect of the IV on the DV shrinks upon the addition of 
the mediator to the model. 

This study inserted the a, b, sa, and sb into Figure 4 and this 
program calculated the critical ratio as a test of whether the indirect 
effect of the IV on the DV via the mediator is significantly different 
from zero.

Figure 4: Sobel test Calculator.
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Mediation Effect of perceived organizational support

H4: Organizational support mediates the relationship between 
strategic orientation and employee performance of primary health 
centers in Jos North.

Decision Rule

The decision rule is that if the p-value is less than the level of 
significance of 0.05, the null hypothesis will be rejected while the 
alternate hypothesis is accepted. But if the p-value is greater than 
the level of 0.05, accept the null hypothesis and reject the alternate. 

Sobel Test

Regression Coefficient between IV and the Mediator

a = 0.315

Sa= 0.045

Regression Coefficient between DV and IV with the Mediator

b = 0.632

Sb= 0.060

Figure 5: Strategic orientation →Organizational support →Employee Performance.

Sobel z-Test = 5.3800

P-value = 0.00000

Since the p-value is less than 0.05, it shows that perceived 
organizational support (POS) is a good mediator between 
strategic orientation and employee performance. Hence, perceived 
organizational support does significantly mediate the relationship 
between strategic orientation and employee performance of 
primary health centers in Jos North.

Discussion

The result of the major findings from the research work shows 
that 73.82% (172) of the respondents were females. This implies 
female employee dominance over their male counterparts in the 
study area. This result is contrary to Singh & Vinnicombe [38] 
in their study that women are almost if not completely absent 
when it comes to occupying senior positions in organizations. 
They argued that this is a matter of concern, because the talents 
of women are not being fully utilized. The private sectors is seen 
and characterized as influential, powerful, financially important 
and generally not controlled by the state might be the reason 
why females surpass male employees. Although women work in 
organizations purporting to have policies that offers equality of pay 
and opportunities, and though they most of the time appear to be 
well qualified, the career ladder for women in large organizations 
appear to be often shortened, while the male ladder extends to top 
of the career tree. Similarly, Arokiasany [39] observed that many 

organizations prefer to hire more of the male workers than the 
female workers because they are of the opinion that male workers 
have the ability to perform their jobs and can manage their jobs 
well. As such, quite a number of employers recognize that older 
workers signify a massive potential pool of high-quality applicants. 
Thirdly, the regulations set by some countries that outlaw 
mandatory retirement e.g. the USA. It is a common to assume that 
as people get older, their skills in terms of agility, strength, speed 
and coordination begins to decline and job could become boring 
and lack of intellectual stimulation all contributes to reduced 
productivity. On the contrary, researches conducted find that the 
age of employees and their job performance are not correlated and 
older workforce are more likely to take part in citizenship behavior. 
This commitment is seen more in older employees than younger 
environment seeing that they have lower rates of avoidable absence 
and thus equal rates of unavoidable absence, e.g. sickness absences.

Studies shows that organizations with high levels of well managed 
diversity are effective and steering ultimately producing corporate 
cultures that have new perspectives, pioneering capabilities and 
fresh ideas necessary to survive. Strategic orientation significantly 
(P≤0.001) influences employee performance of primary health 
centers in Jos North. While researching on the business orientation 
and employee performance of Indian SMEs found that a strong 
entrepreneurial orientation can allow companies to gain from 
recognizing ways in which new product satisfies the unmet 
consumer requirements or at the same time demonstrate how it is 
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greater to and exceptionally diverse from reasonable contributions 
in the eyes of customers. 

The result shows that organizational support is highly and 
positively correlated with strategic orientation (P≤0.001) and 
employee performance (P≤0.001). Strategic orientation and 
employee performance together accounts for 73.2% (R2 = 0.732) of 
the variance in the organizational support. Manyasi, Kibas & Chep 
[35] conducted research on the moderating role of organizational 
support on employee’s efficiency in the banking sector. The study 
indicated that organizational support positively affects improving 
employees’ performance.

Summary Conclusion and Recommendation 

Summary Of Findings

Strategic orientation has a positive and significant relationship 
with employee performance of primary health care workers. It 
has a positive and significant effect on organizational support of 
primary health care workers.

Organizational support has positive and significant effect 
on employee performance of primary health care workers, and 
Organizational support can greatly mediate the relationship 
between strategic orientation and employee performance.

Conclusion

Strategic orientation is significantly related to employee 
performance of primary health care centers. The strategic 
orientation components in this study suggest that no primary 
health care center can sustain an efficient and effective employee 
performance without the appropriate combination of market, 
customer, entrepreneurial and technological orientations. This 
means that the strategic orientation dimensions of Zhou & Li 
[5] have holistic approach to performance factors in the field of 
management. It can be concluded that an employee cannot benefit 
much by applying the strategic orientation dimensions in isolation 
and this has satisfied part of the objectives in a bid to ascertain 
the relationship between strategic orientation and employee 
performance of workers [40-108].

The study also established the individual relationship effect 
of strategic orientation dimensions on employee performance. 
It suggests that for optimal employee performance in terms of 
productivity and job satisfaction there must be a more cognitive 
ability and task skill facilitated through task knowledge and habits 
(an innate ability to respond to assigned jobs that either facilitate 
or impede performance).

The strong mediating effect of organizational support between 
strategic orientation and employee performance justifies the 
presence of consistent findings. The implication is that organizations 
that tends to prioritize their employee well-being is likely to see 
positive employee perception that the organization values his or 
her contributions and in turn contributes more positively to the 
development of the organization. Theories selected for this study 
have also supported through the direct effect of the organizational 
support theory on employee performance which has the highest 

regression value between the independent and dependent 
variables.

Recommendations

The following suggestions are made from the outcome of 
this study to help improve the employee performance of most 
organizations if applied judiciously.

i. Organizations in the health care sector should appropriate 
the multi-dimensional attributes of strategic orientation 
dimensions for sustainable employee performance. This can 
always be done by diagnosing and their strategies whenever 
the current one seems no longer effective using the employee 
performance appraisal scale.

ii. Employees in the primary health care centers need to 
be familiar with all the strategic orientation dimensions for 
optimal result. Effective employee performance management 
system is imperative for any organization to succeed.  
Organizations should adopt a more lucrative and incentive 
schemes for motivating the employees toward meaningful job 
participation.

iii. The health care sector should put more emphasis on 
the context of task performance as effectiveness with which 
job occupants execute their assigned task that realizes the 
fulfillment of organizations vision while rewarding the 
employee and the firm proportionately.

iv. Organizations should set achievable and recognitive 
rewards for high performance thereby providing an 
environment that employees can expect to gain rewards for 
higher performance. A compensation strategy in organizations 
could serve as a strong contributor to perceived organizational 
support by an employee because of its versatility to 
appropriately reward and recognize high performance.

v. The health care sector should provide an effective 
workplace social network that provides a web of interpersonal 
relationships that offer information about how to become a 
successful organization member as well as provide friendships that 
make work-life more pleasant.  
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