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Abstract

Employee engagement has become a central concern for organizations in Africa due to
increasing labor mobility, rising competition, and difficulties in sustaining performance.
Mission statements, as strategic tools, are often overlooked despite their potential to enhance
clarity, alignment, and motivation among employees. This study examined the relationship
between mission statement attributes—clarity and specificity, effective communication, and
personal connection—and employee engagement in the banking sector of Ogun State,
Nigeria. Adopting a descriptive survey design, primary data were collected from 64
employees across First Bank, GTBank, Wema Bank, and United Bank for Africa using
structured questionnaires. The data were analyzed using the Partial Least Square-Structural
Equation Modelling (PLS-SEM) technique to test validity, reliability, and hypothesized
relationships. Findings revealed that clear and specific mission statements, when effectively
communicated and personally meaningful, significantly enhance employee engagement at
the 5% level of significance. These results underscore that mission statements are not merely
symbolic declarations but critical instruments that shape organizational culture, employee
motivation, and retention. The study concludes that banks and other organizations should
prioritize crafting mission statements that are transparent, communicable, and personally
resonant to foster stronger engagement and performance. Recommendations include
incorporating employee participation in mission development, regular communication, and
feedback mechanisms to sustain alignment between organizational goals and employee
values.

Keywords: Mission statement, Employee engagement, Organizational culture, Banking
sector.
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1. INTRODUCTION
1.1 BACKGROUND TO STUDY

Employees are one of the most important resources that help a business
achieve its objectives, regardless of the name of the organization. In particular,
during a time when the degree of labor mobility and competitiveness in most African
businesses has hampered employee and organizational performance (Van Tuin,
Schaufeli and Van den Broeck, 2021). Nonetheless, many businesses find it difficult
to maintain employee engagement since the mission statement's effect and clarity
are crucial but frequently disregarded factors. This is due to the fact that an
organization's mission statement, which outlines the organization's desired future
course, has a significant impact on its prospects for continuity and goodwill.
Additionally, it is a strategic instrument that enables the worker to become a part of
the organization's moving wheel (Abdulaziz, Bashir, and Alfalih, 2022).

Globally, reports have indicated a decline in the level of employee
engagement in industries such as the banking industry. The lack of organizational
direction and a roadmap that enables employees to attain what they believe to be
significant outcomes is one of the reasons behind the growing disengagement issue
(Motyka, 2018). This promotes the mission statement's concreteness, which not only
improves organizational performance but also increases staff engagement—a little
niche in raising an organization's overall productivity (Aboramadan et al., 2022;
Burhan and Khan, 2024). A well-crafted and clearly stated mission statement can
influence employees' behavior patterns, boost their level of dedication, and motivate
them to perform better (Wijayati et al., 2022).

According to Deasy et al. (2023), a mission statement is an essential
component of an organization's strategic management process, in addition to its
ability to guide employee direction, decision-making, and engagement and to serve
as the cornerstone of the psychological contract between employees and the
organization. The mission statement and fundamental values of an organization have
a significant impact on its business strategy and performance (Yadav, Pandita, and
Singh, 2022). To accomplish organizational goals, the mission statement serves as a
tool for communicating with stakeholders both internally and externally. The
organization's mission statement outlines its values, culture, and operational
principles that set it apart from its rivals (Khripunov, 2023; Dermol and Sirca 2018;
Cortés-Sanchez, et al., 2019).

Research on mission statements in Nigeria has not sufficiently examined the
concept from the standpoint of how they influence employee characteristics or how
they channel attributes within an organization. There is a dearth of research on how
mission statements educate staff members and encourage their engagement and
growth. Furthermore, there is still a dearth of research on the connection between
mission statements and staff engagement in Nigerian banks. By examining the
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relationship between mission statement and employee engagement in the banking
industry in Ogun State, this study seeks to close this gap.

1.2 RESEARCH QUESTION
To frame the study, the following research questions have been developed:

1.What impact does the clarity/specificity of mission statement have on

employee engagement in the banking sector in Ogun state?

ii.What impact does the effective communication of mission statement have
on employee engagement in the banking sector in Ogun state?

iii. What effect does employee personal connection of mission statement have
on employee engagement in the banking sector in Ogun state?

iv.What impact does clarity of mission statement, -effective
communication of mission statement, employee personal connection
have on employee engagement in the banking sector in Ogun state?.

2. LITERATURE REVIEW
2.1 EMPLOYEE ENGAGEMENT

Berbegal-Mirabent, Mas-Machuca and Guix (2021), in their study, explored
the meaning and key drivers of employee engagement through a review of existing
research. They provided different definitions of engagement, such as one that defines
it as an employee's mental, emotional, and behavioral focus on accomplishing
organizational goals and another that defines it as a long-term, positive, motivated
state of fulfilment characterized by high energy and enjoyment (Connelly et al.,
2025). Zeeshan et al., (2021) underlined three important characteristics of
engagement; intellectual engagement is the process by which workers reflect on their
work and look for methods to make it better, when workers are delighted with their
jobs, they are exhibiting affective engagement and social engagement to describe
workers who actively exchange ideas and cooperate with coworkers to improve
workflows. Employee engagement, as defined for the purposes of this study, is the
enthusiastic and passionate involvement of employees in pursuing the objectives of
the organization.

2.2 MISSION STATEMENT

Mission statements have been researched since the early 1970s as a key
component of strategic planning; Drucker (1971) defined them as a tool for
establishing specific, attainable organizational goals. Mission statements, which
outline an organization's purpose and direct staff to work both individually and
collaboratively towards accomplishing company goals, are a crucial component of
corporate strategy (Kotler et al., 2008). A mission statement is a formalized
document that encapsulates an organization's purpose and direction, while an
organization's mission statement explains why it exists (Desmidt and Prinzle, 2007).
A mission statement answers important stakeholder questions like the organization's
goals, purpose, and reasons for existing. Additionally, it describes the organization's
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reach, setting it apart from rivals by emphasizing its markets, technologies, services,
and goods (David, 2007; Zeeshan et al., 2021).

23. THE ROLE OF MISSION STATEMENT IN AN
ORGANIZATION

For both public and private organizations, mission statements are an
essential component of organizational strategy. Contemporary organizations now
create official documents that include their mission statements or similar statements.
Mission statements serve as the introductions to operating plans and goals for profit-
driven organizations. Over time, both scholars and professionals have come to agree
that creating a mission statement for the future is an essential first step in strategic
thinking (Saks, Gruman and Zhang, 2022). According to Pearce (1982), a mission
statement can be a useful instrument for guiding the development and application of
strategy. He contends that it can result in a greater feeling of purpose when tackling
the questions of the organization's mission and target audience.

According to Canavesi and Minelli (2022), there are two perspectives on the
goal of such a statement: first, to improve the organization's reputation outside the
company, and second, to inspire staff members. When a mission statement outlines
the objectives of the company and facilitates employees' everyday decision-making,
it can have a goal-setting effect (Mullane, 2002). When a mission statement lowers
communication expenses and promotes employee coordination, it has a coordination
impact (Canavesi and Minelli, 2022). One of the most crucial managerial tools,
according to Zeeshan et al., (2021), is the mission statement, which establishes the
parameters for how resources should be distributed and what operational and
strategic objectives should be established.

A mission statement identifies the organization's strengths and then tells staff
members where to focus their efforts to capitalize on those strengths (Abdulaziz,
Bashir, and Alfalih, 2022). Drucker (1971) asserts that an organization's mission
defines it more than its name or statue. He contends that only a precise statement of
the organization's mission and purpose allowed for the achievement of reasonable
objectives and had an impact on its success or failure. Aboramadan et al., (2022)
enumerates the several functions of an effective mission statement in the current and
future circumstances of an organization. Strategic implementation, internal and
external communication, management and leadership, and organizational climate
influence are a few mission statement functions. Figure 1 below illustrates the
strategic function of a successful mission statement.
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Figure 1: Model for Mission Statement in an organization
(Source: Drucker, 1971)

2.4. CONCEPTUAL FRAMEWORK
Independent Variables Dependent Variable

Clarity and Specificity of
Mission Statement

Effective Communication of

Mission Statement Employee Engagement

Employee personal connection to
Mission Statement

Figure 2: Conceptual Framework
Author’s Compilation, 2025

2.5 THEORETICAL REVIEW
2.5.1 TRANSFORMATIONAL LEADERSHIP THEORY

This idea, originally launched by James MacGregor Burns and then
developed by Bernard M. Bass, emphasizes how leaders can motivate and inspire
their people to work towards achieving common goals (Adigwe, 2024). It presents a
clear vision, promotes creativity, and supports personal development. The theory
offers insightful viewpoints on how leaders influence organizational direction and
propel developmental activities within the parameters of this study. According to
Berbegal-Mirabent, Mas-Machuca and Guix (2021), leaders can coordinate
organizational actions and tactics to accomplish shared objectives by successfully
communicating visions and missions that are consistent with stakeholders' values.
To create a cohesive culture and foster long-term growth, the theory also highlights
the need to align these organizational elements with personal values (Bass and
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Riggio, 2006; Avolio and Yammarino, 2013). According to Abdulaziz, Bashir, and
Alfalih (2022), preserving strategic alignment enables leaders to express priorities in
a clear and concise manner, guaranteeing consistency, concentration, and direction
in organizational endeavors. Research on leadership practices in institutional
development benefits from the use of transformational leadership theory concepts,
which deepens our understanding of how leaders inspire group action and promote
organizational advancement.

2.5.2 ORGANIZATIONAL CULTURE THEORY

This theory has developed over time because of the contributions of
numerous academics and researchers who have studied organizational behavior,
focusing primarily on the impact of organizational culture. But most famously, Edgar
H. Schein (Burke, 2023) advanced this theory. Organizational culture theory
provides a thorough framework for comprehending how common values,
conventions, and beliefs influence organizational behavior, especially when it comes
to exhibiting leadership qualities in institutional growth procedures. As stressed by
Schein (2010), this theory emphasizes how crucial it is to match the leadership vision
and values with the current organizational culture. According to several studies
(Cameron and Quinn, 2011; Kotter and Heskett, 2011; Alvesson, 2013; Khripunov,
2023), it looks at how culture shapes strategic goals, development initiatives, and
leadership communication approaches. The research's comprehension of how
leaders impact and modify organisational culture to promote development and
change is improved by incorporating ideas from Organisational Culture Theory,
which eventually results in more successful leadership strategies and organisational
advancement initiatives.

2.5.3 SIGNALING THEORY

According to signaling theory, companies that openly communicate
information about their competitive advantages to the public can improve their
reputation and draw in investors. One of a mission statement's primary functions,
according to Connelly et al., (2025), is to enhance an organization's reputation while
simultaneously acting as a motivating tool for staff members. Because of this, it is
thought that high-achieving companies typically include more thorough mission
statements in their yearly reports. Saks, Gruman and Zhang (2022) makes the
argument that an organization's mission statement serves the primary function of
engaging external stakeholders, with employee motivation coming in second.
Subsequent research, however, showed that mission statements can fulfil functions
beyond these original presumptions.

3. METHODOLOGY

The study employed the descriptive survey design and convenience
sampling technique which allowed the selection of employees from the selected
banks in [jebu-Ode, Ogun State, Nigeria. The banks include first bank of Nigeria,
GTBank, Wema Bank and United Bank of Africa with the following characteristics
seventeen lower and upper staff in FBN, twenty lower and upper staff in GTBank,
fifteen lower and upper staff in Wema Bank and eighteen lower and upper staff in
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United Bank of Africa. The primary data was sourced from the respondent through
the usage of a structured questionnaire. The questionnaire comprises of three (3)
distinct section which include: Demographic information, Independent variables
section (Clarity and Specificity of Mission Statement; Effective Communication of
Mission Statement; employee personal connection to Mission Statement and
employee Involvement to mission statement) and Dependent variable section
(Employee Engagement). The demographic information that was sourced from the
respondents would captures, sex, age, marital status, religion, and level of
management. The independent variables and dependent captures 21 items in total
with a close-ended questions using 4-point Likert-type rating scale. The scale
includes responses that range from strongly agree (SA) to agree (A), disagree (D),
and strongly disagree (SD). The sample size of seventy respondents was employed
using the online Google form in distributing questionnaire to the respondent, but
only sixty-four respondent was recovered back, which was used for descriptive and
inferential analysis.

However, the study employed the PLS-SEM Technique. The partial least
square-structural equation modelling approach. The measurement model was
employed to determine the indicator reliability, convergent validity, discriminant
validity which helps to determine the nature of the construct development through
some formation indicator while the structural-equation model helps to determine the
path coefficient, the r-square, t-value, effect size, model fitness (Standardized Root
Mean Square Residual) and establish the theoretical and conceptual relationship
between the dependent variable and independent variable.

Hypothesis Testing

Ho- Clarity of mission statement, effective communication of mission
statement, employee personal connection to mission statement has no significant
effect on employee engagement in the banking sector in Ogun state.

4. RESULTS AND DISCUSSION

The total number of sample size is seventy, but 64 respondents, which
represent 91.43% of the total employee in the selected deposit money banks was
filled and returned to the researcher. The analysis and findings were based on 91.3
responses collected from 64 respondent which are the employee in the selected
deposit money banks in Ogun State, Nigeria.

4.1. PROFILE OF THE RESPONDENT
Table 1: Profile of the Respondent

Demographic Frequency | Percentage
Sex

Male 31 48.4
Female 33 51.6
Total 64 100
Age

20-25yrs 6 9.4
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26-34yrs 37 57.8
35-45yrs 16 25.0
46 and above yrs 5 7.8
Total 64 100
Marital Status

Single 27 42.2
Married 37 57.8
Divorced | == | e
Total 64 100
Level of Management

Strategic Level 14 21.9
Tactical Level 7 10.9
Operational Level 43 67.2
Total 64 100
Years of Experience

1-5years 41 64.1
6-10years 17 26.6
11-20years 4 6.3
21-30years 2 3.1
Total 64 100

Source: Field Survey, 2025

The table 1 indicated the demographic analysis of the sex of 64 respondents
of the employees of the selected deposit money banks in Nigeria. 31 were male
which represent 48.4% of the respondents in the selected deposit money bank. 33
were female which represent 51.6% of the respondents in the selected deposit money
banks in Nigeria. The table also indicated the demographic analysis of the age of 64
respondents of the employees of the selected deposit money banks in Nigeria. 6
employees were within 20-25yrs which represent 9.4%, 37 employees were within
26-34yrs which represents 57.8%, 16 employees were within 35-45yrs which
represents 25.0% and 5 employees were within 46 and above which represents 7.8%.
The table revealed the demographic analysis of the marital status of 64 respondents
of the employees of the selected deposit money banks in Nigeria. 27 were single,
which represents 42.2% of the respondents in the selected deposit money banks. 37
were married which represent 57.8% of the respondent in the elected deposit money
banks in Nigeria. 0 were divorced which represent 0% of the respondent in the
elected deposit money banks in Nigeria. The table revealed the level of management
64 respondents of the employees of the selected deposit money banks in Nigeria. 14
were in the strategic level management, which represents 21.9% of the respondents
in the selected deposit money banks in Nigeria. 7 were in the tactical level
management, which represent 10.9% of the respondent in the selected deposit money
banks in Nigeria. 43 were in the operational level management, which represents
67.2% of the respondents in the selected deposit money banks in Nigeria. The table
showed the demographic analysis of the years of experience of 64 respondents of the
employee of the selected deposit money banks in Nigeria. 41 were 1-Syrsn which
represents 64.1% of the respondents in the selected deposit money banks. 17 were
6-10yrs which represent 26.6% of the respondents in the elected deposit money
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banks in Nigeria. 4 were 11-20yrs which represent 6.3% of the respondents in the
elected deposit money banks in Nigeria. 2 were 21-30yrs which represent 3.1% of
the respondents in the elected deposit money banks in Nigeria.

4.2. DESCRIPTIVE STATISTICS

The attributes of the data are outlined in Table 2, characteristics such as
mean, standard deviation, kurtosis, and skewness. From the table, the respondent
agreed with the statement on the questionnaire. With the test of normality of
skewness showing no evidence of outliers which implies the data not needed to be
transformed

Table 2: Descriptive Statistics

. Standard Excess
Name Mean ~ Median Min Max deviation kurtosis Skewness
EE1 1.333 1 1 2 0.471 -1.525 0.724
EE2 1.54 2 1 2 0.498 -2.039 -0.163
EE3 1.746 2 1 3 0.503 -0.273 -0.361
EE4 1.778 2 1 3 0.576 -0.301 0.053
EES5 1.746 2 1 3 0.642 -0.656 0.295
CSM1 1.492 1 1 2 0.5 -2.066 0.033
CSM2 1.667 2 1 3 0.504 -1.016 -0.339
CSM3 1.651 2 1 4 0.646 3.367 1.22
CSM4 1.905 2 1 4 0.955 -0.157 0.868
ECMSI1 1.365 1 1 3 0.543 0.426 1.172
ECMS2 1.476 1 1 3 0.53 -1.138 0.424
ECMS3 1.556 2 1 3 0.528 -1.289 0.104
ECMS4 1.571 2 1 3 0.526 -1.285 0.041
EPCMS1 1.841 2 1 3 0.596 -0.274 0.071
EPCMS2 1.889 2 1 4 0.693 1.298 0.742
EPCMS3  1.683 2 1 3 0.638 -0.656 0.403
EPMS4 1.635 2 1 3 0.513 -1.157 -0.21
EIMS1 1.778 2 1 4 0.7 1.562 0.913
EIMS2 1.667 2 1 3 0.535 -0.762 -0.071
EIMS3 1.952 2 1 4 0.785 -0.199 0.489
EIMS4 1.778 2 1 3 0.603 -0.439 0.145

Source: Field Survey, 2025
4.3. CONSTRUCT RELIABILITY AND VALIDITY

The construct reliability test was tested using Cronbach’s alpha and
composite reliability techniques. The construct reliability requirement of the data is
accurate due to the fact that, the indicators examined are internally consistent with
the range of 0.7 to 0.9. Inclusively, the construct validity was examined using the
average variance extracted approach that should be within 0.5 or above. All the
indicators/latent variables are above the threshold of 0.7 and 0.5, indicating the
variables are valid for further analysis.
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Table 3: Construct Reliability and Validity

Cronbachrs | Composite | Composite Average
alpha reliability reliability variance
(rho_a) (tho c) | extracted (AVE)
Clarity and Specificity of 0.845 0.898 0.898 0.693
Mission Statement
Effective Communication
of Mission Statement 0.904 0.908 0.94 0.84
Employee Engagement 0.891 0.897 0.925 0.755
Employee Personal
connection of Mission 0.879 0.885 0.926 0.806
statement
Source: Field Survey, 2025
Table 4: Outer Loadings
Cle.mt}./ and Effective Employee
Specificity of C I £ Employee Personal
Mission ommunication o Engagement connection of
Mission Statement .
Statement Mission statement
CSM1 0.892
CSM2 0.922
CSM3 0.895
CSM4 0.571
ECMSI1 0.877
ECMS2 0.954
ECMS4 0918
EE1 0.79
EE2 0.898
EE3 0.854
EES 0.929
EPCMSI1 0.875
EPCMS2 0.942
EPMS4 0.874

Source: Field Survey, 2025

However, apart from obtaining the construct validity and reliability, the
study examines the relationship between the outer model’s variable and latent
variables, using the indicator loading measurement index. It is suggested that for
construct to be termed to be accurate, the outer loading value of 0.5 or higher must
be obtained, which shows a satisfying model validity requirement when the value is
equal or higher than 0.7. The outer loading in the table able shows value equal and

higher that 0.5.

Table 5: Discriminant Validity using Fornell-Larcker Criterion

Mission Statement

Clarity and | Effective Employee Employee Personal
Specificity of | Communication Engagement | connection of
Mission of Mission Mission statement
Statement Statement

Clarity and

Specificity of 0.832

104
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Effective
Communication of
Mission Statement

0912

0.917

Employee

Engagement 0.944

0.929

0.869

Employee Personal
connection of
Mission statement

0.862

0.795

0.936

0.898

Source: Field Survey, 2025

Table 5 shows the discriminant validity testing. It aids to confirm that the
constructions are truly distinct from another construction in the model. The square
root of AVE should be higher than correlations with any other construct and HTMT
Ratio (Heterotrait-Monotrait). For Fornell-Larcker Criterion it should be less than

0.85 (strict) or less than 0.90 (acceptable).
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Figure 3: Measurement Model
Source: Field Survey, 2025

STRUCTURAL EQUATION MODELLING EVALUATION

Table 6: Result of Testing Hypothesis

Standard T statistics | P values
deviation (|O/STDEV))

(STDEV)

Original
sample (O)

Sample
mean (M)

Clarity
Specificity
Mission
Statement
Employee
Engagement

and
of

->

0.191 0.194 0.072 2.640 0.008*

Effective

Communication
of Mission

Statement
Employee
Engagement

->

0.381 0.381 0.061 6.213 0.000*

Employee
Personal
Connection
Mission

to

0.469 0.466 0.048 9.866 0.000*
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Statement ->
Employee
Engagement

Note: * indicates significance at 5%
Source: Field Survey, 2025

The Table 6 above shows that effective communication of mission
statement, clarity and specificity of mission statement and employee personal
connection has positive significant effect on employee engagement at 5% level of
significance. The findings imply that organizations seeking to boost employee
engagement should prioritize crafting clear, specific, and meaningful mission
statements. Effective communication of the mission ensures employees understand
organizational goals, fostering alignment and motivation. When the mission
resonates personally with employees, it strengthens their emotional commitment,
leading to higher engagement, productivity, and retention. These results highlight
that mission statements are not merely formalities but strategic tools that, if well-
designed and well-communicated, can enhance organizational culture and
performance by deeply connecting employees to the company’s purpose. The
findings agree with the works of Abin, et al (2024) and Deasy, et al (2023)

Clarity and Specificity of Mission Stat

PR

Effective C

0.191 (0.008) 0.381 (0.000)

e 0.469 (0.000)

ployee Personal ion of Mission

Employee Engagement
Figure 4: Structural Model
Source: Field Survey, 2025

5. CONCLUSION AND RECOMMENDATION

The findings show that effective communication of mission statement,
clarity and specificity of mission statement and employee personal connection has
positive significant effect on employee engagement. It is concluded that when
employees feel a personal connection to the mission, their commitment and
motivation increase, and strengthen overall workplace performance. These findings
underscore the importance of investing in well-crafted mission statements and robust
communication strategies.
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It is therefore recommended that organizations aiming to improve
engagement should prioritize not only the content of their mission but also how it is
shared and internalized, ensuring it resonates personally with employees and drives
a shared sense of purpose and direction. Banks should adopt a comprehensive
engagement strategy that combines transparent communication, employee
participation, mission clarity, and personal relevance. Regular training, feedback
loops, and inclusive planning sessions can help align employee values with the
organizational mission and sustain long-term engagement.
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