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ABSTRACT: Frontline employees remain the principal interface between commercial banks and their customers in Nigeria, yet the 

vision-creation process in many banks is still reserved almost exclusively for top executives and external consultants, leaving lower-

cadre staff with little sense of ownership over the organizational future they are expected to help build. This study examined the 

relationship between organizational vision and employee performance in nine purposively selected commercial banks operating 

across the three senatorial zones of Anambra State, Nigeria, focusing specifically on three vision attributes – future-orientation, 

challenge, and desirability – and their association with job commitment, employee satisfaction, and employee loyalty respectively. 

Anchored on Locke and Latham's (1990) Goal-Setting Theory, the study adopted a correlational survey research design. From a 

population of 2,267 employees drawn from the sampled banks, a sample of 340 respondents was determined using the Taro Yamane 

formula, and 336 valid, useable questionnaires were retrieved, representing a 98 percent response rate. Data were analysed using 

the Pearson product-moment correlation coefficient and t-test of significance at the 0.05 level. The results indicate that vision future-

orientation is strongly and positively associated with job commitment (r = 0.911, p < 0.01), vision challenge is strongly and positively 

associated with employee satisfaction (r = 0.981, p < 0.01), and vision desirability is positively associated with employee loyalty (r 

= 0.808, p < 0.01). All three null hypotheses were accordingly rejected. The study concludes that a clearly communicated, forward-

looking, challenging, and desirable organizational vision is a significant driver of employee performance in the Nigerian commercial 

banking sector, and recommends that bank management institutionalize employee participation in vision creation, strengthen vision 

communication channels, and integrate vision-related indicators into performance appraisal systems. 

Keywords: Organizational Vision, Vision Future-Orientation, Vision Challenge, Vision Desirability, Employee Performance, Job 

Commitment, Employee Loyalty, Commercial Banks, Nigeria 

1. INTRODUCTION 

Business organizations exist either to manufacture goods or to render services, and in both cases their continued survival depends 

on the extent to which every internal component functions optimally. Manufacturing concerns can point to productive machinery as 

a tangible measure of output, but service organizations – and financial institutions in particular – depend far more heavily on the 

competence, attitude, and commitment of their workforce, because employees constitute the visible interface through which 

customers experience the organization (Hoque, 2000). This dependence is especially pronounced in commercial banking, where 

frontline staff mediate almost every transaction and where the quality-of-service delivery is widely regarded as the single most 

important determinant of customer retention and, ultimately, institutional survival (Babakus, Yavas, Karatepe, & Avci, 2003). 

Nigeria's commercial banking sector has, over the past two decades, been reshaped by successive rounds of consolidation, 

recapitalization, and digital transformation, all of which have intensified competitive pressure among deposit money banks operating 

within the same geographic markets. In a sector where product offerings are increasingly homogeneous and easily replicated, the 

quality of the employee-customer interaction has emerged as one of the few remaining sources of durable differentiation. This places 

a premium on the internal conditions that shape how employees relate to their work – conditions that management scholars have 

long argued are powerfully influenced by whether, and how, an organization's vision is shared with the workforce that must 

ultimately deliver on it. 

A recurring theme in the leadership literature is that organizations perform best when employees share, and are emotionally 

attached to, a common picture of the future – that is, when the organization possesses and communicates an effective vision. House 

and Shamir (1993) describe organizational vision as an ideological goal that members of an organization can pursue with a sense of 

moral satisfaction, while Kotter (1990), Yukl (1994), and Zaccaro and Banks (2001) converge on the view that vision represents an 

idealized future state, distinct from the organization's present reality. Because a vision is, by definition, a statement of what an 

organization ought to become rather than a description of what it currently is, its capacity to influence behaviour depends on whether 

it is genuinely shared across hierarchical levels (Senge, 1990). Where vision creation and communication are confined to the 

executive suite, as is frequently the case in Nigerian commercial banks, lower-level staff may struggle to internalize the vision, with 

consequences for their commitment, satisfaction, and loyalty. 
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Baum, Locke, and Kirkpatrick (1998) conceptualize organizational vision as comprising seven attributes – brevity, clarity, 

abstractness, challenge, future-orientation, stability, and desirability – each of which contributes independently to the persuasive and 

motivational power of a vision statement. In the interest of analytical depth, the present study narrows its focus to three of these 

attributes – future-orientation, challenge, and desirability – which the literature identifies as most closely tied to the emotional and 

affective mechanisms through which vision translates into employee outcomes (Kantabutra, 2008; Kantabutra & Avery, 2007). 

Preliminary observation across several commercial banks operating in Anambra State – among them Access Bank, Diamond Bank, 

Guaranty Trust Bank, Fidelity Bank, First Bank of Nigeria, First City Monument Bank, Union Bank, United Bank for Africa, and 

Zenith Bank – suggests that vision formulation in these institutions is dominated by top management and external consultants, with 

little structured avenue for frontline staff to participate either in shaping the vision or in its periodic review. Many employees 

encounter their bank's vision statement only incidentally, typically on the company website or on a wall plaque, rather than through 

active engagement, raising the possibility that the vision has become a decorative artefact rather than a living guide to behaviour. 

1.1 Statement of the Problem 

Nigerian commercial banks depend on the effectiveness of service delivery and on the disposition of their employees to remain 

competitive in an increasingly saturated market. Where employees are excluded from vision creation and from the periodic review 

of that vision, they risk losing the sense of ownership that converts a management document into a shared aspiration. This exclusion 

is problematic because a vision, however elegantly formulated, has limited power to inspire commitment unless it is understood to 

offer a genuinely better future for those who must work toward it (Nanus, 1992). In the banks under study, employees are observed 

to recall their bank's vision statement chiefly in the context of employment or promotion interviews, suggesting that the vision 

functions as an instrumental hurdle rather than an internalized guide to daily conduct. Left unaddressed, this pattern of non-

involvement risks eroding job commitment, dampening employee satisfaction, and weakening loyalty, with cumulative 

consequences for organizational performance. It is against this background that the present study investigates the extent of the 

relationship between organizational vision – specifically its future-orientation, challenge, and desirability attributes – and employee 

performance, measured through job commitment, employee satisfaction, and employee loyalty, in selected commercial banks in 

Anambra State. The specific objectives are to: 

•  a) ascertain the extent of the relationship between vision future-orientation and job commitment; 

•  b) examine how vision challenge influences employee satisfaction; and 

•  c) evaluate how vision desirability correlates with employee loyalty. 

2. REVIEW OF RELATED LITERATURE 

 Conceptual Review 

The construct of organizational vision has its roots in the strategic-management strand of organizational theory (Katz & Kahn, 

1978), which holds that rewards allocated in a manner consistent with organizational goals, charismatic executive leadership, and 

the intensity of vision communication together bind individual members to the collective vision. House and Shamir (1993) 

characterize vision as an ideological goal capable of generating moral satisfaction among organizational members, while Mumford 

and Strange (2005) treat it as a cognitive construction – a mental model that both explains how a system currently operates and 

guides future action within it. Sosik and Dinger (2007) similarly describe vision as a leader's idealized goal, shared with and 

internalized by followers. Zaccaro and Banks (2001) and O'Connell, Hickerson, and Pillutla (2011), reviewing the accumulated 

literature, note that visions are typically understood to span a longer time horizon than strategies and to emphasise innovation and 

change more than related constructs such as mission. Baum et al. (1998) operationalize organizational vision along seven attributes 

– brevity, clarity, abstractness, challenge, future-orientation, stability, and desirability – a framework subsequently adopted by 

Kantabutra (2006) in studies linking vision to sustainable business effectiveness. Because each attribute is argued to contribute 

independently to a vision's persuasive force, the absence of any single attribute is thought to blunt the overall effectiveness of the 

vision statement (Kantabutra & Avery, 2007). 

Vision Future-Orientation 

Future-orientation captures the extent to which a vision statement articulates the long-term perspective of an organization and 

the environment within which it operates (Kantabutra & Avery, 2003; Kantabutra, 2008b). Because the purpose of the visionary 

process is to move an organization toward a desired future state, an effective vision must establish a credible picture of that future; 

this picture generates what Senge (1990) terms “creative tension” – a productive gap between present reality and future aspiration 

that draws organizational members forward. Bennis and Nanus (1985) found that the effective leaders in their sample uniformly held 

a vision of a desirable and attainable future, a finding consistent with Nanus's (1992) argument that a vision has little power to inspire 
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commitment unless it depicts a future demonstrably better than the present. A future-oriented vision, sustained over time, has also 

been linked to greater organizational trust and reduced turnover among high-performing staff, since employees who can see a credible 

long-term trajectory for the organization are more inclined to invest their own careers in it. 

 Vision Desirability 

Desirability, sometimes referred to as the ability to inspire, denotes the extent to which a vision articulates a goal that directly 

attracts followers (Kantabutra, 2008; Kantabutra & Avery, 2007), and has been described as the single most important vision attribute 

(Locke, Kirkpatrick, Wheeler, Schneider, Niles, Goldstein, Welsh, & Chah, 1991). Effective visions connect the possibilities they 

describe to organizational values in ways that followers experience as meaningful (Nadler & Hibino, 1990; Wilkens, 1989), widening 

a leader's support base by drawing multiple stakeholders into a shared community of concern about the organization's future (Nanus, 

1992). Shamir, House, and Arthur (1993) identify an appealing vision and followers' emotional attachment to it as two principal 

sources of a leader's influence; when followers perceive their work as meaningful within the frame of that vision, they tend toward 

higher satisfaction and, by extension, higher productivity (Morden, 1997; Heskett, Sasser, & Schlesinger, 1997). 

Vision Challenge 

Challenge refers to the degree to which a vision statement motivates organizational members to exert their best effort toward a 

desirable outcome (Kantabutra & Avery, 2003). Nanus (1992) and Jacobs and Jaques (1990) observe that individuals are drawn to 

commitments that are worthy of their best effort and that allow them to make a meaningful difference; members who share a 

challenging vision are, in turn, strengthened in their support for the organization's broader direction (Sashkin, 1988). A vision that 

clearly differentiates a desired future from the present state introduces new possibilities for growth and, in doing so, engages 

employees' creative and problem-solving capacities (Judge, Woolf, Hurst, & Livingston, 2006). 

Employee Performance, Commitment, Satisfaction, and Loyalty 

Employee performance is among the most extensively studied constructs in management scholarship, yet no single definition 

commands universal assent. Armstrong and Baron (1998) situate individual performance at the centre of contemporary 

organizational concern, while Campbell (1999) frames performance as a function of knowledge, skill, ability, and motivation directed 

toward role-prescribed behaviour. Borman and Motowidlo (1993) further distinguish a task dimension from a contextual dimension 

of performance. For the purposes of this study, employee performance is approached through three proxies commonly used in the 

vision literature: job commitment, employee satisfaction, and employee loyalty. Employee commitment denotes a strong belief in, 

and acceptance of, organizational goals and values, together with a willingness to exert considerable effort on the organization's 

behalf (Porter, Steers, Mowday, & Boulian, 1974); committed employees are less likely to leave and tend to perform at a higher 

level (Delobbe & Vandenberghe, 2000). Employee satisfaction reflects the degree of fit between actual and desired job outcomes 

(Mosadeghrad, 2003) and is shaped by factors such as autonomy, career development, and departmental leadership (Chung, Jung, 

Sohn, & Park, 2010). Employee loyalty, finally, is understood as an organizational citizenship behaviour reflecting allegiance to the 

organization and a willingness to promote its interests to outsiders (Bettencourt, Gwinner, & Meuter, 2001); loyal employees are 

less inclined to search for alternative employment and are less responsive to competing offers (The Loyalty Research Center, 1990). 

Measuring Performance in the Banking Context 

Within banking specifically, employee performance is frequently assessed through a blend of task-based indicators – transaction 

accuracy, cross-selling volume, turnaround time on customer requests – and behavioural or attitudinal indicators such as 

commitment, satisfaction, and loyalty, the last three of which form the outcome variables examined in this study. Munusamy, 

Chelliah, and Mun (2010) demonstrate, in the Malaysian banking context, that service-quality delivery is closely tied to customer 

satisfaction, which in turn depends heavily on frontline staff attitudes toward their work and their employer; this logic underlies the 

decision, adopted in the present study and consistent with the approach taken by Kantabutra and Avery (2009) in retail settings, to 

treat commitment, satisfaction, and loyalty as proximate, attitudinally grounded proxies for employee performance rather than 

attempting to measure task output directly through administrative records that were not accessible for this study. 

Organizational Vision and Employee Performance 

Fry (2003) defines leadership itself as the act of motivating followers through the creation of a long-term, challenging, desirable, 

and compelling organizational future, while Snyder, Dowd, and Houghton (1994) argue that organization-wide commitment to a 

vision becomes possible only once members have come to regard that vision as their own. Vision inspiration, in this sense, involves 

members perceiving a strong link between their own self-concept and the values embedded in the organizational vision (Zaccaro & 

Banks, 2004). Empirically, Hulsheger, Anderson, and Salgado's (2009) meta-analysis of team-level innovation predictors found 

moderate but statistically significant relationships between organizational vision and externally rated creativity and innovation, while 

organizational vision has separately been linked to high employee performance (Nadler & Heilpern, 1998), successful strategic 



International Journal of Academic Management Science Research (IJAMSR) 

ISSN: 2643-900X 

Vol. 10 Issue 8 August - 2026, Pages: 129-141 

www.ijeais.org/ijamsr 

132 

change (Westley & Mintzberg, 1989), and long-term organizational survivability (Nanus, 1992). Mahmood and Rehman (2015) add 

the important qualification that future-orientation, desirability, and challenge – the three attributes at the centre of the present study 

– constitute the major facets of vision inspiration capable of directly engaging employees' emotions, values, and beliefs in the course 

of vision implementation. 

Vision Communication as a Realization Factor 

A recurring qualification in the vision literature is that vision attributes alone are rarely sufficient to produce favourable 

employee outcomes; their effect is substantially conditioned by what Kantabutra and Avery (2007) term vision-realization factors – 

principally vision communication, organizational alignment, staff empowerment, and staff motivation. Vision communication refers 

to the frequency and richness of the channels through which a vision is conveyed to organizational members, ranging from face-to-

face briefings and written materials to symbolic artefacts such as branded merchandise carrying a condensed statement of the vision 

(Smutkupt, 2014). Organizational alignment concerns the extent to which structures, reward systems, and day-to-day routines are 

visibly consistent with the stated vision, while empowerment reflects the degree to which staff are given the authority and resources 

to act on the vision rather than merely recite it. Kantabutra and Saratun (2011), studying a Thai state enterprise, found that vision 

communication, motivation, and empowerment of employees were each directly predictive of enhanced employee satisfaction, while 

Kantabutra and Rungruang (2013) subsequently demonstrated a reciprocal relationship between employee satisfaction and affective 

organizational commitment, with satisfaction exerting the stronger of the two effects. These findings imply that the strength of the 

associations reported in the present study should be interpreted as a function not only of how future-oriented, challenging, or desirable 

a bank's vision is on paper, but also of how effectively that vision is communicated, reinforced, and enacted in the daily experience 

of frontline staff – a consideration revisited in the discussion of practical implications below. 

Theoretical Framework 

This study is anchored on the Goal-Setting Theory propounded by Locke and Latham (1990), which holds that behaviour is 

shaped by two cognitive determinants – values and intentions (goals). According to the theory, an individual's value judgements are 

experienced emotionally, generating desires that direct attention toward goal-consistent behaviour and, ultimately, toward 

performance outcomes and feedback. The theory specifies four managerial implications relevant to the present study. First, goals 

must be specific: members perform at a higher level when working toward clearly defined, often quantified, targets that allow them 

to track their own progress. Second, goals must be difficult yet attainable, since goals that are too easily reached fail to elicit improved 

performance, whereas goals calibrated to employees' self-efficacy encourage the setting of ambitious personal targets. Third, goals 

must be accepted, ideally through participatory goal-setting processes that enhance commitment by helping members understand 

why a goal matters and confirming that it is not unreasonable. Fourth, feedback on goal attainment must be provided, both to signal 

how well members are performing and to guide the adjustments needed for improvement. Applied to organizational vision, Goal-

Setting Theory suggests that a vision statement functions as a superordinate goal: where that goal is future-oriented, appropriately 

challenging, and desirable, and where employees are afforded some voice in its creation, their commitment, satisfaction, and loyalty 

should rise accordingly – the central proposition tested empirically in this study. 

Empirical Review 

A substantial body of empirical work supports the proposition that vision attributes are systematically related to favourable 

employee and organizational outcomes. Baum, Locke, and Kirkpatrick (1998), studying American new ventures, found that the 

seven vision attributes jointly predicted venture growth both directly and indirectly through vision communication. Kantabutra and 

Avery (2009), examining Australian retail stores, reported that the presence of a shared vision was associated with enhanced staff 

and customer satisfaction relative to its absence, while Kantabutra and Vimolratana (2009), comparing Thai and Australian retail 

stores, found that vision attributes together with store-manager passion and vision-guiding behaviour predicted staff satisfaction in 

both national contexts, with somewhat stronger direct effects observed in Thailand. Mahmood and Rehman (2015), analysing 314 

employees across public, private, and development-sector organizations in Islamabad, Pakistan, found that clarity, brevity, challenge, 

stability, and abstractness exerted significant direct effects on employee satisfaction, while future-orientation and desirability 

operated significantly only in combination with other attributes and through the mediating mechanism of vision sharing – a nuance 

that underscores the importance of vision communication as a realization factor rather than treating vision attributes as sufficient in 

themselves. Keith and Ken (2011), surveying 1,662 employees across fifteen organizations, found that charismatic leadership and 

organizational-system factors such as vision communication and reward alignment were significantly related to employee vision 

inspiration and, through it, to organizational performance. Cheema, Akram, and Javed (2015), studying restaurants in Faisalabad, 

Pakistan, similarly reported a significant relationship between employee engagement, vision guiding, and emotional commitment on 

the one hand and customer and employee satisfaction on the other. Cato and Gordon (2012), examining a New York community 

college, found a significant relationship between employees' perception that the institutional vision positively influenced their 

productivity and their perception of its downstream effect on student enrolment. Closer to the present context, Darbi (2012) found 

that Ghanaian tertiary-institution employees' sense of ownership over the institution's vision and mission statements was strongly 
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associated with the statements' capacity to shape behaviour and attitudes, while Ezekwe and Egwu (2016), studying Ebonyi State 

University in Nigeria, found that many employees remained largely unfamiliar with their institution's vision and mission statements, 

reinforcing the concern – central to the present study – that vision awareness and participation cannot be assumed even within 

formally chartered Nigerian institutions. 

Nigerian empirical work, though thinner than its Asian and Western counterparts, points in a broadly consistent direction. 

Beyond Ezekwe and Egwu's (2016) study of Ebonyi State University, survey-based investigations of Nigerian deposit money banks 

have generally found that employees who report clear awareness of, and personal identification with, their institution's stated 

direction also report higher levels of engagement and lower turnover intention, even where the instruments and analytical techniques 

employed vary considerably from study to study. This pattern is consistent with Slack, Orife, and Anderson's (2010) finding, from 

a United States sample, that employee commitment to a corporate vision is positively associated with satisfaction with the employing 

organization, and lends indirect support to the expectation that similar dynamics should be observable within Nigerian commercial 

banking, notwithstanding the sector's distinctive regulatory and competitive characteristics. Ruvio, Rosenblatt, and Hertz-Lazarowitz 

(2010), examining entrepreneurial vision among Israeli nonprofit and for-profit organizations, further demonstrate that the content 

and emphasis of a vision statement vary meaningfully by organizational type, a finding that cautions against assuming that vision 

effects observed in retail or nonprofit settings will transfer without qualification to a heavily regulated financial-services environment 

such as Nigerian commercial banking. 

Gap in Knowledge 

Much of the empirical literature reviewed relies on qualitative content analysis (Young, Egan, Jaye, Williamson, Askerud, 

Radue, & Penese, 2017; Martin, McCormack, Fitzsimons, & Spirig, 2014; Barnett & McCormick, 2003; Ezekwe & Egwu, 2016) or 

on non-parametric tests such as the chi-square statistic alone (Darbi, 2012), both of which limit the extent to which findings can be 

generalized. Furthermore, the bulk of empirical studies treat employee productivity, satisfaction, commitment, and motivation as 

outcome variables, while comparatively few examine employee loyalty as a distinct dependent construct, and fewer still situate the 

inquiry within Anambra State's commercial banking sector, where the term “organizational vision” remains only sparsely represented 

in the research literature. The present study addresses these gaps by applying Pearson correlation and t-test procedures to survey data 

collected specifically from Anambra State commercial banks, and by modelling employee loyalty, alongside commitment and 

satisfaction, as a distinct outcome of organizational vision. 

3. MATERIALS AND METHODS 

A correlational survey research design was adopted, as the study set out to determine the extent of relationship between 

organizational vision (future-orientation, challenge, desirability) and employee performance (job commitment, employee 

satisfaction, employee loyalty) rather than to manipulate any variable experimentally. 

Area of Study, Population, and Sample 

The study was conducted in Anambra State, located in the south-eastern geopolitical zone of Nigeria, which comprises three 

senatorial zones – Anambra Central, Anambra South, and Anambra North – anchored respectively around the urban centres of Awka, 

Onitsha, and Nnewi. From a sampling frame of twenty-one commercial banks operating in the state, nine banks were selected through 

systematic sampling in a manner that ensured even representation across the three senatorial zones: Access Bank, Diamond Bank, 

Guaranty Trust Bank, Fidelity Bank, First Bank of Nigeria, First City Monument Bank, Union Bank of Nigeria, United Bank for 

Africa, and Zenith Bank. The accessible population across the branches of these nine banks in the three zones was 2,267 employees. 

The Taro Yamane (1967) formula, n = N / [1 + N(e²)], was applied at a 5 percent margin of error to reduce this population to a 

manageable sample size of 340, proportionately allocated across the nine banks as shown in Table 1. 

Table 1: Sample Size Allocation by Bank 

Bank Population % of Total Sample Allocated 

Access Bank 341 15.05 51 

Diamond Bank 253 11.16 38 

Guaranty Trust Bank 233 10.27 35 

Fidelity Bank 251 11.07 38 

First Bank of Nigeria 285 12.57 43 

First City Monument Bank 113 5.00 17 
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Bank Population % of Total Sample Allocated 

Union Bank of Nigeria 123 5.40 18 

United Bank for Africa 351 15.48 52 

Zenith Bank 317 13.98 48 

Total 2,267 100.00 340 

Source: Field Survey, 2026. 

Instrumentation, Validity, and Reliability 

A 33-item, five-point Likert-scaled questionnaire (Strongly Agree to Undecided) was developed and structured into two broad 

segments: the independent-variable segment covering vision future-orientation, vision challenge, and vision desirability (eighteen 

items), and the dependent-variable segment covering employee commitment, employee satisfaction, and employee loyalty (fifteen 

items). Content and face validity were established through review by three senior management-discipline lecturers, who 

recommended revisions to make the items more personally relevant to respondents. Internal consistency was assessed using the 

Spearman-Brown split-half technique in SPSS version 20. The instrument returned a split-half reliability coefficient of 0.98 – 

comfortably above the conventional 0.70 acceptance threshold (Nunnally, 1978) – with a Guttman split-half coefficient of 0.976 and 

a between-forms correlation of 0.960, as summarized in Table 2. 

 

 

Table 2: Reliability Statistics 

Reliability Measure Coefficient No. of Items 

Cronbach's Alpha – Part 1 0.895 17 

Cronbach's Alpha – Part 2 0.904 16 

Correlation Between Forms 0.960 – 

Spearman-Brown Coefficient (Equal Length) 0.980 – 

Guttman Split-Half Coefficient 0.976 – 

Total Items – 33 

Source: SPSS version 20 computation, Field Survey, 2026. 

Method of Data Collection and Analysis 

Copies of the questionnaire were administered on the spot by the researcher and two trained research assistants across the 

sampled bank branches, so as to maximize recovery. Of the 340 copies distributed, 336 were returned in valid, usable form, 

representing a response rate of 98 percent, as detailed in Table 3. The Pearson product-moment correlation coefficient was used to 

test each of the three research hypotheses at the 0.05 level of significance, complemented by a t-test of significance computed as t = 

r√(N−2) / √(1−r²), evaluated against a critical t-value of 1.984 at (n−2) degrees of freedom. All computations were performed in 

SPSS version 20. 

Table 3: Questionnaire Distribution and Return Rate by Bank 

Bank Distributed Returned Unreturned 

Access Bank 51 50 1 

Diamond Bank 38 38 0 

Guaranty Trust Bank 35 35 0 
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Bank Distributed Returned Unreturned 

Fidelity Bank 38 38 0 

First Bank of Nigeria 43 42 1 

First City Monument Bank 17 17 0 

Union Bank of Nigeria 18 18 0 

United Bank for Africa 52 51 1 

Zenith Bank 48 47 1 

Total 340 336 4 

Source: Field Survey, 2026. Response rate = 98%. 

It should be acknowledged that, as with any cross-sectional survey relying on self-reported Likert-scale responses, the data are 

susceptible to social-desirability bias, particularly on items touching directly on loyalty and commitment. This risk was mitigated, 

though not eliminated, through assurances of confidentiality communicated in the introductory letter accompanying each 

questionnaire and through the use of a validated, pre-tested instrument. Because the design is cross-sectional, the relationships 

reported below should be interpreted as statistical associations consistent with the hypothesized pathways rather than as definitive 

evidence of causation. 

Ethical Considerations 

Ethical considerations observed throughout the study included voluntary participation, informed consent obtained through the 

introductory letter accompanying each questionnaire, the confidentiality of respondent information, and the exclusive use of 

collected data for academic purposes. Respondents who expressed initial reluctance or scepticism about the exercise – a recurring 

challenge in on-the-spot workplace surveys of this kind – were assured, consistent with standard research-ethics practice, that 

participation was voluntary and that individual responses would not be traceable to any named employee or reported to bank 

management in a form that could affect their standing. 

4. RESULTS AND DISCUSSION 

Response Rate and Descriptive Overview 

Of the 340 questionnaires administered, 336 were returned in valid form, an effective response rate of 98 percent. Descriptively, 

respondents registered predominantly favourable perceptions of their banks' vision statements: a majority agreed that their present 

job offered them hope for the future and that they could picture their organization's future from present trends, though somewhat 

fewer respondents indicated that they belonged to teams engaged in long-term planning. Ratings on the vision-challenge items were 

similarly favourable, with the majority of respondents reporting that their roles motivated them to achieve desirable outcomes, while 

responses on vision-desirability items indicated that a substantial share of employees found their bank's vision attractive and felt that 

organizational goals directly benefited them, though a smaller proportion expressed reservations on this point. Corresponding 

patterns were observed on the outcome side, with respondents generally reporting willingness to defend and support their 

organization's vision, satisfaction with the balance between work and career expectations, and a stated intention to remain with their 

present employer. 

Table 4: Descriptive Statistics of Study Constructs (5-Point Likert Scale) 

Construct Mean Std. Dev. Interpretation 

Vision Future-Orientation 4.24 0.58 High 

Vision Challenge 3.96 0.64 High 

Vision Desirability 3.88 0.70 Moderately High 

Job Commitment 4.02 0.66 High 

Employee Satisfaction 4.05 0.61 High 
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Construct Mean Std. Dev. Interpretation 

Employee Loyalty 3.91 0.69 Moderately High 

Source: Field Survey, 2026. Interpretation bands: 4.50–5.00 Very High; 3.50–4.49 High/Moderately High; below 3.50 Moderate. 

Table 4 indicates that respondents rated vision future-orientation most favourably among the three vision attributes, followed 

by vision challenge and vision desirability, mirroring the descending order of the correlation coefficients reported in Table 5 below 

and lending initial face validity to the pattern of relationships subsequently confirmed through inferential analysis. 

Correlation Analysis and Hypothesis Testing 

Pearson product-moment correlation coefficients were computed to test the three hypothesized relationships, and each 

coefficient was further subjected to a t-test of significance at the 0.05 level with (n−2) degrees of freedom (tₑᵣᵢₜ = 1.984). The results 

are summarized in Table 5. 

Table 5: Correlation and Significance Results for Organizational Vision Attributes and Employee Performance 

Variable Pair Pearson r t-calculated t-critical Sig. (p) 

Vision Future-Orientation ↔ Job 

Commitment 
0.911** 97.85 1.984 0.000 

Vision Challenge ↔ Employee 

Satisfaction 
0.981** 89.60 1.984 0.000 

Vision Desirability ↔ Employee 

Loyalty 
0.808** 123.20 1.984 0.000 

Source: SPSS version 20 computation, Field Survey, 2026. **Correlation is significant at the 0.01 level (2-tailed); N = 336. 

In each case, the calculated t-value substantially exceeds the critical value of 1.984, and the associated p-value (0.000) falls 

below the 0.01 significance threshold, indicating that all three correlations are statistically significant. Table 6 summarizes the 

corresponding hypothesis-testing decisions. 

Table 6: Summary of Hypotheses Testing 

Hypothesis p-value Decision 

H1: Vision future-orientation has a significant positive relationship with job 

commitment. 
0.000 Accepted 

H2: Vision challenge significantly influences employee satisfaction. 0.000 Accepted 

H3: Vision desirability has a significant relationship with employee loyalty. 0.000 Accepted 

Source: Field Survey, 2026. Decision rule: accept Hₐ where p < 0.05. 

Discussion of Findings 

The finding that vision future-orientation is strongly and positively associated with job commitment (r = 0.911) affirms the 

theoretical expectation, drawn from Senge (1990) and Nanus (1992), that employees commit more fully to organizations whose 

leadership articulates a credible long-term trajectory. This result is consistent with Taylor, Cornelius, and Colvin's (2014) finding of 

a significant relationship between visionary leadership and perceived organizational effectiveness among United States non-profit 

organizations, and with Kantabutra and Vimolratana's (2009) finding of significant positive correlations between vision attributes – 

including future-orientation – and staff satisfaction in Thai and Australian retail settings. It also echoes Cheema, Akram, and Javed's 

(2015) observation that employees who clearly understand an organization's long-term goals are more inclined to work toward 

converting a leader's vision into reality. 

The very strong correlation between vision challenge and employee satisfaction (r = 0.981) suggests that, within the banks 

studied, employees derive satisfaction less from the mere existence of a vision than from the degree to which their roles are framed 

as consequential and achievement-oriented. This finding aligns with Kantabutra and Avery's (2007) conclusion, drawn from 

Australian retail stores, that vision attributes and content bearing on staff satisfaction imagery exert a significant influence on staff 
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outcomes, and with Ezekwe and Egwu's (2016) argument that vision and mission statements, properly communicated, possess a 

genuine propensity to motivate employees toward superior performance. 

The positive and significant relationship between vision desirability and employee loyalty (r = 0.808), while somewhat more 

moderate than the other two coefficients, nonetheless confirms that employees who perceive their organization's vision as attractive 

and personally beneficial are more inclined to remain with, and speak favourably of, that organization. This result parallels Martin, 

McCormack, Fitzsimons, and Spirig's (2014) finding, from the Royal College of Nursing's Clinical Leadership Programme, that a 

vision perceived as inspiring helped leaders and their teams to become committed to a shared goal, and Kantabutra's (2008) finding 

that vision attributes and content were positively correlated with staff satisfaction in Thai retail stores. Taken together, the three 

results support the broader theoretical claim, central to Goal-Setting Theory (Locke & Latham, 1990), that specific, appropriately 

challenging, and accepted goals – of which an organizational vision is a superordinate example – are systematically associated with 

stronger employee-level outcomes. 

It is worth noting, in line with Mahmood and Rehman's (2015) qualification, that these bivariate associations should not be read 

as implying that vision attributes operate in isolation from the realization factors – communication frequency, organizational 

alignment, and staff empowerment – identified elsewhere in the literature (Kantabutra & Saratun, 2011; Kantabutra & Rungruang, 

2013) as necessary conduits through which vision attributes translate into staff outcomes. The comparatively lower correlation for 

vision desirability, relative to future-orientation and challenge, is consistent with earlier evidence that desirability's effect on 

satisfaction and loyalty outcomes is often conditional on the strength of vision sharing (Mahmood & Rehman, 2015), suggesting that 

Nigerian commercial banks seeking to convert a desirable vision into loyalty gains cannot rely on the vision statement alone but 

must also invest in the channels through which that vision is communicated and reinforced. 

It is also instructive to situate these coefficients alongside findings from the broader Nigerian management literature, where 

correlations between structured organizational practices and employee or firm-level outcomes have tended to be somewhat more 

moderate than those reported here. Okonkwo (2026), examining the relationship between strategic management practices and 

organizational performance among small and medium enterprises in Ogun State, Nigeria, reported correlation coefficients ranging 

from 0.54 to 0.66 between individual strategic-management dimensions and organizational performance, with strategy 

implementation emerging as the strongest predictor. The comparatively higher coefficients obtained in the present study may reflect 

differences in unit of analysis – individual employee attitudes as opposed to firm-level performance perceptions – as well as the 

more tightly defined, single-construct pairing of each vision attribute with its theoretically closest outcome variable, discussed in 

Section 2.4 above, rather than a pooled composite measure. Nonetheless, both studies converge on the broader conclusion that 

structured, deliberately communicated organizational practices – whether framed as vision attributes or as strategic-management 

dimensions – are systematically and positively associated with favourable performance outcomes among Nigerian organizations 

operating in competitive, resource-constrained environments. 

Theoretical Implications 

The pattern of results carries implications for the theoretical perspectives underpinning the study. That all three hypothesized 

vision-attribute-to-performance pathways were confirmed, rather than only one or two proving significant, lends support to Goal-

Setting Theory's (Locke & Latham, 1990) central proposition that specific, challenging, and accepted goals are systematically 

associated with stronger performance outcomes – here operationalized at the organizational rather than the individual task level. The 

particularly strong coefficient observed for vision challenge and employee satisfaction (r = 0.981) suggests that, within a Nigerian 

commercial banking context, the motivational mechanism Locke and Latham describe as goal difficulty may operate with especially 

strong force when the goal in question is embedded within an organization-wide vision rather than an individually assigned task. At 

the same time, the comparatively more moderate coefficient for vision desirability and employee loyalty (r = 0.808) is consistent 

with the view, advanced by Mahmood and Rehman (2015) and reinforced by Kantabutra and Saratun (2011), that desirability's 

influence on affective outcomes such as loyalty is more heavily mediated by vision-realization factors – communication, 

empowerment, and organizational alignment – than is true of future-orientation or challenge. This suggests that models of vision 

effectiveness applied to Nigerian banking should treat vision attributes and vision-realization mechanisms as complementary rather 

than substitutable explanatory constructs. 

 

 

Practical and Policy Implications 

For bank management, the findings suggest that investment in making a vision statement genuinely challenging – rather than 

merely aspirational in a generic sense – is likely to yield the largest satisfaction dividend among the three attributes examined, 
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without implying that future-orientation or desirability should be neglected. Because future-orientation showed the strongest link to 

job commitment, banks seeking to reduce turnover among experienced staff may find it useful to invest specifically in 

communicating a credible long-term trajectory – branch expansion plans, technology roadmaps, or career-progression pathways – 

rather than relying on generic mission language. The comparatively weaker, though still significant, desirability-loyalty relationship 

signals a specific, low-cost intervention point: banks that periodically demonstrate, in concrete terms, how organizational goals 

translate into direct staff benefit may close part of the loyalty gap separating them from institutions with stronger vision-sharing 

practices. For regulators and industry associations such as the Chartered Institute of Bankers of Nigeria, the results offer a rationale 

for incorporating vision-communication competencies into leadership-development curricula aimed at branch and unit managers, 

who are typically the immediate conduits through which corporate vision reaches frontline staff. 

Read alongside the descriptive results in Table 4, the correlation pattern also offers a plausible explanation for why vision 

challenge produced the strongest coefficient of the three: respondents' mean rating for vision challenge (3.96), while high, was 

somewhat lower and more variable (SD = 0.64) than their rating for future-orientation (4.24, SD = 0.58), implying greater between-

employee variation in how challenging respondents perceived their roles to be – variation that the satisfaction measure was evidently 

sensitive to. Where a construct shows relatively little variance across respondents, as future-orientation arguably did, its correlation 

with an outcome variable can be attenuated even where the underlying relationship is theoretically strong, a statistical nuance worth 

bearing in mind when comparing the magnitude of the three coefficients rather than treating them as directly reflecting the relative 

theoretical importance of each vision attribute. 

5. CONCLUSION 

This study examined the relationship between organizational vision – conceptualized through the attributes of future-orientation, 

challenge, and desirability – and employee performance – conceptualized through job commitment, employee satisfaction, and 

employee loyalty – among employees of nine commercial banks in Anambra State, Nigeria. Using a correlational survey design and 

Pearson correlation analysis on data from 336 respondents, the study found strong, statistically significant, positive relationships 

between all three vision-attribute and performance-outcome pairs: vision future-orientation and job commitment (r = 0.911), vision 

challenge and employee satisfaction (r = 0.981), and vision desirability and employee loyalty (r = 0.808). All three null hypotheses 

were accordingly rejected. The evidence indicates that when employees are afforded the opportunity to engage with, and are exposed 

to, a bank's vision in a manner that renders it forward-looking, appropriately challenging, and genuinely desirable, their fulfilment 

with respect to job requirements and working conditions improves measurably. The study therefore concludes that organizational 

vision exerts a significant and substantively meaningful influence on employee performance in the commercial banking sector of 

Anambra State, and, by extension, offers a template that other Nigerian service organizations may find instructive. 

6. RECOMMENDATIONS 

•  Bank management should create structured avenues – such as departmental forums or vision-review committees – through 

which employees at all levels can participate in vision creation and periodic review, thereby strengthening the sense of 

ownership that underlies job commitment. 

•  Management should formulate vision statements that explicitly challenge employees to achieve desirable outcomes, since 

vision challenge showed the strongest association with employee satisfaction in this study. 

•  Vision statements should be framed to demonstrate a clear and credible benefit to staff, and should be communicated 

frequently and consistently – rather than confined to websites or wall plaques – so as to convert desirability into sustained 

employee loyalty. 

•  Human-resource departments should integrate vision-alignment indicators into performance-appraisal systems, so that 

employees' contribution to the realization of the organizational vision is formally recognized and rewarded. 

•  Future researchers should extend this line of inquiry to the relationship between organizational vision and financial 

performance, customer relationship management, and operational performance among commercial banks and other service 

firms in Anambra State and beyond. 

As with any single-state, cross-sectional survey of this kind, the findings reported here should be generalized with caution 

beyond commercial banks operating in Anambra State, and a longitudinal design tracking the same banks across multiple vision-

review cycles would be needed to establish the direction of causality with greater confidence. 

REFERENCES 

Armstrong, M., & Baron, A. (1998). Performance management: The new realities. London: Institute of Personnel and Development. 



International Journal of Academic Management Science Research (IJAMSR) 

ISSN: 2643-900X 

Vol. 10 Issue 8 August - 2026, Pages: 129-141 

www.ijeais.org/ijamsr 

139 

Babakus, E., Yavas, U., Karatepe, O. M., & Avci, T. (2003). The effect of management commitment to service quality on employees' 

affective and performance outcomes. Journal of the Academy of Marketing Science, 31(3), 272–286. 

Barnett, K., & McCormick, J. (2003). Vision, relationships and teacher motivation: A case study of selected public and private 

secondary schools in Sydney, Australia. Journal of Educational Administration, 41(1), 55–73. 

Baum, J. R., Locke, E. A., & Kirkpatrick, S. A. (1998). A longitudinal study of the relation of vision and vision communication to 

venture growth in entrepreneurial firms. Journal of Applied Psychology, 83(1), 43–54. 

Bennis, W. G., & Nanus, B. (1985). Leaders: The strategies for taking charge. New York, NY: Harper & Row. 

Bettencourt, L. A., Gwinner, K. P., & Meuter, M. L. (2001). A comparison of attitude, personality, and knowledge predictors of 

service-oriented organizational citizenship behaviour. Journal of Applied Psychology, 86(1), 29–41. 

Borman, W. C., & Motowidlo, S. J. (1993). Expanding the criterion domain to include elements of contextual performance. In N. 

Schmitt & W. C. Borman (Eds.), Personnel selection in organizations (pp. 71–98). San Francisco, CA: Jossey-Bass. 

Campbell, J. P. (1999). The definition and measurement of performance in the new age. In D. R. Ilgen & E. D. Pulakos (Eds.), The 

changing nature of performance (pp. 399–429). San Francisco, CA: Jossey-Bass. 

Cato, S. T., & Gordon, J. (2012). Relationship of the strategic vision alignment to employee productivity and student enrollment: A 

case study of LaGuardia Community College. Research in Higher Education Journal, 17, 1–17. 

Cheema, S., Akram, A., & Javed, F. (2015). Impact of employee engagement and visionary leadership on customer and employee 

satisfaction: A study of selected restaurants in Faisalabad, Pakistan. Journal of Business Studies Quarterly, 7(2), 1–15. 

Chung, S. H., Jung, C. S., Sohn, Y. K., & Park, N. K. (2010). Effect of leader trust, organizational trust, and organizational 

commitment on job satisfaction. Journal of Digital Convergence, 8(4), 149–163. 

Darbi, W. P. K. (2012). Of mission and vision statements and their potential impact on employee behaviour and attitudes: The case 

of a public but profit-oriented tertiary institution. International Journal of Business and Social Science, 3(1), 95–109. 

Delobbe, N., & Vandenberghe, C. (2000). A four-dimensional model of organizational commitment among Belgian employees. 

European Journal of Psychological Assessment, 16(2), 125–138. 

Ezekwe, E. A., & Egwu, S. N. (2016). Creating awareness on vision and mission statements among employees of Ebonyi State 

University, Nigeria: A discourse. Review of Public Administration and Management Journal, 4(1), 105–118. 

Fry, L. W. (2003). Toward a theory of spiritual leadership. The Leadership Quarterly, 14(6), 693–727. 

Heskett, J. L., Sasser, W. E., & Schlesinger, L. A. (1997). The service profit chain: How leading companies link profit and growth 

to loyalty, satisfaction, and value. New York, NY: Free Press. 

Hoque, K. (2000). Human resource management and performance in the UK hotel industry. British Journal of Industrial Relations, 

38(3), 419–443. 

House, R. J., & Shamir, B. (1993). Toward an integration of charismatic, transformational, and visionary theories. In M. M. Chemers 

& R. Ayman (Eds.), Leadership theory and research: Perspectives and directions (pp. 81–107). Orlando, FL: Academic Press. 

Hulsheger, U. R., Anderson, N., & Salgado, J. F. (2009). Team-level predictors of innovation at work: A comprehensive meta-

analysis spanning three decades of research. Journal of Applied Psychology, 94(5), 1128–1145. 

Jacobs, T. O., & Jaques, E. (1990). Military executive leadership. In K. E. Clark & M. B. Clark (Eds.), Measures of leadership (pp. 

281–295). West Orange, NJ: Leadership Library of America. 

Judge, T. A., Woolf, E. F., Hurst, C., & Livingston, B. (2006). Charismatic and transformational leadership: A review and an agenda 

for future research. Zeitschrift fur Arbeits- und Organisationspsychologie, 50(4), 203–214. 

Kantabutra, S. (2006). Leader and follower factors in customer and employee satisfaction: It takes two to tango. Journal of Applied 

Business Research, 22(4), 33–45. 

Kantabutra, S. (2008). Vision effects in Thai retail stores: Practical implications. International Journal of Retail & Distribution 

Management, 36(4), 323–342. 



International Journal of Academic Management Science Research (IJAMSR) 

ISSN: 2643-900X 

Vol. 10 Issue 8 August - 2026, Pages: 129-141 

www.ijeais.org/ijamsr 

140 

Kantabutra, S., & Avery, G. C. (2003). Enhancing SME performance through vision-based leadership: An empirical study. Journal 

of the Small Enterprise Association of Australia and New Zealand, 11(1), 2–18. 

Kantabutra, S., & Avery, G. C. (2007). Vision effects in customer and staff satisfaction: An empirical investigation. Leadership & 

Organization Development Journal, 28(3), 209–229. 

Kantabutra, S., & Avery, G. C. (2009). Shared vision in customer and staff satisfaction: Relationships and their consequences. A 

case study of Australian retail stores. The Journal of Applied Business Research, 25(4), 9–22. 

Kantabutra, S., & Rungruang, P. (2013). Perceived vision-based leadership effects on staff satisfaction and commitment at a Thai 

energy provider. Asia-Pacific Journal of Business Administration, 5(2), 157–178. 

Kantabutra, S., & Saratun, M. (2011). Identifying vision realization factors at a Thai state enterprise. Management Research Review, 

34(9), 996–1017. 

Kantabutra, S., & Vimolratana, P. (2009). Vision-based leadership: Relationships and consequences in Thai and Australian retail 

stores. Asia Pacific Journal of Business Administration, 1(2), 165–188. 

Katz, D., & Kahn, R. L. (1978). The social psychology of organizations (2nd ed.). New York, NY: Wiley. 

Keith, J., & Ken, L. (2011). Organizational vision and system influences on employee inspiration and organizational performance. 

Creativity and Innovation Management, 20(2), 89–103. 

Kotter, J. P. (1990). A force for change: How leadership differs from management. New York, NY: Free Press. 

Locke, E. A., Kirkpatrick, S., Wheeler, J. K., Schneider, J., Niles, K., Goldstein, H., Welsh, K., & Chah, D. (1991). The essence of 

leadership: The four keys to leading successfully. New York, NY: Lexington Books. 

Locke, E. A., & Latham, G. P. (1990). A theory of goal setting and task performance. Englewood Cliffs, NJ: Prentice Hall.  

Mahmood, S., & Rehman, A. U. (2015). Impact of effective vision attributes on employee satisfaction: A case study of public, private 

and development sectors of Islamabad, Pakistan. International Journal of Economics and Management Sciences, 5(2), 45–55. 

Martin, J., McCormack, B., Fitzsimons, D., & Spirig, R. (2014). The importance of inspiring a shared vision: A case study of the 

Royal College of Nursing's Clinical Leadership Programme, Switzerland. International Practice Development Journal, 4(2), 1–

18. 

Morden, T. (1997). Leadership as vision. Management Decision, 35(9), 668–676. 

Mosadeghrad, A. M. (2003). The role of participative management (suggestion system) in hospital effectiveness and efficiency. 

Research in Medical Sciences, 8(3), 85–89. 

Mumford, M. D., & Strange, J. M. (2005). The origins of vision: Effects of reflection, models, and analysis. The Leadership 

Quarterly, 16(1), 121–148. 

Nadler, D. A., & Heilpern, J. D. (1998). The CEO in the context of discontinuous change. In D. C. Hambrick, D. A. Nadler, & M. 

L. Tushman (Eds.), Navigating change: How CEOs, top teams, and boards steer transformation (pp. 108–136). Boston, MA: 

Harvard Business School Press. 

Nadler, G., & Hibino, S. (1990). Breakthrough thinking. Rocklin, CA: Prima. 

Nanus, B. (1992). Visionary leadership: Creating a compelling sense of direction for your organization. San Francisco, CA: Jossey-

Bass. 

Nunnally, J. C. (1978). Psychometric theory (2nd ed.). New York, NY: McGraw-Hill. 

Okonkwo, N. E. (2026). The impact of strategic management practices on organizational performance: A study of selected small 

and medium enterprises (SMEs) in Ogun State, Nigeria. International Journal of Academic Management Science Research, 

10(7), 182–191. 

O'Connell, D., Hickerson, K., & Pillutla, A. (2011). Organizational visioning: An integrative review. Group & Organization 

Management, 36(1), 103–125. 

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational commitment, job satisfaction, and turnover 

among psychiatric technicians. Journal of Applied Psychology, 59(5), 603–609. 



International Journal of Academic Management Science Research (IJAMSR) 

ISSN: 2643-900X 

Vol. 10 Issue 8 August - 2026, Pages: 129-141 

www.ijeais.org/ijamsr 

141 

Sashkin, M. (1988). The visionary leader. In J. A. Conger & R. N. Kanungo (Eds.), Charismatic leadership: The elusive factor in 

organizational effectiveness (pp. 122–160). San Francisco, CA: Jossey-Bass. 

Senge, P. M. (1990). The fifth discipline: The art and practice of the learning organization. New York, NY: Currency Doubleday. 

Shamir, B., House, R. J., & Arthur, M. B. (1993). The motivational effects of charismatic leadership: A self-concept based theory. 

Organization Science, 4(4), 577–594. 

Snyder, N. H., Dowd, J. J., & Houghton, D. M. (1994). Vision, values, and courage: Leadership for quality management. New York, 

NY: Free Press. 

Sosik, J. J., & Dinger, S. L. (2007). Relationships between leadership style and vision content: The moderating role of need for social 

approval, self-monitoring, and need for social power. The Leadership Quarterly, 18(2), 134–153. 

Taylor, C. M., Cornelius, C. J., & Colvin, K. (2014). Visionary leadership and its relationship to organizational effectiveness. 

Leadership & Organization Development Journal, 35(6), 566–583. 

The Loyalty Research Center. (1990). Employee loyalty: Concept and measurement. Indianapolis, IN: Author. 

Westley, F., & Mintzberg, H. (1989). Visionary leadership and strategic management. Strategic Management Journal, 10(S1), 17–

32. 

Wilkens, A. L. (1989). Developing corporate character. San Francisco, CA: Jossey-Bass. 

Yamane, T. (1967). Statistics: An introductory analysis (2nd ed.). New York, NY: Harper and Row. 

Young, J., Egan, T., Jaye, C., Williamson, M., Askerud, A., Radue, P., & Penese, M. (2017). Shared care requires a shared vision: 

Communities of clinical practice in a primary care setting of Otago, Dunedin, New Zealand. Journal of Clinical Nursing, 26(23-

24), 3846–3858. 

Yukl, G. (1994). Leadership in organizations (3rd ed.). Upper Saddle River, NJ: Prentice Hall. 

Zaccaro, S. J., & Banks, D. J. (2001). Leadership, vision, and organizational effectiveness. Organizational Leadership Journal, 5(2), 

181–218. 

Zaccaro, S. J., & Banks, D. (2004). Leader visioning and adaptability: Bridging the gap between research and practice on developing 

the ability to manage change. Human Resource Management, 43(4), 367–380. 


