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Abstract 

This study aims to explore the impact of organizational goal vagueness (OGV) on employee 
motivation, focusing on intrinsic and extrinsic factors. The research investigates how unclear 
goals influence employee productivity, engagement, and well-being within organizations. 
The study employs a systematic literature review (SLR) approach, analyzing recent studies 
and theories to synthesize findings on the effects of goal ambiguity. The study examines 
various empirical and theoretical contributions to the topic by reviewing peer-reviewed 
articles. The findings reveal that goal ambiguity significantly reduces employee motivation 
by creating confusion and uncertainty about roles and expectations. Both intrinsic motivation 
(personal satisfaction) and extrinsic motivation (rewards and recognition) are negatively 
impacted. The research also highlights that goal vagueness undermines employee 
engagement and increases stress, leading to burnout and decreased productivity. 
Additionally, clear and well-communicated goals are essential for enhancing motivation, 
improving performance, and fostering organizational success. The study suggests that 
organizations must prioritize clear goal-setting and transparent communication to mitigate 
the adverse effects of goal vagueness. Regular feedback, aligned objectives, and better 
leadership communication are essential to improve employee motivation and ensure 
organizational effectiveness. These findings provide practical recommendations for 
managers aiming to foster a motivated and engaged workforce. 
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INTRODUCTION  
In today's organizations' fast-paced and complex dynamics, the clarity of goals 

stands out as a fundamental pillar for achieving sustainable success. Organizations 
navigate ever-changing landscapes marked by rapid transformations, heightened 
uncertainties, and mounting pressures. Clearly defined and specific goals transcend 
their role as benchmarks; they become pivotal instruments for guiding strategy and 
fueling employee motivation (Ellsworth, 2002). When objectives are well-articulated, 
they align an organization’s overarching vision with the individual endeavors of its 
workforce, cultivating an environment of productivity, engagement, and fulfillment. 
However, organizational goal vagueness (OGV) looms large across various sectors 

https://issn.lipi.go.id/terbit/detail/20220208050983240
mailto:hasyimhalim8@gmail.com


Organizational Goal Vagueness and Its Impact on Employee Motivation 

  Economics and Digital Business Review, 5(1), 2024 | 445 

despite its importance. This phenomenon, arising from an inability to communicate 
precise and consistent objectives, erects formidable barriers to operational efficiency 
and employee morale. Far from being a routine managerial oversight, OGV poses 
profound theoretical and practical implications, threatening the very sustainability of 
organizations. Its presence disrupts the delicate alignment between strategy and 
workforce cohesion, triggering a cascade of lowered productivity, diminished 
morale, and fractured organizational unity. It becomes increasingly clear that 
addressing the root causes and ripple effects of OGV is not merely optional—it is 
essential to safeguarding organizational effectiveness and workforce engagement. 

At its core, organizational goal vagueness (OGV) often arises from a 
combination of destabilizing factors. Frequent leadership changes, poorly 
communicated organizational visions, and inadequate strategic planning are key 
contributors to goal ambiguity (Stringham, 2012). This ambiguity becomes even more 
pronounced when conflicting priorities emerge, leaving employees uncertain about 
their roles and objectives. The resulting confusion significantly diminishes their 
motivation, as they struggle to understand how their efforts align with broader 
organizational goals (Levinthal & Rerup, 2021). The lack of clarity not only disrupts 
the alignment of individual actions with organizational objectives but also 
undermines employees' sense of purpose, leading to disengagement and a decline in 
overall productivity. This disorientation triggers a cascade of inefficiencies that affect 
both individual and collective performance, impeding the achievement of 
organizational goals. The consequences of OGV are particularly critical in 
environments where employee motivation is directly tied to strategic outcomes, 
making clarity in goal-setting essential (Danaeefard et al., 2022). Given these 
concerns, this study aims to explore in-depth the impact of OGV on employee 
motivation, examining the complex mechanisms through which goal ambiguity 
undermines performance at both the individual and organizational levels. Through 
this analysis, the study seeks to shed light on the significant consequences of unclear 
goals and propose strategies to mitigate their negative effects on employee 
engagement and productivity. 

Employee motivation is a cornerstone of organizational success, significantly 
influencing productivity, creativity, and workplace dynamics (Lakshmi et al., 2024). 
Effective performance management practices, such as goal setting, feedback 
mechanisms, and recognition, are crucial for fostering motivation and engagement 
(Vassilev et al., 2024). However, task ambiguity—often stemming from unclear 
standard operating procedures (SOPs) and poor leadership communication—
negatively impacts employee productivity and satisfaction (Savandha et al., 2024). 
Organizations must address these issues by developing comprehensive SOPs, 
enhancing leadership communication, and aligning employee goals with 
organizational objectives. Regular feedback can also strengthen motivation and foster 
a supportive work environment (Vassilev et al., 2024). A motivated workforce is 
essential for organizational growth and market competitiveness, transcending the 
quality of products or services (Kalaivani & Venkatachalam, 2024). Research further 
underscores the importance of effective communication and monetary and non-
monetary motivational factors in boosting employee morale and productivity (Basu, 
2023; Suryani et al., 2023). Engaged employees often surpass essential job 
responsibilities, contributing to business growth and goal achievement (Akerele, 
2023; Kalaivani & Venkatachalam, 2024). 
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Studies highlight the significant role of precise goal setting and effective 
communication in enhancing employee motivation and performance (Rini et al., 
2023). Organizational goal vagueness (OGV), however, undermines public service 
motivation (PSM) and innovative work behavior (IWB) by causing dissatisfaction, 
poor morale, and perceptions of unfairness (Danaeefard et al., 2022). Managers 
sometimes obscure goals to maintain evaluation flexibility despite the known 
benefits of specificity (Nagy & Walsh, 2024). Nonetheless, apparent goal properties at 
both employee and organizational levels positively impact performance appraisal 
fairness, particularly when goal difficulty and specificity are balanced (Harrington & 
McCaskill, 2021). Intrinsic motivation plays a key role in this dynamic, emphasizing 
the importance of clarifying goals and linking job tasks to higher organizational 
objectives (Danaeefard et al., 2022). These findings highlight the need for 
organizations to reduce ambiguity in goal setting to enhance employee motivation, 
satisfaction, and overall effectiveness. 

While previous studies have extensively examined the relationship between 
goal setting, organizational communication, and employee motivation, significant 
gaps remain in understanding the adverse effects of organizational goal vagueness 
(OGV). Existing literature predominantly highlights the benefits of specific and 
measurable goals in improving employee motivation and organizational outcomes 
(Rini et al., 2023). These studies have demonstrated that clear goals enhance job 
satisfaction, productivity, and commitment, yet they fail to address how vague or 
ambiguous goals negatively influence these factors. The mechanisms by which OGV 
disrupts employee behavior and engagement remain underexplored, leaving an 
incomplete understanding of its impact on workplace dynamics. While some 
research acknowledges the potential harm of goal ambiguity, the nuanced interplay 
between goal vagueness and critical outcomes such as job satisfaction, morale, and 
employee retention has not been sufficiently investigated. For example, Danaeefard 
et al. (2022) identify links between goal vagueness and reduced public service 
motivation, yet broader empirical evidence across diverse organizational contexts is 
limited. Similarly, Nagy and Walsh (2021) highlight managerial tendencies to 
obscure goals for flexibility in evaluation, but they do not explore the cascading 
effects on employee perceptions and performance. This study addresses these gaps 
by examining the unexplored dimensions of OGV and its implications for employee 
motivation. It aims to provide actionable insights and extend the theoretical 
understanding of goal clarity in organizational settings. 

This research breaks new ground by thoroughly analyzing organizational goal 
vagueness (OGV) and its profound effects on employee motivation. Using a 
systematic literature review (SLR) method, the study bridges theoretical constructs 
with empirical insights to craft a nuanced understanding of this underexplored 
phenomenon. The novelty of this work lies in its sharp focus on the dynamic 
relationship between vague organizational goals, the motivational frameworks of 
employees, and the resulting organizational outcomes. Existing literature has 
predominantly highlighted the benefits of clarity in goal setting. However, it remains 
largely silent on the mechanisms through which goal vagueness erodes morale, 
disrupts alignment, and weakens productivity. Addressing this gap, the research 
seeks to illuminate these mechanisms and their broader implications, contributing 
theoretical depth and practical solutions to the discourse. Two pressing research 
questions guide this study: How does organizational goal vagueness affect employee 
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motivation? Moreover, What strategies can organizations adopt to counteract the 
negative impacts of vague goals on their workforce? By answering these questions, 
the research aims to deliver actionable recommendations that empower managers 
and policymakers to prioritize clarity in goal-setting processes. The ultimate objective 
is to enhance organizational stability, foster a motivated and engaged workforce, and 
provide a robust framework for addressing the pervasive challenges OGV poses in 
contemporary organizational settings. 

 
 Theoretical Foundations: Goal-Setting Theory  

Goal-setting theory, pioneered by Locke & Latham (2013), stands as a 
cornerstone in studying motivation within organizational contexts. This theory 
asserts that specific, challenging goals, paired with constructive feedback, foster 
higher levels of employee performance by providing a clear sense of direction and 
purpose. In contemporary organizations' dynamic and complex environments, where 
uncertainty and rapid changes are the norm, Goal-Setting Theory offers a structured 
approach to aligning individual actions with organizational objectives. This 
alignment enhances productivity and cultivates a more profound sense of 
engagement and commitment among employees, making the theory indispensable 
for modern management practices. A critical element of Goal-Setting Theory is the 
emphasis on goal specificity. Research consistently highlights that well-defined, 
measurable goals significantly outperform vague or ambiguous objectives in driving 
employee performance (Kuvaas et al., 2017). Specific goals reduce ambiguity, 
provide clear benchmarks for success, and enable employees to focus their efforts 
effectively. Moreover, challenging yet attainable goals inspire individuals to exert 
more effort, fostering a sense of achievement and pride upon completion. This 
intricate relationship between goal specificity and performance underscores the 
importance of clarity in managerial strategies (Locke & Latham, 2019). 

Equally pivotal is the theory's exploration of the motivational power of clear 
goals. Employees who comprehend their objectives are better positioned to channel 
their energy and resources toward achieving them. Goal clarity minimizes 
uncertainty, allowing employees to devise and implement effective strategies. 
Furthermore, the persistence required to achieve clear goals promotes sustained 
effort, ensuring that employees remain committed despite challenges. This 
connection between goal clarity and motivation has been validated across diverse 
organizational settings, establishing its universal relevance (Latham & Pinder, 2005). 
Commitment to goals represents another cornerstone of Goal-Setting Theory. 
Employees' embraced and internalized goals elicit more significant levels of effort 
and dedication. Latham (2023) demonstrate that participative goal-setting processes, 
where employees are involved in defining their objectives, significantly enhance goal 
acceptance and performance outcomes. This participatory approach fosters a sense of 
ownership and accountability, which is critical for driving long-term motivation and 
engagement within the workforce. 

However, Organizational Goal Vagueness (OGV) introduces significant 
challenges that undermine these principles. OGV occurs when organizational 
objectives are poorly articulated or inconsistently communicated, leading to 
employee confusion and reduced motivation. In such scenarios, the application of 
Goal-Setting Theory becomes even more critical. Emphasizing goal specificity, 
clarity, and employee involvement can mitigate the detrimental effects of OGV. 
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Organizations can ensure that employees understand their roles and responsibilities 
by implementing structured and transparent goal-setting processes, thereby 
maintaining motivation and performance (Gagné, 2018). Practical applications of 
Goal-Setting Theory suggest several strategies for organizations grappling with 
OGV. First, organizations should prioritize clear and consistent communication of 
objectives at all levels to eliminate ambiguities. Establishing regular feedback 
mechanisms allows employees to track their progress and make necessary 
adjustments. Furthermore, aligning individual goals with broader organizational 
objectives ensures coherence and fosters a sense of purpose among employees. 
Incorporating employees into goal-setting enhances commitment and motivation, 
ultimately improving organizational outcomes (Ashford et al., 2018). 

 
The Critical Role of Goal Clarity in Organizational Success 

In today's fast-paced and ever-changing organizational environment, the 
clarity of goals has become a fundamental component of organizational success. 
Clear goals serve as a guiding framework for aligning individual efforts with the 
organization's strategic vision (Malik, 2023). They help define employees' 
expectations, set clear expectations, and create a roadmap for success. This clarity 
enhances productivity and improves employee engagement and job satisfaction 
(Garg et al., 2018). When employees are given specific, measurable, and achievable 
goals, they are more motivated to pursue them, knowing precisely what they need to 
do and how to do it (Locke, 2000). Clear goals allow organizations to align their 
efforts with their long-term strategic objectives, ensuring that individual 
performance contributes to the organization's overarching goals. This synergy 
between personal and organizational objectives is key to organizational performance.  

Organizations that implement clear and specific goals experience higher levels 
of employee motivation and job satisfaction  (Humairah et al., 2023). Clear goals help 
employees prioritize their tasks and focus on achieving them, minimizing confusion 
and uncertainty in the workplace. Goal clarity enhances motivation by providing 
employees with a sense of purpose and direction, which fosters greater engagement 
and effortt (Manolache & Epuran, 2023). When employees know exactly what is 
expected of them, they can concentrate on tasks that contribute directly to achieving 
organizational success, thus boosting their individual and collective performance. 
Research by Ali et al. (2021) highlights that clear goals lead to improved project 
success, especially in organizations where culture and leadership are aligned with 
transparent objective-setting processes. On the other hand, goal ambiguity has been 
shown to have a detrimental effect on employee motivation and organizational 
effectiveness. When goals are vague or unclear, employees may experience confusion 
and frustration, reducing motivation and commitment to their tasks. This ambiguity 
can also result in role confusion, where employees are unsure about their 
responsibilities or how their work aligns with the organization's broader objectives. 
This lack of clarity often leads to stress, lower job satisfaction, and disengagement 
from work. Campbell (2023) argue that organizational goal ambiguity negatively 
impacts public service motivation and innovative work behavior, further 
underscoring the importance of goal clarity in driving performance and engagement. 

Clear goals foster a positive organizational culture and improve employee 
morale (Geetha, 2024). When employees understand the organization's goals and 
how their work contributes to achieving them, they are more likely to feel engaged 
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and motivated. This engagement is essential for individual performance and a 
collaborative and productive work environment. Zhang et al. (2022) found that clear 
organizational goals positively influence work attitudes, improving overall 
organizational performance. Employees are more likely to embrace their roles and 
work toward the common goal, strengthening organizational unity and reducing 
turnover (Estlund, 2003). Goal clarity also has a significant impact on trust between 
employees and management (Bellamkonda et al., 2021). When goals are 
communicated clearly, employees feel that their leaders are competent, transparent, 
and reliable. This trust strengthens the relationship between employees and the 
organization, encouraging long-term commitment and retention. Yinusa & Ogoun 
(2024) found that clear communication of goals helps build trust in leadership, 
leading to improved organizational commitment and employee retention. On the 
contrary, unclear goals can result in a lack of trust, as employees may feel that 
management is not providing the necessary information or support for them to 
succeed. 

 
The Mechanisms Through Which Goal Vagueness Impacts Employee Motivation 

In modern organizations, goal clarity is essential for fostering motivation and 
driving organizational success. Clear and specific goals align individual efforts with 
organizational strategy, helping employees understand their roles and priorities (Cai, 
2023). however, when goals are ambiguous or poorly defined, employees often face 
confusion, stress, and disengagement, significantly hindering their ability to perform 
effectively (Imperatori, 2017). The lack of clarity disrupts focus, reduces productivity, 
and diminishes job satisfaction. Goal ambiguity directly affects employees' ability to 
prioritize tasks and manage their time effectively (Chun & Rainey, 2005). Without 
clear guidance on what is expected, employees may struggle to determine which 
tasks take precedence, leading to inefficiencies and decreased productivity. Vassilev 
et al. (2024) found that explicit feedback loops and well-communicated objectives are 
critical for creating a motivating environment. Employees who lack clarity on goals 
are often left to navigate tasks without direction, resulting in frustration and 
decreased motivation. When goals are communicated effectively, employees can 
focus on their tasks with a clearer sense of purpose, increasing efficiency and 
improving performance (Latham, 2023). 

Unclear goals can erode trust between employees and management, 
undermining motivation. When employees are uncertain about their roles and 
expectations, they may lose confidence in their ability to meet organizational goals 
(Wahyuni, 2024). This diminished self-confidence can result in disengagement and 
lower morale, making it more difficult for employees to remain committed to their 
work. Savandha et al. (2024) emphasize the negative impact of unclear standard 
operating procedures and poor communication in exacerbating task ambiguity 
(Najafi-Tavani et al., 2022). These factors contribute to an environment where 
employees feel unsupported and unsure how to contribute effectively, leading to 
decreased individual and organizational performance. In addition to undermining 
confidence, goal ambiguity can negatively affect intrinsic and extrinsic motivation 
(Kadous et al., 2019). Intrinsic motivation, driven by the satisfaction of achieving 
meaningful tasks, can decline when employees perceive the goals set before them as 
unattainable or unclear. This loss of motivation can lead to disengagement and 
reduced overall performance (Jumady, 2023). At the same time, extrinsic motivation, 
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such as rewards or recognition, may also lose effectiveness. When employees are 
uncertain about how their efforts align with organizational objectives, they may feel 
that their contributions are not being recognized or rewarded appropriately. This 
lack of alignment between effort and reward can further reduce motivation. 
Harrington & McCaskill (2022) found that goal vagueness negatively affects 
employees' perception of performance appraisal fairness, diminishing their 
motivation and engagement with the organization. 

The perception of fairness in performance evaluations is another critical factor 
affected by goal ambiguity. When employees are unsure of the expectations they are 
being held to, they are more likely to feel that performance appraisals are unfair or 
inaccurate (Rubin & Edwards, 2020). This perception of injustice can reduce their 
commitment to the organization and lower their motivation to perform well. If 
employees believe that the goals they are being evaluated against are unclear or 
unreasonable, they may feel that their efforts are not being reasonably recognized 
(Park et al., 2021). This can lead to frustration and disengagement, which ultimately 
harms organizational performance. Harrington & McCaskill (2022)also discovered 
that unclear goals directly undermine the perceived fairness of performance 
assessments, leading to adverse outcomes for both the individual and the 
organization. Beyond these immediate effects on performance and motivation, goal 
ambiguity also has significant psychological impacts on employees. The stress and 
frustration caused by unclear expectations can increase job dissatisfaction and reduce 
overall well-being. Employees unsure of their role within an organization may 
experience higher stress levels, resulting in burnout and reduced productivity 
(Rollins et al., 2021). The psychological strain caused by goal ambiguity not only 
affects the individual but also diminishes the entire team's effectiveness. Zhang et al. 
(2023) argued that goal clarity is crucial for maintaining positive work attitudes and 
improving organizational performance, especially during periods of change. In 
contrast, ambiguity in organizational goals can create a toxic work environment 
characterized by confusion, low morale, and disengagement, ultimately hindering 
organizational success 

 

METHODOLOGY 
Study Design 

This study employs a systematic literature review (SLR) methodology to 
explore how organizational goal vagueness (OGV) impacts employee motivation. 
The SLR approach was chosen due to its structured and transparent process, which 
allows for identifying, selecting, and synthesizing relevant studies. This design 
enables the researcher to comprehensively analyze existing literature, evaluate 
findings from different studies, and integrate insights into a coherent framework. 
The SLR method is particularly suited for research topics that require a synthesis of 
findings from multiple studies and where the aim is to provide an overview of 
existing knowledge. 

 
Sample Population or Subject of the Research 

The sample population for this study consists of peer-reviewed articles, books, 
and academic reports published between 2018 and the present. The selection criteria 
focus on studies that examine the relationship between goal clarity and employee 
motivation, specifically in organizational contexts where goal vagueness may affect 
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motivation, performance, and organizational outcomes. The articles selected cover a 
range of industries and sectors, including public and private organizations, to ensure 
the research findings are comprehensive and applicable to diverse settings. 

 
Data Collection Techniques and Instrument Development 

Data collection for this systematic literature review involves a comprehensive 
search of academic databases such as Elsevier, Springer, Wiley, and Emerald. 
Keywords such as "goal vagueness," "employee motivation," "goal-setting theory," 
and "organizational performance" will be used to identify relevant studies. Inclusion 
criteria for selected studies include empirical research articles, theoretical papers, and 
case studies published in high-impact journals. Developing a structured data 
extraction form is essential for ensuring consistency in collecting key study 
attributes, such as sample size, methodology, findings, and relevance to the research 
questions. 

 
Data Analysis Techniques 

Data analysis follows a qualitative approach, utilizing thematic synthesis to 
identify common themes, patterns, and relationships across the selected studies. Each 
article will be assessed for relevance to the research question, focusing on how goal 
vagueness influences employee motivation. The findings will be integrated into a 
narrative that highlights key mechanisms, such as trust erosion, task prioritization, 
and motivation decline, while also identifying gaps in the existing literature. This 
method ensures a rigorous analysis that contributes to a deeper understanding of the 
impact of goal vagueness on employee motivation. 

 

RESULTS AND DISCUSSION 
Results 

In contemporary organizations, goal clarity plays a pivotal role in driving 
motivation and ensuring the organization's overall success. Clear and specific goals 
align individual efforts with organizational strategy, providing employees with a 
sense of purpose and direction. However, when goals are ambiguous or poorly 
defined, employees often face confusion and a lack of direction, which leads to 
decreased motivation and engagement. The lack of clarity disrupts focus, reduces 
productivity, and diminishes job satisfaction. The relationship between goal clarity 
and motivation is critical to organizational performance, and numerous studies 
indicate that clear, well-defined goals lead to higher employee engagement and 
better organizational outcomes. Goal ambiguity directly influences employees' ability 
to prioritize tasks and manage their time effectively. When there is uncertainty about 
expectations, employees struggle to determine which tasks should take precedence, 
leading to inefficiencies and decreased productivity. Vassilev et al. (2024) argue that 
explicit feedback loops and well-communicated objectives are essential for creating a 
motivating environment. Employees who lack clarity regarding goals are often left to 
navigate tasks without clear direction, resulting in frustration and lower motivation. 
When organizational goals are communicated effectively, employees can focus on 
tasks with a clearer sense of purpose, improving efficiency and overall performance.  

Unclear goals can undermine trust between employees and management, 
further weakening motivation. When employees are uncertain about their roles and 
what is expected of them, they may lose confidence in their ability to meet 
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organizational goals. This diminished self-confidence can lead to disengagement and 
reduced morale, making it more difficult for employees to remain committed to their 
work. Savandha et al. (2024) highlight the detrimental effects of poorly defined 
standard operating procedures (SOPs) and inadequate communication, which 
exacerbate task ambiguity. These factors create an environment in which employees 
feel unsupported and uncertain about how to contribute effectively, leading to a 
decrease in both individual and organizational performance. In addition to 
undermining confidence, goal ambiguity can negatively affect intrinsic and extrinsic 
motivation. Intrinsic motivation, driven by the satisfaction of achieving meaningful 
tasks, can decline when employees perceive goals as unattainable or unclear. This 
reduction in motivation leads to disengagement and a decrease in overall 
performance. Simultaneously, extrinsic motivation—such as rewards or 
recognition—may also lose effectiveness. When employees are uncertain about how 
their efforts align with organizational objectives, they may feel that their 
contributions are neither recognized nor rewarded appropriately. This misalignment 
between effort and reward further diminishes motivation. Harrington & McCaskill 
(2021) found that goal vagueness significantly impacts employees' perceptions of 
performance appraisal fairness, reducing their motivation and engagement with the 
organization. 

A significant consequence of goal ambiguity is its detrimental effect on how 
employees perceive the fairness of performance evaluations. When employees are 
unclear about their expectations, they are more likely to view their performance 
evaluations as unfair or inaccurate. This lack of clarity creates a sense of injustice, as 
employees may feel that the standards they are being assessed are not clearly defined 
or realistic. As a result, they may perceive their efforts as undervalued or misjudged. 
The perception of unfairness can significantly reduce employees' commitment to the 
organization, as they feel their contributions are not adequately recognized or 
rewarded. This feeling of injustice fosters disengagement, as employees may believe 
their hard work and efforts are not aligned with their expectations. Consequently, 
their motivation to perform at their best diminishes, leading to lower job satisfaction 
and ultimately affecting their productivity. This decline in engagement has broader 
organizational implications, as it erodes the relationship between the employee and 
the organization, contributing to higher turnover rates and decreased overall 
performance. Harrington & McCaskill (2021) further confirmed that when goals are 
unclear, employees' perceptions of fairness in performance assessments are 
negatively impacted, leading to a range of adverse outcomes for individuals and the 
organization. Therefore, ensuring goal clarity is crucial for maintaining fairness in 
performance evaluations and fostering a motivated and committed workforce. 

Beyond its immediate effects on performance and motivation, goal ambiguity 
also has significant psychological consequences for employees. When organizational 
goals are unclear, employees often experience stress and frustration due to the 
uncertainty surrounding their roles and expectations. This lack of clarity about what 
is expected of them increases anxiety, which can lead to job dissatisfaction and a 
decline in overall well-being. Employees may feel lost or uncertain about their ability 
to meet organizational goals, undermining their confidence and sense of 
achievement. This psychological strain, if left unaddressed, can escalate into burnout, 
a state of physical and emotional exhaustion caused by prolonged stress. Burnout 
negatively impacts productivity, as employees who are mentally and emotionally 
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drained are less likely to perform effectively. The effects of goal ambiguity are not 
limited to the individual level but also extend to team dynamics. The stress 
experienced by one employee due to unclear goals can create tension within the 
team, further diminishing collective performance. Zhang et al. (2023) argued that 
goal clarity is essential for maintaining positive work attitudes, particularly during 
organizational change. In contrast, goal ambiguity fosters a toxic work environment 
marked by confusion, low morale, and disengagement. When accumulated, these 
adverse psychological effects ultimately hinder organizational success by reducing 
individual and team performance. Therefore, organizations must prioritize clear 
goal-setting to mitigate the psychological impact of ambiguity and enhance the 
overall well-being of their employees. 

 
Discussion 

This research's findings reveal that the vagueness of organizational goals 
significantly affects employee intrinsic and extrinsic motivation. Goal ambiguity 
often arises from ineffective communication or poorly defined objectives, resulting in 
employees feeling confused and uncertain about their direction. When organizational 
goals are unclear or ambiguous, employees often experience a loss of direction, 
which ultimately diminishes their work enthusiasm. This highlights the importance 
of setting clear and specific goals, as they provide direction and help enhance 
employee motivation. The decline in motivation manifests in both intrinsic and 
extrinsic forms. Intrinsic motivation, which comes from personal satisfaction derived 
from task completion, is weakened when employees perceive their goals as 
unattainable or vague. Similarly, extrinsic motivation, which is driven by external 
rewards such as salary or recognition, is undermined when employees fail to see a 
clear connection between their efforts and the rewards they receive. The research also 
uncovered a strong relationship between goal vagueness and decreased productivity. 
When employees are uncertain about their goals, they struggle to prioritize tasks 
effectively, leading to decreased efficiency. This confusion also negatively impacts 
their sense of accomplishment as they struggle to gauge progress toward achieving 
their objectives. As highlighted by Vassilev et al. (2024), clear, well-communicated 
goals help employees stay focused and improve performance, demonstrating that 
goal-setting is crucial in motivating employees and driving organizational success. 

In addition to reducing motivation, the ambiguity surrounding organizational 
goals damages the relationship between employees and management, leading to 
lower employee engagement and commitment levels. When employees are unclear 
about their roles or expectations, they are likely to feel less engaged and less 
enthusiastic about contributing to the organization's success. This disengagement 
directly impacts the quality of work produced, as employees may not fully invest 
themselves in tasks that they do not understand or feel connected to. The lack of clear 
goals results in employees not feeling aligned with the organization's broader 
mission, leading to a diminished sense of contribution to the organization's long-
term objectives. Disengaged employees are more inclined to perform their duties 
with minimal effort, doing just enough to meet the basic requirements without 
striving for excellence. This finding aligns with motivation theory, which posits that 
employee engagement is strongly tied to understanding how their contributions 
align with the larger organizational goals. Savandha et al. (2024) similarly emphasize 
that goal ambiguity can significantly reduce employee engagement and innovation, 



Organizational Goal Vagueness and Its Impact on Employee Motivation 

454 | Economics and Digital Business Review, 5(1), 2024 

highlighting that when employees feel disconnected from the organization's 
objectives, their willingness to go above and beyond in their roles is significantly 
diminished. 

The psychological impact of goal ambiguity is also a significant concern in this 
study. When employees face unclear goals, they often experience heightened stress 
levels due to their inability to understand the expectations placed upon them. This 
lack of clarity creates mental tension that can lead to burnout, ultimately harming the 
individual and the organization. Employees who feel uncertain about their direction 
often experience frustration, leading to a decline in their overall well-being and work 
performance. The stress caused by unclear goals can contribute to feelings of anxiety 
and helplessness, which in turn can impair productivity and hinder collaboration. 
Zhang et al. (2023) assert that goal clarity is essential for maintaining positive work 
attitudes and enhancing organizational performance. When employees are unsure of 
their roles and responsibilities, the work environment becomes toxic, marked by 
confusion, low morale, and disengagement. This toxic work environment reduces the 
quality of work produced and decreases overall job satisfaction. The cumulative 
effects of stress, confusion, and frustration from unclear goals ultimately undermine 
the ability of employees to perform effectively, reducing the organization's overall 
performance and success. This finding underscores the need for clear and 
transparent goal-setting to foster a healthier, more productive work environment 
that supports employee well-being and organizational outcomes. 

The findings of this study are closely aligned with the Goal-Setting Theory, 
developed by Locke and Latham, which asserts that clear, specific, and measurable 
goals significantly enhance employee motivation. According to this theory, goals 
provide a clear direction and set measurable standards for success, which fosters 
more significant effort, persistence, and focus, ultimately improving performance. 
The study's results support the view that unclear goals create confusion, negatively 
impacting intrinsic and extrinsic motivation and decreasing productivity and 
engagement. This aligns with the theory's assertion that vague goals undermine the 
alignment between employees' actions and organizational objectives, hindering their 
motivation and contribution to achieving organizational goals. The research 
highlights how goal ambiguity is a significant barrier to performance, confirming 
that clear and well-communicated goals foster commitment and improve 
organizational outcomes. The study underscores the importance of setting specific, 
challenging, and achievable goals to maintain employee focus and enhance 
motivation. Moreover, it illustrates the negative impact of vague goals on employee 
engagement and organizational success. In line with the Goal-Setting Theory, this 
study emphasizes that without clarity in goal-setting, employees struggle to see the 
relevance of their work and their contributions, leading to reduced commitment and 
decreased overall performance. Therefore, clear goal-setting is essential for 
maintaining employee motivation and organizational effectiveness (Locke & Latham, 
2002). 

The findings of this study echo several prior studies that emphasize the 
detrimental effects of goal ambiguity on motivation. Danaeefard et al. (2021) found 
that goal ambiguity in public organizations significantly diminishes public service 
motivation (PSM) and innovative work behavior (IWB). Similarly, Moynihan et al. 
(2011) highlighted the role ambiguity caused by unclear organizational goals, leading 
to decreased motivation and engagement. This study supports those findings, 
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showing that goal vagueness erodes intrinsic and extrinsic motivation, lowering 
employee engagement. However, this research also provides a new perspective by 
focusing on the psychological impacts of goal ambiguity, such as stress and burnout. 
While prior studies acknowledge the adverse effects of goal ambiguity, few have 
explored its psychological toll in detail. This research highlights how uncertainty 
around goals contributes to stress and mental fatigue, key factors in employee 
disengagement and decreased performance. Zhang et al. (2023) emphasize the critical 
role of goal clarity in maintaining positive work attitudes, and this study extends 
their findings by demonstrating that the absence of goal clarity not only harms 
motivation but also directly impacts employees' psychological well-being. While 
previous studies have primarily focused on the behavioral effects of goal 
ambiguity—such as lower productivity and engagement—this research underscores 
the psychological consequences, offering a more comprehensive understanding of 
how goal vagueness impacts employees beyond just task performance. The study 
provides valuable insights that extend the current literature by including these 
psychological dimensions. 

The practical implications of this research are vital for managers and 
organizational leaders seeking to optimize employee motivation and performance. 
One of the key recommendations is to establish clear, specific, and measurable goals. 
Organizations should ensure that their goals are aligned with the long-term vision 
and strategy, making it easier for employees to understand how their efforts 
contribute to achieving broader organizational objectives. This clarity helps 
employees prioritize tasks, reduces ambiguity, and increases their engagement and 
motivation. Effective communication is also crucial in reducing the negative impacts 
of goal ambiguity. Organizations should foster open, transparent communication 
channels to ensure that employees understand the goals set for them and how these 
goals align with their roles. Regular feedback is necessary to ensure employees feel 
valued, understand their progress, and remain motivated to achieve the established 
objectives. This feedback should not be limited to corrective measures but should 
also be motivational, reinforcing the connection between individual efforts and 
organizational success.  

 

CONCLUSION 
This research explored the significant effects of organizational goal vagueness 

(OGV) on employee motivation and engagement. The findings highlight how unclear 
goals can create confusion and uncertainty among employees, decreasing intrinsic 
and extrinsic motivation. Goal ambiguity undermines employee focus, engagement, 
and productivity by failing to provide a clear direction and measurable objectives. It 
also contributes to psychological stress, burnout, and disengagement, further 
exacerbating organizational performance's negative impact. The study underscores 
the critical role of clear, specific, and well-communicated goals in enhancing 
employee motivation and maintaining organizational effectiveness. 

The value of this research lies in its contribution to academic understanding 
and practical application. By deepening our understanding of how goal vagueness 
affects employee motivation, this study provides insights that can guide both 
scholars and practitioners in managing goal-setting processes more effectively. The 
originality of this study lies in its focus on the psychological consequences of goal 
ambiguity, an aspect that has been largely overlooked in previous literature. For 
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practitioners, the findings emphasize the need for clear goal-setting, regular 
feedback, and transparent communication between management and employees. 
Implementing these strategies can significantly improve employee motivation, 
engagement, and overall organizational performance. Furthermore, organizations 
prioritizing clarity in goal-setting will likely see improved employee well-being, 
contributing to a healthier work environment and long-term success. 

Despite its valuable contributions, this study has several limitations. First, it 
relied on existing literature, and the findings were based on secondary data rather 
than primary research. Future studies could explore these relationships using 
primary data collection methods, such as surveys or interviews, to gain deeper 
insights into how goal vagueness affects different industries and cultures. 
Additionally, the study focused primarily on the adverse effects of goal ambiguity, 
and future research could investigate potential strategies for mitigating these effects 
in real-world organizational settings. Further exploration of the intersection between 
goal clarity and employee well-being could provide a more comprehensive 
understanding of how organizations can improve motivation and mental health. As 
such, future researchers are encouraged to conduct longitudinal studies to assess the 
long-term effects of goal clarity on employee motivation and organizational success. 
 

Reference : 
 
Akerele, O. O. (2023). The Link between Motivation and Organizational Performance: An 

Exploration of Factors Influencing Employee Motivation and its Impact on 
Organizational Success. International Journal of Business Ethics and Governance, 6(1). 
https://doi.org/10.51325/ijbeg.v6i1.118  

Ali, M., Li, Z., Durrani, D. K., Shah, A. M., & Khuram, W. (2021). Goal clarity as a link 
between humble leadership and project success: the interactive effects of 
organizational culture. Baltic Journal of Management, 16(3), 407–423. 
https://doi.org/10.1108/BJM-09-2020-0341  

Ashford, S. J., Caza, B. B., & Reid, E. M. (2018). From surviving to thriving in the gig 
economy: A research agenda for individuals in the new world of work. Research in 
Organizational Behavior, 38, 23–41. 
https://doi.org/https://doi.org/10.1016/j.riob.2018.11.001  

Basu, S. (2023). Motivation and Its Impact on Employee Performance. American Journal of 
Social Development and Entrepreneurship, 2(1), 22–25. 
https://doi.org/10.54536/ajsde.v2i1.1250  

Bellamkonda, N., Santhanam, N., & Pattusamy, M. (2021). Goal clarity, trust in management 
and intention to stay: The mediating role of work engagement. South Asian Journal of 
Human Resources Management, 8(1), 9–28. 
https://doi.org/10.1177/2322093720965322  

Cai, J. (2023). Effects of Leadership Styles and Organizational Strategy to Enhance 
Performance Efficiency. Journal of Enterprise and Business Intelligence, 3(1), 12–22. 
https://doi.org/10.53759/5181/JEBI202303002  

Campbell, J. W. (2023). Job Autonomy, Role Ambiguity, and Procedural Justice: A Multi-
Conditional Process Model of Change-Oriented Organizational Citizenship Behavior in 
Public Organizations. Review of Public Personnel Administration, 0734371X231214978. 
https://doi.org/10.1177/0734371X231214978  

Chun, Y. H., & Rainey, H. G. (2005). Goal Ambiguity and Organizational Performance in U.S. 
Federal Agencies. Journal of Public Administration Research and Theory, 15(4), 529–
557. https://doi.org/10.1093/jopart/mui030  

https://doi.org/10.51325/ijbeg.v6i1.118
https://doi.org/10.1108/BJM-09-2020-0341
https://doi.org/https:/doi.org/10.1016/j.riob.2018.11.001
https://doi.org/10.54536/ajsde.v2i1.1250
https://doi.org/10.1177/2322093720965322
https://doi.org/10.53759/5181/JEBI202303002
https://doi.org/10.1177/0734371X231214978
https://doi.org/10.1093/jopart/mui030


Organizational Goal Vagueness and Its Impact on Employee Motivation 

  Economics and Digital Business Review, 5(1), 2024 | 457 

Danaeefard, H., Ahmadzahi Torshab, A., Mostafazadeh, M., Delkhah, J., & Imanikhah, F. 
(2022). Organizational goal ambiguity and public service motivation: evidence from 
Iran. Personnel Review, 51(9), 2103–2128. https://doi.org/10.1108/PR-07-2020-0523  

Ellsworth, R. R. (2002). Leading with purpose: The new corporate realities. Stanford 
University Press. 

Estlund, C. (2003). Working together: How workplace bonds strengthen a diverse 
democracy. Oxford University Press. 

Gagné, M. (2018). From strategy to action: Transforming organizational goals into 
organizational behavior. International Journal of Management Reviews, 20, S83–S104. 
https://doi.org/10.1111/ijmr.12159  

Garg, K., Dar, I. A., & Mishra, M. (2018). Job satisfaction and work engagement: A study 
using private sector bank managers. Advances in Developing Human Resources, 20(1), 
58–71. https://doi.org/10.1177/1523422317742987  

Geetha, V. (2024). Corporate Culture and Employee Morale: Understanding. 
Multidisciplinary Research in Arts, Science & Commerce (Volume-13), 44. 

Harrington, J., & McCaskill, J. (2021). Does goal setting matter? The impact of employee-level 
and organizational-level goal properties on public employees’ perception of 
performance appraisal fairness. International Journal of Public Sector Management, 
35(2), 133–149. https://doi.org/10.1108/ijpsm-02-2021-0042  

Harrington, J., & McCaskill, J. (2022). Does goal setting matter? The impact of employee-level 
and organizational-level goal properties on public employees’ perception of 
performance appraisal fairness. International Journal of Public Sector Management, 
35(2), 133–149. https://doi.org/10.1108/IJPSM-02-2021-0042  

Humairah, K. Al, Irawan, A., Ibrahim, M. B. H., Yendra, Y., & Rasyid, A. (2023). Crafting 
Effective HRM Strategies for Enhancing Organizational Performance and Employee 
Engagement. Advances in Human Resource Management Research, 1(3 SE-Articles), 
126–136. https://doi.org/10.60079/ahrmr.v1i3.183  

Imperatori, B. (2017). Engagement and disengagement at work: Drivers and organizational 
practices to sustain employee passion and performance. Springer. 

Jumady, E. (2023). The Role of Organizational Culture, Work Environment and Motivation in 
Improving Employee Performance. Advances in Human Resource Management 
Research, 1(1 SE-Articles), 26–33. https://doi.org/10.60079/ahrmr.v1i1.40  

Kadous, K., Proell, C. A., Rich, J., & Zhou, Y. (2019). It goes without saying: The effects of 
intrinsic motivational orientation, leadership emphasis of intrinsic goals, and audit 
issue ambiguity on speaking up. Contemporary Accounting Research, 36(4), 2113–
2141. https://doi.org/10.1111/1911-3846.12500  

Kalaivani, K., & Venkatachalam, S. (2024). An impact of employee motivation on 
organizational performance:(A special reference with car dealership industries). E3S 
Web of Conferences, 491, 2012. https://doi.org/10.1051/e3sconf/202449102012  

Kuvaas, B., Buch, R., Weibel, A., Dysvik, A., & Nerstad, C. G. L. (2017). Do intrinsic and 
extrinsic motivation relate differently to employee outcomes? Journal of Economic 
Psychology, 61, 244–258. https://doi.org/https://doi.org/10.1016/j.joep.2017.05.004  

Lakshmi, M. M., Varalakshmi, T., & Ahmed, M. M. (2024). Impact of Employee Motivation 
on Organizational Growth. International Research Journal on Advanced Engineering 
and Management (IRJAEM), 2(05), 1633–1636. 
https://doi.org/10.47392/irjaem.2024.0228  

Latham, G. P. (2023). Motivate employee performance through goal setting. Principles of 
Organizational Behavior: The Handbook of Evidence‐Based Management 3rd Edition, 
83–111. https://doi.org/10.1002/9781394320769.ch5  

Latham, G. P., & Pinder, C. C. (2005). Work Motivation Theory And Research At The Dawn 
Of The Twenty-First Century. Annual Review of Psychology, 56, 485. 
https://doi.org/10.1146/annurev.psych.55.090902.142105  

https://doi.org/10.1108/PR-07-2020-0523
https://doi.org/10.1111/ijmr.12159
https://doi.org/10.1177/1523422317742987
https://doi.org/10.1108/ijpsm-02-2021-0042
https://doi.org/10.1108/IJPSM-02-2021-0042
https://doi.org/10.60079/ahrmr.v1i3.183
https://doi.org/10.60079/ahrmr.v1i1.40
https://doi.org/10.1111/1911-3846.12500
https://doi.org/10.1051/e3sconf/202449102012
https://doi.org/https:/doi.org/10.1016/j.joep.2017.05.004
https://doi.org/10.47392/irjaem.2024.0228
https://doi.org/10.1002/9781394320769.ch5
https://doi.org/10.1146/annurev.psych.55.090902.142105


Organizational Goal Vagueness and Its Impact on Employee Motivation 

458 | Economics and Digital Business Review, 5(1), 2024 

Levinthal, D. A., & Rerup, C. (2021). The plural of goal: Learning in a world of ambiguity. 
Organization Science, 32(3), 527–543. https://doi.org/10.1287/orsc.2020.1383  

Locke, E. A. (2000). Motivation by goal setting. In Handbook of organizational behavior, 
revised and expanded (pp. 65–102). Routledge. 

Locke, E. A., & Latham, G. P. (2013). Goal setting theory, 1990. 
https://doi.org/10.4324/9780203082744  

Locke, E. A., & Latham, G. P. (2019). The development of goal setting theory: A half century 
retrospective. Motivation Science, 5(2), 93. https://doi.org/10.1037/MOT0000127  

Manolache, M., & Epuran, G. (2023). The mediating impact of goal–role clarity on the 
relationship between feedback–seeking behavior and goal orientations with job 
satisfaction intrinsic cognitions and person–organization fit. Sustainability, 15(17), 
12776. https://doi.org/10.3390/su151712776  

Nagy, G. J., & Walsh, I. (2024). Managerial Blurring of Employee Goals. M@ N@ Gement, 
27(5), 64–81. https://doi.org/10.5465/ambpp.2021.12518abstract  

Najafi-Tavani, S., Zaefarian, G., Robson, M. J., Naudé, P., & Abbasi, F. (2022). When customer 
involvement hinders/promotes product innovation performance: The concurrent effect 
of relationship quality and role ambiguity. Journal of Business Research, 145, 130–143. 
https://doi.org/https://doi.org/10.1016/j.jbusres.2022.03.001  

Park, H., Ahn, D., Hosanagar, K., & Lee, J. (2021). Human-AI interaction in human resource 
management: Understanding why employees resist algorithmic evaluation at 
workplaces and how to mitigate burdens. Proceedings of the 2021 CHI Conference on 
Human Factors in Computing Systems, 1–15. 
https://doi.org/10.1145/3411764.3445304  

Rini, Y. W., Mandasari, D. A., & Ismail, I. (2023). Goal-Setting Appraisal and Employee 
Motivation of Education in Public sector Organization: A Literature Studies. 
Edumaspul: Jurnal Pendidikan, 7(1), 918–931. 
https://doi.org/10.33487/edumaspul.v7i1.5677  

Rollins, A. L., Eliacin, J., Russ-Jara, A. L., Monroe-Devita, M., Wasmuth, S., Flanagan, M. E., 
Morse, G. A., Leiter, M., & Salyers, M. P. (2021). Organizational conditions that 
influence work engagement and burnout: A qualitative study of mental health 
workers. Psychiatric Rehabilitation Journal, 44(3), 229. 
https://doi.org/10.1037/prj0000472  

Rubin, E. V, & Edwards, A. (2020). The performance of performance appraisal systems: 
understanding the linkage between appraisal structure and appraisal discrimination 
complaints. The International Journal of Human Resource Management, 31(15), 1938–
1957. https://doi.org/10.1080/09585192.2018.1424015  

Savandha, S. D., Azzahra, A., & Purbasari, N. K. (2024). Task Ambiguity: The Effects of 
Missing Standard Operating Procedures and Inter-Leadership Harmony in 
Organizations. American Journal of Economic and Management Business (AJEMB), 
3(1), 1–10. https://doi.org/10.58631/ajemb.v3i1.80  

Stringham, S. (2012). Strategic leadership and strategic management: Leading and managing 
change on the edge of chaos. iUniverse. 

Suryani, N. K., Wahid, U., & Toni, A. (2023). Peran Efektifitas Komunikasi Organisasi dalam 
Meningkatkan Motivasi Kerja Karyawan. Widya Manajemen, 5(2), 109–119. 
https://doi.org/10.32795/widyamanajemen.v5i2.3670 

Usman Malik. (2023). Strategic Planning: Aligning Goals With Action. Advance Journal of 
Econometrics and Finance, 1(1 SE-Articles), 39–52. 
http://ajeaf.com/index.php/Journal/article/view/28  

Vassilev, V., GERGOVA, N., & VELINOV, E. (2024). Exploring the Relationship Between 
Performance Management and Employee Motivation: Case Study of Serbian Railways. 
Journal of HRM, 27(1). https://doi.org/10.46287/lnio1301  

Wahyuni, N. (2024). Applying Occupational Psychology Principles to Enhance 

https://doi.org/10.1287/orsc.2020.1383
https://doi.org/10.4324/9780203082744
https://doi.org/10.1037/MOT0000127
https://doi.org/10.3390/su151712776
https://doi.org/10.5465/ambpp.2021.12518abstract
https://doi.org/https:/doi.org/10.1016/j.jbusres.2022.03.001
https://doi.org/10.1145/3411764.3445304
https://doi.org/10.33487/edumaspul.v7i1.5677
https://doi.org/10.1037/prj0000472
https://doi.org/10.1080/09585192.2018.1424015
https://doi.org/10.58631/ajemb.v3i1.80
http://ajeaf.com/index.php/Journal/article/view/28
https://doi.org/10.46287/lnio1301


Organizational Goal Vagueness and Its Impact on Employee Motivation 

  Economics and Digital Business Review, 5(1), 2024 | 459 

Organizational Effectiveness. Advances in Human Resource Management Research, 
2(1 SE-Articles), 11–25. https://doi.org/10.60079/ahrmr.v2i1.208  

Yinusa, D., & Ogoun, J. (2024). Exploring Communication Practices as Drivers of Employee 
Loyalty and Engagement. Journal of Policy Options, 7(3 SE-Articles), 1–11. 
http://resdojournals.com/index.php/jpo/article/view/368  

Zhang, L., Li, X., & Liu, Z. (2022). Fostering Constructive Deviance by Leader Moral 
Humility: The Mediating Role of Employee Moral Identity and Moderating Role of 
Normative Conflict. Journal of Business Ethics, 180(2), 731–746. 
https://doi.org/10.1007/s10551-021-04909-x  

Zhang, Z., Ni, G., Lin, H., Li, Z., & Zhou, Z. (2023). Linking empowering leadership to work-
related well-being and project citizenship behavior in the construction context: a self-
determination perspective. International Journal of Managing Projects in Business, 
16(2), 232–257. https://doi.org/10.1108/IJMPB-10-2021-0288  

https://doi.org/10.60079/ahrmr.v2i1.208
http://resdojournals.com/index.php/jpo/article/view/368
https://doi.org/10.1007/s10551-021-04909-x
https://doi.org/10.1108/IJMPB-10-2021-0288

