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ABSTRACT
This study explores the implication and the influence of the peripheral vision of an
organization on its leadership styles, as perceived by the knowledge workers and the
organizational identification exhibited by these knowledge workers, in the current
business context. In light of the recent global recessionary trends, peripheral vision for
an organization has become a MUST, especially when it is in the knowledge business,
driven by knowledge workers. Traditional management methods have limited
effectiveness in motivating, reducing attrition or sustaining performance of the
knowledge workers. An understanding of the perception of the knowledge workforce
that forms the backbone of the businesses, about the peripheral vision of the
organization, the perceived leadership styles and their own organizational
identification, goes a long way in ensuring high levels of motivation and sustained

performance.

Data collected from 244 technology professionals in a knowledge industry was
analyzed using stepwise regression, and the exploratory models were tested and

modified using path analysis feature in Structure Equation Modeling.

Results indicated the prominent role played by peripheral vision capacity on the astute
leadership and the organizational identification patterns of the knowledge workers.
Association of astute leadership, as a key skill for managing the knowledge
workforce, with the impact it has on their identification with the organization is
another key contribution. The emergence of a new validated empirical scale to
measure the variables with a promising research direction is another key contribution

of this research.

Vi
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CHAPTER 1

INTRODUCTION

1.1 Peripheral Vision

Business organizations interact with the external environment and can never be
isolated from the environment in which they function. According to Selznick (1957),
they become the embodiment of the values that relate them to the society in which

they are embedded.

In his observation, von Bertalanffy (1950) has tried to formulate a process for the
exchange processes between organisms or organizations and the elements of its
environment. However, it does not deal with all those processes that are deterministic

in nature of the exchange, in the environment they operate.

Emery and Trist (1965) identified the types of lawful relationships that an
organization has with the environment it operates in, and the causal nature of the
relationship. They further discuss the transactional interdependencies of an
organization vis-a-vis its operating environment. Organizations and their environment
permeate one another cognitively and relationally (Child, 1997). Averitt (1968) makes
a useful distinction between centre firms (those with the power to shape their
environment) and periphery firms (those that are only able to respond to the
environment rather than influence it), which clearly highlights the relevance of the

construct in the management domain.

Miles and Snow (1978) in their study concluded that policies that form a strategic

choice perspective, the organizational agents, adopted towards the environment could



be categorized into four types, namely, ‘defender,” ‘prospector,’, ‘analyzer’ and
‘reactor’. Another typology of the organizational actions vis-a-vis the operating
environment by Porter (1985) is based on the aspects of overall ‘cost leadership,

*differentiation’ and ‘focus.’

The environment, defined as anything that is not a part of the organization, can be
classified as “first order” and “second-order” environment, based on the kind of
interdependencies they have among each other (Miles, 1980). The interdependence of
an organization with the second-order environment itself is an interesting subject that
requires in-depth study and analysis. Nadkarni and Barr (2008) in their study address
an apparent disconnect between two views of strategic action: the ‘economic view,’
which contends that industry structure is the primary influence on strategic action and

the ‘cognitive view,” which argues that managerial cognition drives strategic action.

Thus, the interdependence of an organization on the environment is a subject which is
studied and analyzed to a great extent. For an organization to survive in a turbulent
environment, it would need to be in a constant interactive mode with the environment
in which it operates and re-orient its functioning based on the feedback it receives

from this very environment.

According to Bhandarkar and Singh (2002), many Indian companies are today caught
on wrong footing and are vulnerable to obsolescence and death. They still live in the

past, unwilling and unable to accept the changing realities and re-orient themselves.

The complexity and volatility in the current business environment are greater than

ever before. They lead to more extreme and diverse sources of risk (Ramcharan,



2009). For an organization to survive and grow, it must use the information from the
environment strategically to make sense of the changes in its environment, to create
new knowledge for innovation, and to re-orient its course for future action (Choo,

1996).

Conclusive evidence exists in the realization of the importance of the environmental
changes and its relevance to the operation of business and the importance of the
signals from the environment. Unfortunately, they are hardly used in making
decisions and actions (Feldman and March, 1981). Nonaka and Takeuchi (1995)
observe that organizations not only simply process information and innovate to solve
their existing problems, but also recreate the problems and their solutions, and their
operating environment while doing so. Change, therefore, becomes an integral part of

the organizational strategic alignment to face the unpredictable future.

Tsoukas and Chia (2002), in their study on organizational change, highlight the
pervasiveness of change in organizations and explore the nature of the organization,
to understand whether the change is constitutive of reality. Change, according to
them, is the reweaving of the actors’ webs of beliefs and habits of action in order to

accommodate new experiences that are obtained through interactions.

Miller and Friesen (1977) researched the possibility of environmental scanning
capability having an impact on the performance of the organization. They studied 81
organizations that included both successful ones and ones that had failed. They note
that the most important and significant factor is the intelligence-rationality factor. One

key observation in this study is that the lowest intelligence/rationality score of the



successful archetype is higher than the highest intelligence/rationality score of the

failed archetype (Miller & Friesen, 1977).

The positive impact of environmental scanning on organizational performance is
further supported by evidence from the food service industry (West, 1988), many
Fortune 500 companies (Subramanian, et al., 1993), and the American hospital
industry (Subramanian, et al., 1994). The findings of these and comparable studies
lead to the irrefutable conclusion that environmental scanning has a positive
relationship on organizational performance (Murphy, 1987). The strong positive
influence of intensive boundary spanning activity which comprises elements of
peripheral vision on the financial performance of the organizations has been

established by Dollinger (1984) from his study on82 firms.

However, looking at the current business scenario, most of the organizations are
found to lack the capability to respond appropriately to feedback from the second-
order environment. A study on competitive blind spots in the background of
stakeholder’ perception has been brought out by Desmond, et al. (2008) in their study

on three key stakeholders in the swine genetic value chain.

According to Day and Schoemaker (2006), most organizations lack the capacity
required to detect, interpret and act on critically important, but weak and ambiguous
signals from the periphery. It is important to note in this context that the first sign or
weak signal appears at the periphery. Since the quarter from which the weak signal
would emerge and how it would affect the organization eventually are not certain, the
ability to “mind” and “mine” the broad periphery requires attention and action across

many areas (Brown, 2004).



In the organizational health model study, organization is viewed as an organic system.
It is an evolving entity in close interaction with the environment. The effectiveness of
such organization depends upon the extent to which it can maintain itself as well as
adapt to the compulsions and varying demands of the environment (Singh &

Bhandarkar ,1990).

To do business and survive in the face of constant change, management’s approach
needs to change from the “make and sell” framework to the “sense and respond”
framework (Haeckel, 2004). This, however, requires a change in the mind-set of
executives: They need to recognize their responsibility in fostering and exploiting
adaptive behavior of their employees (Drucker, 1991). Therefore, it becomes
important to invest in expanding the organization’s peripheral vision in order to derive

meaning out of apparent noise (Haeckel, 2004).

Sull (2005) has an interesting take on how “good” companies go “bad”: the same
reasons that made the companies good in the first place lead them towards disaster,
when they fail to recognize the weak signals and re-orient those aspects of their
business that had been strong once and had made the company “good”. He describes

this as the “dynamics of standstill.”

For an organization operating in a complex environment/market, flexibility is the key
source of competitive advantage, and the environmental scanning system has to be
open to potential discontinuities (Ansoff, 1979). However, Osborne, et al. (2001)
firmly believe that the scanning method will produce materials for decision making,
which in turn will lead to the creation of competitive advantage, and thus, improve the

strategic flexibility of the organization. Ilamola and Kuusi (2006) study the



importance of efficiently monitoring weak signals in the periphery for corporate
decision making. Their findings support our argument that peripheral weak signals
must be monitored and acted upon for an organization to survive and perform in a

complex environment.

Market signals are not always easy to read; they may be weak and ambiguous. Only a
systematic and powerful process can decipher market signals early enough to save a
firm from the decline (Gilad, 1996). From a perspective of peripheral vision, foresight
should not just be about looking forward; rather, it should encompass a wider view of
the present position of the organization together with the context in which it functions

and operates (Neugarten, 2006).

Scanning has been established as the first step in the chain of activities that ultimately
leads to organizational adaptation (Hambrick, 1981). Thomas, et al. (2001) suggest
that the scanning, interpretation and action components of sense making rise to
strategic relevance when they are guided by the procedural and philosophical
underpinnings of strategic learning. In Aldrich’s (2007) study, the organizational and
environmental variations occupy positions of equal importance in the natural selection
model. Environmentally influenced changes imply that the environments as well as
the organizations are evolving. Ramcharan (2009) states that the governing committee
plays a central role in the scanning. It should help the boards do a careful thinking
needed to pinpoint and anticipate future needs, based on how the business and the

external environment are changing.

Organizations and individuals in their own interest must learn to cope effectively with

the permanently convulsive environment, which is full of shifts in technology, market



environment, social order, meaning and values and basic assumptions (Singh &

Bhandarkar, 1990).

Day and Schoemaker (2006) link the leadership aspect with the peripheral vision
processes. According to them, an organization with the strongest possible mechanisms
and processes for peripheral vision could still find itself limited by the sheer attitude
of leadership. It is evident that the leadership at higher levels has a key role to play in

the peripheral vision capability of an organization.

A survey conducted by Garg, et al. (2003) on the emphasis placed by Chief Executive
Officers (CEOs) on scanning resulted in some interesting observations. They found
that for dynamic external environments, the relatively greater amount of attention paid
by CEOs to the task sectors of the external environment and to the innovation-related
internal functions correlated with high performance. In stable external environments,
however, the simultaneously increased scanning of the general sectors in the external
environment and the efficiency-related internal functions resulted in higher
performance. These relationships were the strongest for the relative scanning

emphasis between domains and sales growth (Garg, et al., 2003).

Peripheral vision capabilities not only identify the dangers but also identify new
opportunities and growth prospects; moreover, peripheral vision capabilities help in
understanding the team dynamics, in addition to foreseeing future dangers (Cunha &
Chia, 2007). This relationship remains relatively unexplored and has great scope for

future research.



It becomes evident from this literature review that peripheral vision capability, which
leads to organizational vigilance, is a core feature with far-reaching implications for
the survival of an organization and its dynamics in the current fast-changing and
complex business scenario. As the recent literature survey indicates, research in this
area would result in greater benefits to the business community than studies on any
other managerial or organizational issues, especially at this time of rapidly changing

business environment and technological advancement.

1.2 Leadership Orientation

The subject of leadership has probably been studied in detail for decades, if not for
centuries; yet, it remains a challenge for society in all spheres, not just in the
corporate world. Kim and Maubourgene (1992) consider leadership as the ability to
gain confidence and support among the people who need to achieve organizational

goals.

Leadership has been defined in many ways. Some of these definitions, taken from

Dubrin (2005), are

e Interpersonal influence, directed through communication, towards goal
attainment

¢ Influential increment over and above mechanical compliance with directions
and orders

® An act that causes others to act or respond in a shared direction

e The art of influencing people, by persuasion or example, to follow a line of

action



e The principle dynamic force that motivates and coordinates the organization in
the accomplishment of its objectives.

Metle (2003) presents a novel perspective on the new leadership roles for knowledge
workers, which focuses on the delicate balance between motivation and coordination.
This study also analyzes the dilemmas of motivation and coordination. Since
knowledge work involves quite a lot of interdependence, the findings of this study
that relate motivation and coordination are contextually relevant.
Uhl-Bein, et al. (2007) in their study based on the complexity science draw a
conceptual framework of three entangled leadership roles namely adaptive,
administrative and enabling leadership. This classification further reflects a dynamic
relationship between the bureaucratic, administrative functions and emergent,
informal dynamics of complex adaptive system in an organization. The leader needs
two intellectual abilities that are not academically assessed (Greenleaf & Spears,
2002). He/she needs to have a sense of the unknown and be able to foresee the
unforeseen.
Stogdill (1974) postulates that most effective leaders apparently exhibit a certain
degree of versatility and flexibility. This enables them to adapt their behavior to the
changing and contradictory demands that are made on them. This observation made
decades ago by a pioneering researcher is relevant even today. House (1996)
discusses about the reformulated theory that is appropriate in the context of
knowledge workforce. It specifies leader’s behavior that enhances subordinate

empowerment, satisfaction and effectiveness.
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Though various leadership styles have been identified and propounded by
management researchers, no one has succeeded in making a standard recipe for all
leadership issues. In this context, the applicability of the four-frame leadership model
propounded by Bolman and Deal (2001) to current business situations is a matter of

interest.

Singh and Bhandarkar (2011) map the path of seven leaders who reached the
crescendo of leadership and eventually became change maestros. These leaders are
powerful visionaries. They focused on a greater purpose for the betterment of the
organization and society. Incidentally, most of these leaders ran businesses that were
knowledge driven and depended on the knowledge workforce of the present economic

scenario.

Shear, et al. (2004) investigated the impact of the political skills of leaders on the
performance of their teams. Lin (2008) studied the effect of leadership style and
organizational culture on organizational commitment in cross-cultural organizations
in Taiwan. Chang (2005) studied the relationship between the leadership styles,
employee maturity and job performance and organizational commitment in the

Taiwanese hotel industry.

Extensive studies have been done in the area of leadership and when it comes to the
knowledge work. It will not be out of place to explore the transformational leadership

style and the research work done in this area.

In the context of studying various types of leadership styles, an interesting study by

Greenleaf and Spears (2002) talks about the Servant leadership. According to them, a
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great leader is seen as a servant first and that basic fact is the key to his greatness.
This is indeed a new perspective to the approach of leadership and more so in the

context of knowledge workforce.

Ilies, et al. (2006) present a model that integrates two related mechanism by which
transformational leaders influence followers’ motivation. They further explain the role
of leader’s vision and goal setting in influencing this connection. This is indeed very

much relevant to the knowledge workforce.

According to Bass (1990), transformational leadership expects alignment of the
interests of the organizations with that of its members. He continues to aver that
transformational leadership is more effective than transactional leadership as per his
study done in a wide variety of businesses, military, industrial and educational
circumstances. In the same note, he reiterates that transformational leadership can be
learnt and the characteristics of transformational leadership can be imbibed (Bass
1990). In this context it would be appropriate to highlight that the knowledge
workforce perceives leadership more from the knowledge power and technology and

that power is useless (Glen 2003).

Another interesting study by Dionne, et al. (2004) contributes to the effect of
transformational leadership on the team performance, which is related to

organizational commitment.

Transformational leaders create meaning for their followers, which facilitates the
followers’ commitment and identification with the organization (Singh & Bhandarkar,

1990).
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However, no reference to studies in a non-academic context of Bolman and Deal’s
(2003) leadership framework could be found. This identifies a potential area for
research: to explore the viability of studying Bolman and Deal’s leadership

framework in a corporate set up.

Drucker (2000) states that the single greatest challenge a manager will face over the
next few years would be to manage and lead knowledge workers. According to this
study, a vast majority of organizations continue to manage their employees as though
they still control the means of production. However, in the knowledge industry, the
combination of the employee’s knowledge and intelligence is the actual “means of
production.” The employee can take this asset away when he/she leaves, and this

cannot be controlled by any organization.

Shirbagi’s (2007) study on peripheral vision and leadership frames come close to this
research need. Nevertheless, again, Shirbagi’s study was conducted in an academic

setting in two different countries and did not include knowledge workers.

An interesting study involving high-tech employees found that vision as a leadership
trait has a positive relationship with emotion-focused affirmative commitment (Dvir,
et al., 2004). This study also established that this trait has no relationship with
cognition-focused continuance commitment. With emerging technology and
technological development, R&D work continues to be the driving force of the global
economy. The extent of physical effort required is reducing, and every activity that
can be automated is being automated, leading to expanding knowledge work (Dewett,

2007).
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In another fascinating study pertaining to the technical staff, Holey and Gerloff (1999)
have identified six conditions within the context of the organization that play an
pivotal role in managing technical personnel or knowledge workers in dynamic
market conditions. There is no single performance measure for knowledge work.
Organizations and leaders need to determine what measures makes sense for each
situation (Davenport, 2005). Indeed these measures are momentous observations to be

considered while managing the knowledge workforce.

A study by Perryer and Jordan (2005) carried out in an Australian public sector
organization address the relationship between the organizational commitment against
two dimensions of leadership behavior, namely, supportive behavior and extinction
behavior. Their study reveals that supportive behavior as a dimension of leadership
trait has a positive relationship on the organizational commitment while the extinction

behavior has a negative relationship on the organizational commitment.

Summing up, we observe that the aspect of leadership has a strong theoretical
association towards organizational affinity. The significance of association is
significant in the context of knowledge based business driven by the knowledge
workforce. This attribute could be impacted by or impact the way knowledge
workforce perceives the leadership and consequently determine the way they

associate themselves with the organization.

1.3 Organizational Identification

From the time humans evolved to live as social animals, they had the urge to be

identified as part of a group, in some form or the other. As humankind progressed into
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an organized society, their identity became an prominent feature of life. After the
industrial revolution, the organizational context of identification became an integral

part of work and the workers.

Organizational identification and organizational commitment have been studied by
many social scientists in various contexts. Significant work has been done in this area
over the last two decades. Organizational commitment which primarily emerged from
the expressed identification received significant attention in workplace studies

(Shirbagi, 2007).

Organizational commitment has been studied in relation to organizational attrition and
employee turnover intention. According to Porter, et al. (1973), organizational
commitment measure proved to be a better predictor of turnover intention of
employees than the job satisfaction. However, when a group is formed, the primary
focus of identification by the members is found to be the work group rather than the
organization (Riketta & Van Dick, 2005). The time an employee remains in an
organization is greatly influenced by the commitment-related organizational

experience of the employee (Buchnan, 1974).

Organizational commitment is considered as a key variable that determines the
organizational performance (Angle, 1981; Riketta, 2002) and effectiveness
(Laschinger, 2001; Miller, 1978), when it comes to a decentralized organizational
environment, members are more likely to identify with those entities, which are
immediately visible, compared to the larger organization. Organizational commitment
is viewed as the willingness of workers to devote energy and loyalty to an

organization (Kanter, 1968). Porter, et al. (1973), however, opine that organizational
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commitment is the relative strength of an individual’s identification with and
involvement in a particular organization. Allen and Meyer (1996) have defined
organizational commitment in three basic frameworks: Affective (based on
identification and emotional attachment with the organization), Continuance (based
on the cost of leaving the organization) and Normative (based on the obligation to the
organization). Berson and Avolio (2004) have established that transformational
leadership is positively associated with organizational commitment. They have also
studied the moderating effects of the structural distance on the relationship between
transformational leadership and organizational commitment. Yet another comparative
study was done by Walumba, et al. (2005) on the relationship between
transformational leadership and organizational commitment and job satisfaction in
Kenyan and United States (US) financial firms. They have concluded on the existence
of a strong positive effect of transformational leadership on organizational

commitment in both cultures.

Clercq and Rius (2007) have carried out a study in small and medium sized firms in
Mexico and have concluded that entrepreneurial orientation, position and
organizational climate are positively oriented towards organizational commitment. A
modified version of this commitment, as corporate identity, has been studied by
Ashman and Winstanley. (2007) in relation to the corporate responsibility and moral
perspective. They have also studied ethical issues in the areas of organizational

commitment.

Various studies have focused on organizational commitment in relation to the

leadership styles and forms (Bolman & Deal, 1991; Reichers, 1986). Several studies
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report that leadership style and behavior have a significant impact and influence on
organizational commitment (Chen & Francesco, 2000; Lok & Crawford, 1999). The
conceptual difference between organizational identification and organizational
commitment (Gautam, et al., 2004) highlight the overlap that subsists in the existent

literature.

Dale and Fox (2008) in their study discuss the direct effects of two leadership styles,
i.e., initiating structure and consideration, have on organizational commitment. They

bring out the mediating effect of the stress caused by a role stress in this study.

Though organizational identity and organizational commitment are strongly
correlated, they are empirically discriminable (Bedein, 2007; Bergami & Borgozzi,
2000; Cole & Bruch, 2006; Gautam, et al., 2004), even though there is considerable

overlap between the constructs.

Scott and Lane (2000) studied and developed a model for organization identification
that reframes organizational identification within the broader context of stakeholder
relationship. In the context of online trust, Shankar et al. (2002) discuss and articulate
a comprehensive framework of online trust for the organization and the perception of
the stakeholders other than customers. This study and framework thus becomes
particularly relevant from the aspect of knowledge workforce perception. It is
particularly relevant in the technologically driven business context and that of e-

commerce.

The research on organizational identity from the past 20 years shows strong linkages

with organizational images, strategic decision making and even many key
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organizational variables at the individual level (Corley, et al., 2006). Our search of the
literature did not find any empirical study on the expanded model of organizational
identification (Kreiner & Ashforth, 2004), in relation to the peripheral vision

capabilities, needs and capacity of organizations.

Thus, the relatively unexplored area of organizational identification offers plenty of
scope for research. However, in relation to the organizational identification construct,
the research of Kreiner and Ashforth, 2004 neither refer to any specific leadership
style, in general, nor to Bolman and Deal’s (2003) leadership framework, in
particular,. Piccolo and Colquitt (2006) support a structural model whereby indirect
effects supplement the direct effects of transformational leadership on task
performance. They have also explained the effect of organizational citizenship
behavior through the mechanism of job characteristics, intrinsic motivation and goal

commitment.

Cheng and Wu (2006) have investigated the relationship model among self-efficacy,
organizational commitment and job satisfaction through various types of leadership
among a population of administrative clerks. However this study too neither mentions
any specific leadership style, in general, nor mentions Bolman and Deal’s leadership
style specifically, in relation to the organizational identification construct model.
Moreover, the study by Cheng and Wu (2006) involved clerical staff in an academic

setup, but not knowledge workers from a corporate setup.

Some authors have studied the relationship between gender combinations in superior-

subordinate relationship and have found to have no impact on leadership styles and
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organizational commitment (Moss, et al., 2007; Kennedy, et al., 2005). Here too, the

aspect of knowledge work or knowledge workforce is not implied.

The management guru Peter Drucker coined the term “knowledge worker” in 1956.
Prior to this, these groups were normally categorized as engineers and scientists.
Drucker studied the behavior and psychology of knowledge workers long before the
advent of the information technology age. According to Drucker (2006), knowledge
workers make up about two-fifths of the total workforce. Though an exact figure
could not be found, we surmise the number could have gone high now. This presents
a new research opportunity for exploring businesses that rely on the knowledge
workforce. Organizational identification has been studied in various situations that
overlap significantly with organizational commitment. The first attempt to
operationalize organizational identification was made by Cheney (1982) through a 25
item questionnaire. The social identity approach was suggested as an alternative
construct for organizational identification (Ashforth & Mael, 1989). Sluss and
Ashforth (2008) present a fresh perspective on organizational identity with respect to
relational identification. Their study further integrates the levels of identification. One
of the key observations presented in this recent study is the applicability of the
convergence model to other organizational identification forms (which have been left

open for future research).

Therefore, studying the expanded model of organizational identification with respect
to an identified leadership orientation and peripheral vision can contribute to the

management knowledge domain. Kreiner and Ashforth (2004) have examined
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multiple ways in which people can define themselves through their organizational

attachment.

We propose to focus on the relationship between the elements of organizational
identification from the expanded model of Kreiner and Ashforth (2004), namely,
Positive identification, Disidentification, Ambivalent identification and Neutral

identification

While positive identification occurs when the members define themselves in terms of
what the organization is thought to represent, it is this perception of oneness that
distinguishes it from other related constructs like person-organization fit and
organization commitment (Ashforth & Mael, 1989). Positive organizational
identification has also been argued to help foster a meaning, belongingness and

control at work (Ashforth, 2001).

Disidentification occurs when an individual defines himself or herself as not having
the same attribute or principles that he or she believes define the organization
(Elsbach & Bhattacharya, 2001). Organizations tend to view organizational
disidentification as undesirable and research has documented high cost of turnover as

well as retention (Hom & Griffeth, 1995).

Ambivalent identification refers to a psychological state where employees
simultaneously identify and disidentify with one’s organization or aspects of it. In the
words of Meyerson and Scully (1995), such individuals are committed to the
organization and also to a cause that is at odds with the identity of their organization,

called as “tempered radicals.”
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Neutral identification occurs when one’s self-perception may be based on the absence

of both identification and disidentification with an organization (Elsbach, 1999).

In the Asian context, Shirbagi (2007) explored organizational commitment and the
leadership frames within two cultural settings in an academic setup. This study
focused on faculty members of an Indian and Iranian University and the leadership

styles of their chairpersons.

Ashforth, et al. (2008) examine organizational identification based on four
fundamental questions: (a) What is identification? (b) Why does identification matter?
(c) How does identification occur? and (d) Identification: is it one or many? A study
involving National Health Services (NHS) employees attempted to re-operationalize
organizational identity according to three components: self-categorization and
labelling; sharing organizational goals and values; and sense of attachment,
belonging, and membership of the organization (Edwards & Peccei, 2007). Another
fascinating study on the effects of organizational identification on employees’ implicit
leadership theories, work attitudes and transformational leadership investigated the
relationship between the perception of leadership behavior and the psychological

reaction to work (Martin & Epitropaki, 2001).

While loose coupling and the presence of divergent viewpoints are constructive for
many organizational issues, disagreement over organizational identity ‘is a struggle,
not simply over alternative budget proposals, but over the very soul of the institution’
(Albert & Whetten, 1985). Again on the organizational identification and the firm’s
performance from a senior leadership perspective, Voss, et al. (2002) in their study on

two senior leaders holding divergent organizational identity, brought out an
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interesting and important finding. The leaders’ disagreement about organizational
identity was related to lower ticket revenues and lower net income, and the
organizational performance was lowest when disagreement about identity was
highest. Although some of their findings suggest that minor identity disagreement
among leaders may not hurt organizations, yet results generally support the

perspective that leaders should actively promote a single identity.

The leaders’ beliefs about organizational identity should agree with, and reflect the
types of activities that make the organization valuable and distinctive to stakeholders,
and hard to imitate by competitors. In some cases, minor divergences about identity
between organizational leaders might be a natural reflection of loose coupling, which
may not be damaging to organizational performance. However, most studies suggest
that organizational outcomes are maximized when the leaders agree about the

organization’s core, enduring and distinctive values (Voss, et al., 2002).

In the era of mergers and acquisitions, organizational identification assumes a
completely different dimension, which impacts the very existence of the post-merged
entity. In this regard, research on mergers suggests that identification with a pre-
merged organization is likely to predict identification positively with the post-merged
organization if the latter respects and incorporates the identity of the former.
Conversely, a merger that threatens the valued identity of a pre-merged organization
is likely to provoke resistance (Bartels, et al., 2006; van Leeuwen, van Knippenberg

& Ellemers, 2003).

Higher progressive orientation has been found to influence the intrapreneurship factor

of meaning of workplace factors positively. Value of personal growth, self-fulfillment
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and community development has explained a large amount of variance in work-life
balance and physical ambience (Singh, et al., 2011). This is a noteworthy observation

when viewed from the perspective of knowledge workforce.

More literature in this area was surveyed but was found to be wanting. Most of the
studies involving Bolman and Deal’s (2003) four-frame leadership style were done in
an academic context (at university and school levels). No literature was found on this

subject, in a corporate context relating to the knowledge workforce.

According to Drucker (1974), people are increasingly making a living by putting their
knowledge to use, and society itself is turning into a “knowledge society”. Therefore,
we feel that a study of Bolman and Deal’s (2003) leadership framework in the context
of organizational identification, rather than commitment, and peripheral vision
perspective in a knowledge industry or in a corporate setup with a large number of

knowledge workers, is a relevant research area.

Summing up, we observe that peripheral vision—as an organizational need for the
current technology-driven businesses—could influence leadership thinking and
business strategies. Therefore, investigating the three constructs (peripheral vision,
need and capacity; Bolman and Deal’s (2003) leadership orientation; and
organizational identification) offers an exciting research opportunity and forms an

appropriate context for an empirical study.

L INT3

Our online search with keywords such as “organizational identification”, “peripheral
vision”, and “Bolman and Deal’s leadership framework”, resulted in only 229 search

results. The search did not turn up any evidence of studies that were done on these
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concepts involving knowledge workers in a corporate set up. This supports our
proposal to bridge the research gap by studying the relationship existing among these

constructs in a corporate setup of knowledge workers, as perceived by them.
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CHAPTER 2

RESEARCH CONTEXT AND QUESTION

Organizations have existed in this world, in various forms and for different purposes,
since man began to understand the concept of division of labour. As organizations
began to become pervasive and dominant, it has become formidably difficult to
understand and increasingly tough to manage them (Bolman & Deal, 2003).
Management of organizations is getting more and more complex. The leadership
skills are undergoing an exceptionally dynamic transformation. Collapse of
WorldCom and Enron have brought to the fore the challenges in management
practices required for managing an organization in the current business environment.
It is increasingly becoming a challenge to manage organizations and the complexities
associated with them. Similarly, it is also worthwhile to note that organizations and
the attitude of the people too are becoming more complex. Though, in the last five
decades, a great lot of management wisdom has been added to the knowledge domain,
it is still a fact to be reckoned with that managing people and organizations continues
to be a challenge for leaders. The advent of technology has outpaced every aspect of
the business environment in the last two decades; the issue has become more complex
and confounding. This is despite the fact that the technology has made the quality of

life much better now.

The recent incidences of failures of large organizations like Lehman Brothers and
Bear Stearns and the associated financial debacle goes to prove the point of complex
business environment, as well as the leadership challenges. All the management

wisdom and intelligence have not been able to prevent this debacle. These incidents
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have impacted a large number of people and national communities across the globe.
However, despite all the management wisdom and knowledge, the most surprising
aspect of these incidents is that these disasters were not foreseen, leave alone being

prevented.

Organizations that survived periods like the great depression are certainly unlikely to
fail overnight. These debacles were not accidents or calamities that usually come
without any pre-warning. Some questions that are exceedingly pertinent at these

points are:

e Could the debacle have been prevented?

e Was it possible to notice the impending danger?

e Were the signs in the periphery not noticed when it occurred first or was it
noticed but not acted upon?

e Were the organizations not capable of noticing the signs of danger when they
appeared at the periphery?

® Did they have the requisite peripheral vision or have lacked it?

® How could organizations have reacted to these kinds of danger and respond to

them?

What does the future hold, to meet these challenges?

An attempt to answer these questions brings us to an extremely significant
management feature that is critical in today’s competitive business environment. The
need, capacity and the ensuing gap of peripheral vision of organizations determine the
perpetual alertness that is required by organizations in the current business context.

The need for peripheral vision for each organization varies. What is relevant to one
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does not necessarily suit the others. Moreover, the need and capacity of peripheral
vision changes with the dynamics of changing business and social environment,
making them highly contextual. What is relevant today may not turn out to be relevant
tomorrow and could turn counterproductive, the day after. A typical example in this
area would be the technological changes that have taken place in the music and
communication business. The pager technology and video cassette technology have
seen their exit in such a short time. Those who invested big in these technologies and
could not foresee the impending change, while these technologies were still at a

nascent stage.

However, research indicates that 80% of the organizations had badly fared on their
peripheral vision capacities when their CEO were interviewed (Day & Schoemaker,
2004). Figure 2(1) illustrates the rising need for vigilance on peripheral vision on a

scale of 1 to 7.

Figure 2(1) - Need for vigilance

Today’s need for

peripheral vision
Today’s capacity for

peripheral vision
Vigilance gap

Source: Strategic eye examination survey of senior managers in the United States
and Europe, 2004.
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These organizations did not have a dependable system to detect weak signals while
they needed them the most (Day & Schoemaker, 2004). This brings us to the moot
point, how do organizations improve their peripheral vision capabilities to face the

future.

Peripheral vision capability of an organization is dependent upon various factors and
cannot be a generalized model for implementation. Top leadership should have faith
and conviction in realizing the importance of detecting weak signals. They should be
willing to invest in the right talent and the right resources in this endeavor. This, in

turn, requires total commitment on the part of the organizational leadership.

Under the above context, it is equally crucial to realize the effect of leadership in
closing or bringing the gap to the minimum. Bolman and Deal (2003) define the
leadership in four distinct frames, namely structural, human resource, political and
symbolic. The frames are windows that bring the sight of the world as well as lens

that focuses.

The structural framework addresses organizational issues concerning organizational
structures, authority, rules and regulations, policies and control systems. It relies upon
the existence of a robust structural framework for addressing the leadership issues. At
the same time, having a rigid structural framework could be burdensome, leading to
apathy, absenteeism and resistance (Argyris, 1957, 1964). They, however, help an
organization in ensuring predictability, uniformity and reliability. As the organization
grows over time, the pressure for efficiency and discipline leads to greater

formalization and complexity (Greiner, 1972; Quinn & Cameron, 1983).
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Human resource framework concentrates on how the characteristics of organizations
and employees shape what they do for one another. Employees want to know, “How
well will this place fulfill my needs?” and organizations universally ask, “How do we

find and retain employees with the skills and attitudes needed to do the work?”

Political framework views politics as simply a realistic process of making decisions
and allocating resources, in the context of scarcity and divergent interests. This
actually makes political framework the heart of decision making, which is key in
leadership roles. In the organizational life, individuals and groups are interdependent.
They need each another with power relationships being multidirectional (Bolman &
Deal, 2003). Power is a “daily mechanism of our social existence” (Crozier and
Freidberg, 1977). The manager, like a politician, exercises four key skills: agenda
setting, mapping the political terrain, networking and forming coalitions and
bargaining and negotiating (Bolman & Deal, 2003). Organizations are arenas for
internal politics. They are also political agents in larger arenas or ‘“‘eco-system”

(Moore, 1993).

Lastly, the symbolic framework focuses on how humans make sense of the messy,
ambiguous world in which they live. Meaning, belief and faith are its central concerns
(Bolman & Deal, 2003). Organizational culture is a key factor in the symbolic
framework. “The way we do things around here” is the definition of culture (Deal &
Kennedy, 1982). “In the Feast of Fools,” Cox summarizes the importance of
symbolism in modern life: our links to yesterday and tomorrow depend also on the

aesthetic, emotional and symbolic aspects of human life—on saga, play and
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celebration. Without festival and fantasy, man would not really be a historic being at

all (Cox, 1969).

All the four frames offer a leadership tool in the hands of the managers. Leadership
being highly contextual, there is no standard frame that needs application in
managerial situations. Lakshmanan (2007) has attempted in his study to generate a
preliminary theory for the role of leaders in the knowledge management through a
grounded theory approach. Multiple frames are used in multiple situations by the
managers to effectively solve organizational problems (Shirbagi, 2007). While
discussing leadership and its impact on the peripheral vision capability of an
organization, it is not out of place to mention the characteristics of people that form
the core to both these aspects. As an explanation, Amo (2006) proposes a conceptual
model of knowledge management and employee innovation behavior, for the

leadership.

People in the organizational context play a key role in the success of the organization
(Porter, et al., 1973; Miller, 1978; Angel, 1981; Laschinger, 2001; Riketta, 2002).
Though many parameters have been studied about the way people relate to an
organization, one of the most powerful but not much explored parameters is the way it
identify with the organization and the commitment they have towards it. These two
parameters have a significant impact on the success of an organization in the long run.
Drucker (1970) demonstrates that responsibility is not purchasable and satisfaction
measurement is vague when it pertains to knowledge workers. Desikamani (2003)
presents an interesting view of leadership crisis and associates it with the attrition

rates in the knowledge industry.
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However, the literature search indicates that organizational identification has not
adequately been studied in such a depth as the organizational commitment in this
regard. Specifically, the expanded model of the organizational identification (Kreiner
& Ashforth, 2004) is a powerful parameter to understand the four dimensions of this
model. In the light of the above literature background, we can relate the four structural
orientations of Bolman & Deal Leadership model to the elements of the expanded

model of organizational identification.

Some of the general focus research questions thus originating from the above ideas

could be stated as below:

e  How are the Bolman and Deal’s four frameworks of leadership, impacted by
the peripheral vision capability and address the need gap in an organization
comprising of knowledge workers?

e  What is the impact on the organizational identification due to the peripheral
vision capability and need in a knowledge based organization?

e  How are the organizational identification factors impacted by the Bolman
and Deal’s four frames of leadership as a moderating factor, and influenced
by the peripheral vision capacity and need, as an antecedent?

e  Are the elements of organizational identification and Bolman and Deal’s
leadership framework associated with an organization of knowledge
workforce?

e  How can the peripheral vision capability of an organization be improved and
aligned in a knowledge-driven organization to influence the leadership styles

positively?
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e  How would the peripheral vision capacity, need and the resultant gap be
moderating the four leadership orientations of Bolman & Deal, in the
backdrop of the four extended models of organizational identification;
namely positive identification, ambivalent identification, neutral
identification and disidentification, in a corporate setup of knowledge
workers?

However, in a nutshell, the key question, this model attempts to answer, may be stated

broadly as below:

THE RESEARCH QUESTION

Under the given situation, in light of the significance of the peripheral vision for the
survival of an organization driven by knowledge workforce and its relevance to the
leadership styles and the organizational identification, the research question that
forms the backbone of this study can be stated as:

What is the Relationship between Organizational Identification, Leadership

Orientation and Management’s Peripheral Vision, in the Perception of Knowledge
Workers?
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CHAPTER 3

THEORETICAL MODEL

In the current study, an attempt has been made to explore the impact of peripheral
vision need and capacity of an organization on its perceived leadership styles and its
impact on the organizational identification, by the knowledge workforce. While these
constructs have been independently studied, they have not been studied cohesively in
a knowledge industry corporate setup. Most of the studies on these constructs been

done independently in an academic setup.

3.1 Conceptualization of the Model

As evident from the literature; the need for peripheral vision in an organization in the
current business scenario is something that is a ‘must’ and is no more a ‘preference.’
The alignment of the peripheral vision need and capacity of an organization determine
how an organization is likely to sustain its business existence. It is also seen that any
misalignment leads renders the organization is rendered either ‘vulnerable’ or
‘neurotic’. Unless the organization aligns itself to be either ‘vigilant’ or ‘focused’, its
survival and business sustenance is uncertain. In this a circumstance, we are trying to

explore the antecedents of this key factor, organizationally.

However, the peripheral vision gap is a factor that does not exist in isolation and
hence cannot be addressed in isolation, either. The issue being close to the senior
management, cannot be expected to be isolated from the impact of leadership styles or

behavior. Hence the leadership styles are bound to be impacted by the perceived
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peripheral vision gap of an organization, especially if the business is driven by the

knowledge workers.

As we have seen earlier, managing knowledge workers using traditional management
practices have been broadly ineffective. A knowledge worker, when compared to a
non-knowledge worker, is far more aware of the organization, is enlightened to
understand and generally is independent in thinking, owing to his professional
education. Therefore it becomes extremely crucial for the business leadership to
understand how these knowledge workers view the leadership and their management
style. Knowledge workers have better understanding of the system and, therefore,
traditional management principles are not effective. Kotelnikov (2001) refers this
aspect in his findings that the individual effectiveness of a knowledge worker is based
on the results and credibility, and perceived reputation and network relationship,
rather than on the formal authority, position, or job description in the hierarchy. The
current businesses are becoming more and more dependent on the knowledge
workforce. So the continuance of the business entity and its growth greatly depends
on the continuity of the services of the knowledge workforce. This brings us to the
issue of organizational identification, which determines the quality of relationship an
employee is supposedly to have with the organization. It then goes on to determine
his/her contribution to its growth and his/her very continuance in the organization.
Hence we have a strong case here as we see the linkages that are getting built across
the peripheral vision gap as derived from the need and the capacity, the leadership
orientation of the organization and the organizational identification by the critical

component of the business, the knowledge workforce.
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No one has captured as succinctly as Ralston (2007) where she has categorized the
leadership pitfalls of managing knowledge workers into five deadly sins, one needs to
avoid. She also studied the primary role to be played by a leader who intends to lead
knowledge workers. Having Dotlich and Cairo’s (2003) observation in the
background, she makes a compelling correlation of the leadership associated with

knowledge work.

This brings us to a moot point, how do we address these three factors in such a way
that the organization that is nurtured by knowledge workforce continues to show
healthy growth. How do we ensure that these factors are adequately studied and
understood to implement policies and practices that ensures best identification
patterns, by the knowledge workforce? To answer these questions, an empirical study
is required to bring out the relationships clearly so that we could go about identifying
the key aspects to focus on them. Availability of information on these aspects and a
strong statistical support to vouch for the above-mentioned approach can go a long

way in determining the best practices and policies towards the knowledge workforce.

Unfortunately, no such study has ever been done in the recent past as indicated by the
extensive literature search done so far. The concept of leadership styles and the
organizational identification as an employee retention factor has been studied in
various contexts as discussed earlier. Yet, no evidence of such a study is available in
the recent past, especially in the knowledge workforce based corporate setup. The
very concepts of peripheral vision need and capacity are new to the management
domain and the leadership orientation we intend to study, namely, Bolman & Deal,

are also fairly recent. Therefore, we can state with a fair amount of confidence that
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there is no study done or data available in the corporate set up of knowledge based
business. We have identified this as a key research gap in the management domain
and have tried to address it in a modest way. It has also thrown open a bigger scope
for management research, on the challenges facing the current businesses. Thus, our
research problem gains significance in the current context of business enterprises and
knowledge workforce. We firmly believe that such a study would add useful insights
into the management domain, especially the one that deals with the current business
challenges of managing the knowledge workforce and business uncertainties of the
technological era. While we believe that this study would be of immense help in
drafting policies and practices in knowledge industries, it need not be limited to the
same. The scope of the study opens up a plethora of options in understanding the
relationships between these factors from multiple perspectives. Hence, this study is
not an end in itself but actually a beginning to a wider and larger span of management
domain. Thus, these discussions form the precise basis of the hypothesized model,

which we propose to evaluate and study, in an identified knowledge industry.

Based on the literature search done and our own exploration of the relationship
between these constructs, as discussed above, the key research ideas emanating in the

current context could be stated as follows:

e  The relationship, its direction and strength, between peripheral vision capability,
need and the four frameworks of Bolman and Deal’s Leadership model in
knowledge work area.

e  Peripheral vision gap and need of an organization influencing the role played by

Bolman and Deal’s leadership framework and the organizational identification.



36

The interrelationship among the peripheral vision capability, organizational

identification, and Bolman and Deal’s leadership framework in knowledge work

context Figure 3(1).

Figure 3(1) - Model framework

Organizational

Peripheral Bolman & Deal's Tdentification

Leadership Framework

Positive

Identification
Need
Structural Orientation
Ambivalent
Identification
Ptiman Resource
Orientation Disidenti-
fication
Capacit Political Orientation
Yy
Neutral

Identification

Now, having these research questions raised, an attempt to state the research

objectives towards a greater specificity has been made:
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e To study the effect of peripheral vision need and capability of an organization
within the four leadership frameworks of Bolman and Deal and the
organizational identification of knowledge workers in an organization.

e To study and establish the relationship between the four leadership frameworks
of Bolman and Deal and the peripheral vision need and capacity of an
organization with the organizational identification and affective commitment, as
perceived by the knowledge workers.

e To develop an exploratory model that associates the elements of peripheral
vision, four leadership frameworks of Bolman and Deal with the organizational
identification.

While the above-proposed model is broadly exploratory in nature, the model would

specifically explore leadership construct as a dependent variable with peripheral

vision need and capacity as independent variables. In the next step, the organizational
identification as a dependent variable would be studied with peripheral vision need
and capability as independent variable and leadership construct as intervening or
moderating variable. The strength, direction and significance of these relationships
could go a long way in determining our approach to all these aspects in a knowledge

based organization.

The study was conducted across different knowledge industries, across knowledge
vertical groups at the outset and a survey was designed and participating organization

was selected, accordingly.
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3.2 Peripheral Vision Need and Bolman and Deal’s Leadership Orientation

The construct of peripheral vision need (PVN) refers to those aspects of the business
environment that an organization has to cope with while doing business. These factors

determine the kind of environment in which the business operates.

PVN involves two key dimensions: complexity and volatility of the environment (Day
& Schoemaker, 2004). These variables cannot be controlled and hence, are expected
not to be associated with factors that are influenced by the actions of the management;
they do determine the course of management’s intervention. They influence the
orientation that the leadership is likely to adopt in order to run and sustain the

business.

When PVN is high, the organization has to pay attention to and constantly scan the
second-order environment (Emery & Trist, 1965). In order to make sense of a volatile
environment, management has to adopt an organic structure (Burns & Stalker, 1966).
In such a fluid milieu that calls for improvisation, there has to be greater emphasis on
the political and symbolic leadership orientations. Focusing on structural and human

resource orientations will not provide the flexibility needed to cope.

Hence, we hypothesize

Hl(a): The greater the complexity of the environment, the greater the orientation

towards the structural and political frameworks.

H1(b): The greater the complexity of the environment, the lower the human resource

and symbolic orientations of leadership in an organization.
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H2(a): The greater the volatility of the environment, the greater the orientation

towards the structural and political frameworks.

H2(b): The greater the volatility of the environment, the lower the human resource

and symbolic orientations of leadership in an organization.

3.3 Peripheral Vision Capacity and Bolman and Deal’s Leadership Orientation

Peripheral vision capacity (PVC) of an organization is that ability of the organization
by virtue of which it is able to detect and align its initiatives towards a successful
running of business. In nautical terms, this could be compared with ‘setting the sail’ to
suit the prevailing wind conditions. This is a fundamental attribute of the organization

that often determines the success and failure of the business.

The PVC of an organization is strongly linked to the leadership of the organization
(Day & Schoemaker, 2006). Since this factor is very well within the control of the
organization, it is likely to influence and be influenced by every action of the

management.

The construct of PVC has five variables: leadership orientation, strategy making,
knowledge management systems, configuration of structure and incentives, and the
culture of values, beliefs, and behavior. However, the term ‘leadership orientation’
was found to be confusing in the context of Bolman and Deal’s (2003) leadership.
After a careful review of the individual items that measure it, we decided to rename

this as ‘managerial foresight.’

Management that has PVC is more likely to have the ability to see the big picture,

without getting lost in administrative minutia. They have the ability to make sense of
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the developments occurring in the second-order environment and respond
innovatively to position the organization to take advantage of technological,
economical and societal developments. Such management does not go by the book,

but strives to respond proactively.

Hence, we hypothesize:

H3(a): The greater the managerial foresight, the greater the leadership’s adoption of

human resource and symbolic orientation.

H3(b): The greater the managerial foresight, the lower the leadership’s orientation

towards the political and structural frameworks.

H4(a): The better the strategy making, the greater the leadership’s orientation towards

the structural and political frameworks.

H4(b): The better the strategy making, the lower the leadership’s orientation towards

human resource and symbolic orientation.

H5(a): The better the knowledge management systems, the greater the structural

leadership and symbolic orientation.

H5(b): The better the knowledge management systems, the lower the human resource

and political leadership orientation.

H6(a): The better the configuration of structure and incentives, the greater the

structural and human resource leadership orientation.

H6(b): The better the configuration of structure and incentives, the greater the

political leadership orientation.
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H7(a): The better the culture of values, beliefs, and behavior, the greater the human

resource and symbolic leadership orientation.

H7(b): The better the culture of values, belief and behavior, the lower the political and

structural leadership orientation.

3.4 Bolman and Deal’s Leadership Orientation and Organizational Identification

The organizational identification of an individual is often influenced by his/her own
experience, perception and interpretation of managerial actions. While the
organizational identification of an individual could be contextual and situational, a
predominant pattern develops over a period of his/her tenure with the organization.
This is influenced by the actions and orientations of senior management and has a
direct impact on the attrition levels of an organization, especially the one driven by

knowledge workers.

Leadership orientation influences employees’ behavior patterns and their consequent
identification profiles. Chang (2005) studied the relationship among leadership styles,
employee maturity and job performance, and organizational identification in the
Taiwanese hotel industry. Other studies have associated leadership styles with
organizational identification and commitment (Berson, et al., 2004; Walumba, et al.,

2005; Martin & Epitropaki, 2001).

When management adopts a predominantly structural and political leadership
orientation, employees are more likely to feel the organization as unresponsive and
insensitive to their aspirations, and there is no justice to how they are treated. On the

other hand, if the management emphasizes the human resource and symbolic



42

leadership orientations, the organization is seen as a caring place to work for in which

management inspires people.

Hence, we hypothesize

H8(a): The stronger the structural orientation of the leadership, the greater the neutral

and ambivalent identification.

H8(b): The stronger the human resource leadership orientation, (a) the greater the
positive identification and (b) the lower the neutral identification, ambivalent

identification, and disidentification.

H8(c): The stronger the political leadership orientation, (a) the greater the
disidentification and ambivalent identification and (b) the lower the positive

identification.

H8(d): The stronger the symbolic leadership orientation, (a) the greater the positive

identification and (b) the lower the disidentification and neutral identification.

3.5 Peripheral Vision Need and Organizational Identification

An organization that operates in an immensely complex and volatile environment
might have employees who always feel anxious about continuing in the organization
and their jobs. This, in turn, would influence the way they identify themselves with
the organization. However, a management that aligns its capacity to meet this need
would instill confidence among its employees and positively influence their

identification patterns.

Hence, we hypothesize:
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H9(a): The greater the complexity of the environment, the greater the disidentification

or neutral identification of the knowledge workforce.

H9(b): The greater the complexity of the environment, the lower the positive

identification.

H9(c): The changes in the complexity of the environment have no impact on the

ambivalent identification of the knowledge workforce.

H10(a): The greater the volatility of the environment, the greater the disidentification

or neutral identification of the knowledge workforce.

H10(b): The greater the volatility of the environment, the lower the positive

identification.

H10(c): The changes in the volatility of the environment have no impact on the

ambivalent identification of the knowledge workforce.

3.6 Peripheral Vision Capacity and Organizational Identification

Shirbagi (2007) studied peripheral vision and leadership frames in an academic setup
and did not include knowledge workers. Voss, et al. (2002) studied the organizational
identification of leadership and its impact on the organization. Nonetheless, there are

few studies on organizational identification and the leadership traits.

When management is perceived by knowledge workers to have the PVC to deal
proactively with a complex, dynamic environment, it assuages their anxieties
regarding the business sustenance. A learning organization with the right kind of

leadership expects that their knowledge workforce responds to environmental
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uncertainties in a way to ensure success (McAdam & McCreedy, 1999). In the same
way, knowledge workers perceive the organizational capabilities by their own
experience, being in a sound position to assess the leadership capabilities and
peripheral vision or foresight of the organization, much better than the regular
workers (May & Frenkel, 2002). Therefore, a mutual demonstration of a foresight and
vision leads to a positive perception about the organizational leadership, ensuring a

trusting relationship which eventually leads to positive organizational identification.

Hence, we hypothesize:

H11(a): The better the managerial foresight, the stronger the positive identification of

the knowledge workforce.

H11(b): The better the managerial foresight, the lower the disidentification and

ambivalent identification.

H12(a): The better the strategy making, the stronger the positive identification.

H12(b): The better the strategy making, the lower the disidentification and ambivalent

identification.

H13(a): The better the knowledge management systems, the stronger the positive

identification.

H13(b): The better the knowledge management systems, the lower the

disidentification and ambivalent identification.

Hl14(a): The better the configuration of structure and incentives, the stronger the

positive identification.
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H14(b): The better the configuration of structure and incentives, the stronger the

disidentification, neutral identification and ambivalent identification.

H15(a): The better the culture of values, beliefs and behavior, the stronger the positive

identification.

H15(b): The better the culture of values, beliefs and behavior, the lower the

disidentification, neutral identification and ambivalent identification.

While the theoretical model was intended to be studied for all possible combinations
of the relationships, the scope of the model as well as the survey was kept broad and

flexible.

The hypotheses that have been discussed so far have been summarized in Table 3(1),

below.

Table 3(1) — Hypothesized directions

S.No Variables* 1 2 3 4 |56 7|89 10 1112 13| 14

15

1 | Complx Envr

2 Voltl Envr

Managerial
foresight

4 | Strategy Mkg

5 | Kw. Mgt. Sys

Confg - Str &
Incv

Cultr -
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Val/Blf/Bhv
8 | STRUCTURAL
9 | HUMAN RES.
10 | POLITICAL
11 | SYMBOLIC
12 | POSID
13 | DISID
14 | AMBVID
15 | NEUTID

‘+’ indicates anticipated existence of a positive association.
‘-> indicates anticipated existence of a negative association.
‘@’ indicates no perceived existence of association.

*  Refer list of abbreviations/symbols
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CHAPTER 4

RESEARCH METHODOLOGY

This chapter describes the research methodology that consists of the components of
research design that was referred in the earlier chapters and focuses on the research
design adopted for the study, Operationalization of the variables used in the study,

data collection procedures, and plan for analyzing the collected data.

4.1 Research Design

Research design is the basic framework for conducting research in order to answer the
research questions. It ensures that the research is done in the right direction so that
results are useful, economically obtained and led a way to further studies, in the same
or related directions. It also helps in guiding the researcher in addressing the research
issues, like data collection technique, sampling methods, costs and time required to
conduct research, techniques to be used in the data analysis. For this type of
multivariable study that involves interval scales for studying behavioral attributes and
attitude measures, the suggested inferential statistics are product moment correlation,

t-test, factor analysis, and regression (Tripathi, 2008).

4.2 Optimization and Characterisation of Constructs

The measures for all the variables used in this study have been adopted from scales
used in the previous studies. As these scales were reported with a high reliability, they
were used with practically no changes in case of Bolman and Deal’s (2003) leadership
framework, organizational identity (Kreiner & Ashforth, 2004), and affective

commitment (Riketta, 2002). However in the case of the peripheral vision need and
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capability variables (Day & Schoemaker, 2006), these were slightly modified to
improve understanding of the respondents. Moreover, all the variables were measured
on a rationalized Likert scale of 1 to 6 to bring in uniformity of approach. Also since
the questions pertaining to the peripheral vision section was more qualitative in
nature, the same was elaborated in a simpler language without losing meaning. The

details of the variables and the corresponding measuring items used are given in Table

4(1).
Table 4(1) — Variables and measuring items (Pilot study)
No of Measurement
S.No. Variables Defined
Items
1 Peripheral vision need — Nature of strategy 4
2 Peripheral vision need — Complexity of environment 8
3 Peripheral vision need — Volatility of environment 12
4 Peripheral vision capacity — Managerial foresight 4
5 Peripheral vision capacity — Strategy marking 6
6 Peripheral vision capacity — Knowledge management system 4
7 Peripheral vision capacity — Configuration — Structure & incentives 3
8 Peripheral vision capacity — Culture, value, belief and behavior 3
9 Bolman & Deal — Structural 8
10 | Bolman & Deal — Human Resource 8
11 | Bolman & Deal — Political 8
12 | Bolman & Deal — Symbolic 8
13 | Positive identification 4
14 | Disidentification 4
15 | Ambivalent identification 4
16 | Neutral identification 4
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Post standardization of the survey instruments for uniform Likert scale of 1 to 6, the
questions were typed out in the form of a questionnaire, and multiple copies were
made for administering the pilot study (Appendix I). For the purpose of conducting
the pilot study, the groups were chosen from the participants of various executive
management programs at Indian Institute of Management Bangalore (IIMB). The
participants were briefed about the constructs and its relevance to the study. The
survey instrument was then pilot tested. The respondents were 71 information
technology (IT) software professionals undergoing General Management program and
24 full-time Post Graduate Software Management (PGPSM) students at [IMB. The
respondents were divided into two major groups and accounted for a total of 95. The
survey was conducted using the paper questionnaire mode and the same was collected
after about 2 hours from the respondents. However, there were only 65 usable and

completed responses, the rest being incomplete to the extent of non-usability.

The Cronbach’s a was checked for all the items and it was found to be well over 0.7,

except the variable of Nature of strategy under the peripheral vision need construct.

4.2.1 Review of pilot study

The pilot study data was found lacking in terms of composition and completeness.
However an attempt was made to analyze the data available after handling the missing
values appropriately to see if any useful lead could be obtained to support the concept.
The details of the pilot study data and the analysis is given in the subsequent tables

(Tables 4(2) and 4(3)).
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Table 4(2) - Sample size details

Size Actual Responses Received
Sample Population Type
Surveyed Male Female Total
IT Professionals Undergoing General
80 60 11 71
Management Program at [IMB
Students from Post Graduate Program in
30 23 1 24
Software Management at IIMB
Table 4(3) - Reliability data of pilot study
No of
Reliability
S.No Variables Defined measurement
) [Cronbach’s a]
items
1 Peripheral Vision Need Nature of Strategy 4 0.67
2 Peripheral Vision Need Complexity of Environment 8 0.69
3 Peripheral Vision Need Volatility of Environment 12 0.80
4 Peripheral Vision Capacity - Leadership Orientation 4 0.75
5 Peripheral Vision Capacity - Strategy Marking 0.84
6 Peripheral Vision Capacity - Knowledge Management System 4 0.87
; Peripheral Vision Capacity — Configuration — Structure & 3 0.8
Incentives .
g Peripheral Vision Capacity - Culture, Value, Belief and 3 0.82
Behavior .
9 Bolman & Deal - Structural 8 0.88
10 Bolman & Deal - Human Resource 8 0.92
11 Bolman & Deal - Political 8 0.87
12 Bolman & Deal - Symbolic 8 0.90
13 Positive Identification 4 0.61
14 Disidentification 4 0.85
15 Ambivalent Identification 4 0.86
16 Neutral Identification 4 0.78
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4.2.1.1 Key findings of pilot study

Organizations were classified on a 2 x 2 grid using consolidated scores on elements of

need and capacity.

Organizations were also classified on a 3 x 3 grid using mean and standard deviation

scores. However, only the extreme quadrants of the grid were used for analysis.

Test statistics indicated a strong correlation among peripheral vision constructs,

political frame and symbolic framework of leadership.

The human resource and organizational disidentification showed moderate correlation

to peripheral vision constructs.

Structural frameworks are weakly correlated with the peripheral vision need and

capacity.

The constructs of positive, ambivalent and neutral organizational identification do not

correlate with the peripheral vision need as well as capacity.

In the political framework of leadership, Vigilant and Focused organizations had

significant differences.

In the structural and human resource frameworks, Vigilant and Focused organizations

had moderately significant difference (Table 4(4)).
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Table 4(4) - Test statistics directions

Z
S |&
- o
= >
< <« Z.
S & Z S| E z z
Constructs & = = = o« ] Q
o) o4 = o o
a2 Z ) Z =< &) [
Slzce|S |° SIE |z=| =
=2 |82 = O = B Ry | 59
22| E=213 = 252 =& =
== z = o @) E &) = ! § o
Qz | <& | & 2 = e |EE
- = S H = S =z | 8 2z |5z
RZ|S2|2 |5 |g2 2 |=2|B%
O | DO | & 2 =8 A <2 |z8
1 Peripheral Vision B + ++ ++ @ + @ @
Need
2 Peripheral Vision _ + ++ ++ @ + @ @
Capacity

++ Strongly correlated;  + Moderately correlated; (-) Weakly correlated; @ Not

correlated.

4.2.1.2 Key limitations to the pilot study

The samples sizes and gender break up were not adequate enough to statistically

justify the outcomes strongly.

The composition of the sample too was not homogenous as it consisted of participants
from multiple businesses and multiple levels of experience, background and

education.

The missing values played a significant role in the final useful sample size and also
brought in the perceptional differences in the context of the basic business unit while
responding. The results were inadequate to conclude strongly on the model

conceptualization but were good enough to be interpreted as “encouraging” and
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strongly “indicative,” as far as support to the conceptualization of construct was

concerned.

Post collection of the responses, a feedback session was held and the feedback
observations were noted down. Many expressed a lack of clarity in the peripheral
vision part of the survey and suspected that it resulted in multiple interpretations.
Another key and predominant feedback was about the length of the questionnaire and
raised questions about the interest sustainability towards the end. Poor percentage of
usable responses with respect to the total participants was also attributable to a great
extent, to the length and the qualitative nature of the survey tool, especially the first

construct.

The feedback resulted in certain key changes in the survey questionnaire. The
qualitative questions were simplified without the loss of content efficacy and made
simpler in terms of the context. The detailing, prior to the start of the survey, was
made more elaborate, and contextual reference was clearly explained, as a key
reference point of response. The number of research questions was retained as it is as
every element of the construct was important and relevant to the study. Again, the
encouraging reliability numbers were relied upon to retain the construct, and it was
decided to use the instrument with minimal content modification. It was ensured that
more straightforward questions pertaining to organizational identification and
leadership framework were preceded by the slightly difficult questions of the
peripheral vision constructs. The demographic questions were based on the
presumption of certain demographic attributes that were expected to influence the

variables and also not revealing the identity of the respondents, as these were working
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professionals in organizations who did not want to get themselves and their business

activities/projects identified. Eight item measurement scale for measuring affective

commitment (Allen & Meyer, 1996) was selected to keep the scope of study wide and

open, this study being a model exploratory kind. The details of the number of items

and the variables (Appendix II) that were eventually identified for the administration

of pivotal survey are presented below in Table 4(5).

Table 4(5) — Variables and measuring items (Pivotal study)

No of Measurement

S.No. Variables Defined
Items
0 Demographic details about the participant 15
1 Peripheral vision need — Complexity of environment 8
2 Peripheral vision need — Volatility of environment 12
3 Peripheral vision capacity — Managerial foresight 4
4 Peripheral vision capacity — Strategy marking 6
5 Peripheral vision capacity — Knowledge management system 4
6 Peripheral vision capacity — Configuration — Structure & incentives 3
7 Peripheral vision capacity — Culture, value, belief, and behavior 3
8 Overall peripheral vision — Need 3
9 Overall peripheral vision — Capacity 3
10 | Bolman & Deal — Structural 8
11 Bolman & Deal — Human resource 8
12| Bolman & Deal — Political 8
13 | Bolman & Deal — Symbolic 8
14 | Positive identification 4
15 | Disidentification 4
16 | Ambivalent identification 4
17 | Neutral identification 4
18 | Affective commitment 8
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4.3 Operationalization of Variables

The measurement items for all the variables have been used from scales used in prior
research studies (Bolman & Deal, 2003; Day & Schoemaker, 2006; Kreiner &
Ashforth, 2004). As these scales reported high levels of reliability and possessed
required validity, they were used without any or minor syntactic changes ensuring that
there is no loss of meaning or relevance. The minor changes were only in the
peripheral vision constructs as the feedback from the pilot study indicated that due to
its subjective nature, there was difficulty in understanding and interpreting the
meaning of these questions by the respondents from multiple educational and social
backgrounds. Hence the modification was done to make the language simpler with

direct sentences.

4.3.1 Peripheral Vision Need and Capacity

Bolman and Deal (2003) have developed the measurement scales for measuring the
peripheral vision need and capacity to carry out a strategic eye examination that
assesses the peripheral vision gap among the leadership in organizations. These were
reported to meet the requirements of construct validity, internal consistency, and
external validity. Though the original scales were meant to be scored on a 1 to 7 scale,
for the purpose of our study, we designed the responses on a 1 to 6 scale in line with

other constructs. Accordingly the mean scores were worked out for classification.
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4.3.1.1 Complexity of environment

Complexity of environment refers to factors that are concerned with the industry

structure, market access, technologies, governmental dependence, impact of global

economy, etc. These were measured using the following scales:

Using the following scale, please circle the number for each item that comes closest

to reflecting your opinion about the strategic eye of your business unit, as perceived

by you in your current role. Kindly read the description given at the extremes to

clearly understand the direction of response. Kindly use the weightages indicated in

the parenthesis for each response — 1(100/0); 2(80/20); 3(60/40); 4(40/60; 5(60/40)

and 6(0/100).

1. Industry/Business structure

Few easily
identifiable

May
competitors
from

competitors unexpected
sources
2. Chanpel structure-meaning the modality of S Long and
reaching your product/services to the e complex
channel mix
customer/end user
Fixed Fuzzy
3. Market structure-refers to the way your boundaries boundaries
and simple and complex

product/services are segmented

segmentation

segmentation

4. Enabling technologies-refers to the Few and Many
. . mature converging
C(')mplex'lty anq number of technologies (simple (complex
directly impacting the business systems) systems)
. Many or
. Minimal .
5. Government regulations (Central; State etc.) | oo changing
) rapidly
Closely
watched but
. o e eqe . . . L 1 .
6. Public visibility of industry in / by media P media or
gnore: A
special interest
groups
. . High: sensitive
7. Dependence on government funding and Low: largely to politics and
- independent of f pd'
political access government neine
climate
Low: domestic High: affected
8. Dependence on global economy focused and by global

isolated

conditions
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4.3.1.2 Volatility of environment

Volatility of environment pertains to factors associated with uncertainty, market

conditions, competitor’s behavior, sensitivity to social changes, business rivalry, etc.

They were measured as below:

Using the following scale, please circle the number for each item that comes closest

to reflecting your opinion about the strategic eye of your business unit, as perceived

by you in your current role. Kindly read the description given at the extremes to

clearly understand the direction of response. Kindly use the weightages indicated in

the parenthesis for each response — 1(100/0); 2(80/20); 3(60/40); 4(40/60; 5(60/40)

and 6(0/100.

1. Number of surprises by high impact
events in the past three years

None

Three or more

2. Accuracy of past forecasts

High: small
deviations from
actual

Low: Actual differ
greatly from
forecasts

3. Market growth pattern

Slow and stable

Rapid and
unstable

4. Growth opportunities

Have decreased
dramatically in
the past three

Have increased
dramatically in
the past three

years years
5. Speed and direction of technological _ _
Predictable Unpredictable
change
6. Behavior of key competitors, suppliers _ Highly
d Very predictable unpredictable
and partners
. Live and let-live Hostile
7. Posture of key rivals mentality (aggressive)

8. Susceptibility to macroeconomic

Low sensitivity to
price
changes;,currenci

High sensitivity to
price changes,
currencies,

forces es, business business
cycles, tariffs, etc. cycles,tariffs, etc.
9. Dependence on financial markets Low High
10. Customer and channel power refers to
the level of influence they can have Low High

on your business
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11. Sensitivity to social changes (fashion,
values, etc.)

Low: Mostly
gradual change
from the past

High: Good
chances of major
disruptions &
changes in
business models

12. Potential for major disruptions

Low: Few
surprises
expected, mostly
things we can
handle over next
five years

High: Several
significant
business shocks
are expected,
without our
knowing which in
particular

4.3.1.3 Managerial foresight

This refers to those aspects of capacity that pertains to the importance of periphery

vision in business agenda, managerial attitudes towards periphery vision, etc. The

variable as explained earlier was renamed as managerial foresight for simplicity.

These were measured as below:

Using the following scales, please circle the number for each item that comes closest

to reflecting your opinion about the strategic eye of your business unit, as perceived

by you in your current role. Kindly read the description given at the extremes to

clearly understand the direction of response. Kindly use the weightages indicated in

the parenthesis for each response — 1(100/0); 2(80/20); 3(60/40); 4(40/60; 5(60/40)

and 6(0/100).
1. Importance of periphery in -
p_ I’D phery Low priority 1 Hl_gh_
business leader’s agenda priority
Emphasis on Emfhasm
. . short term on ong_
2. Time horizon overall (owo years 1 term (five
or less) years or
more)
Active
- and
3. Attitude towards the periphery le“'f’d:fnd ] curious
. . myopic (few )
in the organization people care) (active
mining of
periphery)
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4. Willingness to test and
challenge the basic assumptions

Mostly
defensive

Very
willing to
test key

6 | premises

or widely
held

views

4.3.1.4 Strategy making

Strategy making refers to capacity associated with the strategy process, scenario

thinking, integration of customer and competitor information, etc. Following scales

were used to measure this item:

Using the following scales, please circle the number for each item that comes closest

to reflecting your opinion about the strategic eye of your business unit, as perceived

by you in your current role. Kindly read the description at the extremes to clearly

understand the direction of response. Kindly use the weightages indicated in the

parenthesis for each response — 1(100/0); 2(80/20); 3(60/40); 4(40/60; 5(60/40) and

6(0/100).

1. Experience with uncertainty

reducing strategies (i.e., real Limited Extensive
options)
2. Use of scenario thinking to guide
Never Frequent
strategy process
3. Number of alliance partners Few Many
Rigid, Flexible,
o e7e calendar issues-
4. Flexibility of strategy process driven, oriented
budgeting processes
5. Resources devoted to scanning . _
X Negligible Extensive
the periphery
6. Integration of customer and
competitor information into Poorly and Systematically
sporadically and fully
future technology platform and | integrated integrated

new product development plans
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4.3.1.5 Knowledge management system

Knowledge management system refers to the PVC associated with the sharing of data

management, access to data across organization, using of database, etc. The following

scales were used to measure this item:

Using the following scales, please circle the number for each item that comes closest

to reflecting your opinion about the strategic eye of your business unit, as perceived

by you in your current role. Kindly read the description given at the extremes to

clearly understand the direction of response. Kindly use the weightages indicated in

the parenthesis for each response — 1(100/0); 2(80/20); 3(60/40); 4(40/60; 5(60/40)

and 6(0/100).
Poor: Excellent:
1. Quality of data about events and | limited broad
. Coverage Coverage
trends at periphery and often and
out-of-date timely
Difficult: Relatively
1. .ted easy:
2. Access to data across 1m wide
. . X awareness of
organizational boundaries what is awareness
{labl of what is
avariable available
3. Use of database for existing o _
X Limited Extensive
business
4. Technologies f . . Old and State-of-
. Technologies for posing queries i
Ch P &4 difficult to the-art
to database use inquiring
systems

4.3.1.6 Configuration of structure and incentives

This refers to the aspects of accountability of sensing weak signals, warning system in

the organization, and incentive to encourage reporting such instances. Following

scales were used to measure the same:
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Using the following scales, please circle the number for each item that comes closest
to reflecting your opinion about the strategic eye of your business unit, as perceived
by you in your current role. Kindly read the description given at the extremes to
clearly understand the direction of response. Kindly use the weightages indicated in

the parenthesis for each response — 1(100/0); 2(80/20); 3(60/40); 4(40/60; 5(60/40)

and 6(0/100).
Responsibi-
lity is
- . . clearly
1. Accountability on sensing and action | No one s 11003l 4ls ¢l asisnedro
on weak signals responsible project
teams or
dedicated
groups
Extensive
2. Early warning systems and procedures | None 1/2(3(4|5 6|and
effective
Top
: manage-
3. Incentives to encourage and reward ment
. . None 112|3|4|5| 6 .
wider vision recognition
and direct
rewards

4.3.1.7 Culture of values, belief and behavior

This refers to the internal culture and readiness to listen to reports from the scouts,
share information across the organization, etc. The scales used to measure this item

are as below:

Using the following scales, please circle the number for each item that comes closest
to reflecting your opinion about the strategic eye of your business unit, as perceived
by you in your current role. Kindly read the description given at the extremes to

clearly understand the direction of response. Kindly use the weightages indicated in
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the parenthesis for each response — 1(100/0); 2(80/20); 3(60/40); 4(40/60; 5(60/40)

and 6(0/100)
1. Readiness to listen to reports Closed: Open:
. listening 1 2 3| 4|5 | 6| listening
from scouts from Pel’lphel’y discouraged encouraged
2. Willingness of customer-
contact staff to forward market | Poor 1 2 |3|4|5]| 6| Excllent
information
Excellent:
3. Sharing of information about Poor: Ongoing
. .. Information information
periphery vision across ignored o 112 13(4]5/6|  ica
functions hoarded multiple
levels

4.3.2 Bolman and Deal’s Leadership Orientation

The leadership orientation here refers to the framework, in which each of the
management situations can be viewed. These frameworks clearly define the
leadership styles adopted at a particular situation to resolve a problem or make a
decision. According to Bolman and Deal (2003), every managerial decision-making
situation or a managerial conflict can be viewed within any of these four frameworks.
While no framework is specifically good all the times, each of them are used based on
the context and the appropriateness of the need. Each of them has their own
advantages as well as disadvantages. Situational leadership skills, which adopt an
appropriate framework to resolve the issue, are the best in the interest of all

concerned. In light of the above, this construct assumes its importance in the study.

4.3.2.1 Structural orientation

In the structural orientation of the leadership, the reliance is more on the

organizational structure, procedures, and other mechanisms that rely upon ‘control’ of
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the resources. While this orientation offers stability and consistency, it breeds

bureaucracy. This is measured using the following items:

Using the following scales, please circle the number for each item that comes closest

to reflecting your opinion about the leadership style of your business unit’s

management.
1 2 3 4 5 6
Always To a large To some To little To very Never

extent extent extent little extent

1. Thinks clearly and logically

2. Strongly emphasizes careful planning and clear timelines

3. Approaches problems through logical analysis and careful thinking
4. Develops and implements clear, logical policies and procedures

5. Approaches problems with facts and logic

6. Sets specific, measurable goals and holds people accountable for the
results

7. Applies extraordinary attention to details

8. Believes strongly in clear structure and a chain of command

4.3.2.2 Human resource orientation

In this approach, preference is given for human approach, relies upon caring and

nurturing spirit for solving organizational issues. While it encourages employee
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identification, it is highly unreliable and ‘loose’ in offering stability, as the human

behavior is highly uncertain. This is measured using the following scales:

Using the following scales, please circle the number for each item that comes closest

to reflecting your opinion about the leadership style of your business unit’s

management.
1 2 3 4 5 6
Always To a large To some To little To very Never

extent extent extent little extent

1. Shows high level of support and concern for others
2. Builds trust through open and collaborative relationships
3. Shows high sensitivity and concern for others needs and feelings
4. Fosters high level of participation and involvement in decisions
5. Is consistently helpful and responsive to others
6. Listens well and is unusually receptive to others ideas and inputs
7. Gives personal recognition for work well done
8. Is a highly participative manager
4.3.2.3 Political orientation
In the political orientation, the organization is viewed as interest groups or political

alliances struggling for scarce resources and exhibit ‘political’ behavior to protect

their interests. While this orientation is good to deal with extreme or emergency
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situations, it nurtures politics and bad culture. This is measured using the following

scales.

Using the following scales, please circle the number for each item that comes closest

to reflecting your opinion about the leadership style of your business unit’s

management.
1 2 3 4 5 6
Always To a large To some To little To very Never

extent extent extent little extent

1. Shows exceptional ability to mobilize people and resources to get
things done
2. Is a very skillful and shrewd negotiator
3. Is unusually persuasive and influential
4. Anticipates and deals skillfully with organizational conflict
5. Is very effective in getting support from people with influence
and power
6. Is politically very sensitive and skillful
7. Develops alliances to build a strong base of support
8. Succeeds in the face of conflict and opposition
4.3.2.4 Symbolic orientation

This orientation sees the organization from the perspective of ‘values,, ‘beliefs,” and

‘culture.” It believes in people’s involvement and relies upon the ‘value system.’
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While it does promote good employee behavior, it can be painfully slow to respond to

opportunities. This is measured using the following scales.

Using the following scales, please circle the number for each item that comes closest

to reflecting your opinion about the leadership style of your business unit’s

management.
1 2 3 4 5 6
Always To a large To some To little To very Never

extent extent extent little extent

1. Inspires others to do their best
2. Is highly charismatic
3. Is an inspiration to others
4. Is highly imaginative and creative
5. Communicates a strong and challenging vision and sense of
mission
6. Sees beyond current realities to create exciting new opportunities
7. Generates loyalty and enthusiasm
8. Serves as an influential model of organizational aspirations and
values
4.3.3 Organizational Identification

The behavior of an employee towards organization goes a long way in determining

his continuance in the organization. Organization commitment and identification have
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been two key parameters in assessing these behaviors. When an employee group is
formed, it has been found that the primary focus of identification is the work group
rather than the organization (Riketta & van Dick, 2005). Though the organizational
identity and commitment are strongly correlated they are empirically discriminable
(Bedein, 2007; Bergami & Borgozzi, 2000; Cole & Bruch, 2006; Gautam, et al.,
2004). In the expanded model of organizational identification, Kreiner and Ashforth
(2004) have identified four key types of identification pattern in employees. These are
positive identification, disidentification, ambivalent identification, and neutral

identification.

4.3.3.1 Positive identification

In this pattern of identification, employee identifies himself positively with the
organization and is ‘proud’ to be a part of the organization. He is interested in
showing his association with the organization in all spheres of his life. This is

measured using the following scales.

Using the following scales, please circle the number for each item that comes closest
to reflecting your opinion about your business unit, as perceived by you in your

current role.
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1 2 3 4 5 6
Agree Agree Agree Disagree Disagree Disagree
very much moderately slightly slightly moderately ~ very much

1. When someone criticizes my organization, it feels like a personal
insult

2.1 am very interested in what others think about my organization
3. When someone praises my organization it feels like a personal
compliment

4. If a story in the media criticized this organization, I would feel

embarrassed

4.3.3.2 Disidentification

In this pattern, the employee is very reluctant to show his association with the
organization. He either feels shameful or indifferent or does not want to get associated
with the organization for any reasons. This pattern usually leads to eventual
separation and does not bring about the best performance. This is measured using the

following scales.

Using the following scales, please circle the number for each item that comes closest
to reflecting your opinion about your business unit, as perceived by you in your

current role.

1 2 3 4 5 6

Agree Agree Agree Disagree Disagree Disagree
very much moderately slightly slightly moderately ~ very much
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1. This organization does shameful things

2. I find this organization to be disgraceful

3. I want people to know that I disagree with how this organization
behaves

4.1 have been ashamed of what goes on in this organization

4.3.3.3 Ambivalent identification

In this pattern of identification, the employee exhibits split identification. While he
identifies himself with the organization in certain aspects, he does not do so in others.
So, for these employees, every organizational action or issue is identified or dis-

identified. This is measured using the following scales.

Using the following scales, please circle the number for each item that comes closest
to reflecting your opinion about your business unit, as perceived by you in your

current role.

1 2 3 4 5 6
Agree Agree Agree Disagree Disagree Disagree
very much moderately slightly slightly moderately ~ very much

1. I have mixed feelings about my affiliation with this organization
2. I am torn between loving and hating this organization
3. I feel conflicted about being a part of this organization

4. I have contradictory feeling about this organization
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4.3.3.4. Neutral identification

In this pattern of identification, the employee is neutral to his approach towards the
organization. He is more detached and indifferent to the organizational ethos and has
neither positive nor negative opinion about the organization. This is measured using

the following scales.

Using the following scales, please circle the number for each item that comes closest
to reflecting your opinion about your business unit, as perceived by you in your

current role.

1 2 3 4 5 6
Agree Agree Agree Disagree Disagree Disagree
very much moderately slightly slightly moderately ~ very much

1. It really does not matter to me what happens to this organization
2. I give little thought to the concerns of this organization
3. This organization does not have much personal meaning to me

4.1 do not concern myself much with this organization’s problem

4.3.4 Affective Commitment

Organizational commitment is viewed as the willingness of workers to devote energy
and loyalty to an organization (Kanter, 1968; Porter, et al., 1973). Organizational
commitment is considered as a key variable that can be the major determinant of
organizational performance (Angel, 1981; Riketta, 2002) and effectiveness

(Laschinger, 2001; Miller, 1978). As a prospecting approach, the items of affective
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commitment too were included in the measurement scale to collect data as it was
perceived that inclusion could enrich the study and at the worst can always be
excluded for analysis, if the situation warranted so. This is measured using the

following items:

Using the following scales, please circle the number for each item that comes closest
to reflecting your opinion about your business unit, as perceived by you in your

current role.

1 2 3 4 5 6
Agree Agree Agree Disagree Disagree Disagree
very much moderately slightly slightly moderately  very much

1. I would be very happy to spend the rest of my career with this business
unit.

2. I enjoy discussing my business unit's with people outside it.

3. I really feel as if this business unit's problems are my own.

4.1 think that I could easily become as attached to another business unit
in this or another organization as I am to this business unit.

5.1 do not feel like “part of the family’ at my business unit.

6. I do not feel ‘emotionally attached’ to this business unit.

7. This business unit has a great deal of personal meaning for me.

8.1 do not feel a strong sense of belonging to my business unit.

In the above scales, item number 5, 6, and 8 are ‘reverse scored.’
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4.4 Data Collection Method

The conduct of pilot survey brought in a lot of insight into planning the pivotal study
by improving the efficacy of the instrument, especially from the participant’s
perspective. Based on the theoretical considerations and the research objectives, it
was necessary to identify the kind of sample population that would be studied before
approaching the prospective organization with such a population. As this study
intended for research on the knowledge workforce, the first and the foremost criteria
of the participants was that they need to be performing “knowledge work™ and not a
routine or regular tasks. Hence the participation of shopfloor personnel and
administrative personnel was completely excluded, while approaching the
organizations. The next criterion was on the nature of the survey. As the survey
instruments had items that were qualitative and subjective in nature at the constructs
level, it was necessary that the participants had a fair idea of the organization and its
working culture before they are able to objectively respond to the questions. Hence it
was decided that the participants must have spent at least two to three years in the
organization to qualify for participation. While this has no scientific support, however
heuristically, it is observed that being knowledge workers with a professional
qualification, their level of intellect is fairly above a similar person performing a
routine task. This gives them an advantage of understanding better about the issues of
strategy, management ethos, and organizational culture and leadership styles and
makes them qualified to comment and respond on these issues. To a great extent, this

opinion of ours was corroborated from the results obtained in the pilot study, which
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again comprised only professionally qualified knowledge workers. Now with these criteria

clearly defined, various organizations were approached for participation in the survey.

For the purpose of persuading the organizations to participate in the survey and
support the research initiative, a power point presentation intended for the senior
leadership team was prepared (Appendix — III). A formal written request from the
guide (Appendix — IV) was presented to each approached organization. Totally, about
16 organizations were approached, of which six expressed their interest to look into
the request and expressed their desire to meet and understand the request, while the
rest did not respond to the request. These six organizations were approached
personally to meet the senior management/human resource leaders, a presentation was
made and the scope and depth of the study were elaborated. It was specifically
requested and ensured that in this meeting, none of the potential participants attended,

to keep the likely survey unbiased.

Out of these six organizations, two were engineering manufacturing organizations
with substantial research teams. Three were information technology (IT)
organizations working on IT projects for various global customers. One organization
was medium sized telecommunication organization. Since the number of qualified
survey participants was grossly inadequate in this organization, inability to administer
the survey was expressed. Of the remaining five organizations, three organizations put
up the proposal to their principals overseas. Two organizations conveyed their
willingness to participate and wanted a detailed meeting with their HR functions to

work out the modalities. Both these were IT organizations; one being a US based
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multinational company and the other, a reputed Indian conglomerate with large

business interests and a global presence.

Both these organizations unilaterally expressed the logistic difficulty of physically
gathering such a large number of participants, even across an extended time period,
due to the nature of the work and the spread of the knowledge workforce. This was a
very critical issue and had to be handled to make the survey effective. Moreover these
organizations were also reluctant to allow us to meet their participants personally and
interact. At a later date the remaining three organizations came back expressing their

inability to participate at that point of time, for their own internal reasons.

In order to address the issue of administering the survey on a large number of
participants, the option of web administered survey was looked into. After exploring
various websites offering such a facility, KwikSurvey.com was shortlisted for the
purpose. The key criteria that governed this selection were: the website offered a large
flexibility for designing the survey; the services were not charged but it only accepted
voluntary contribution, being run by a social organization; there was no limitation in
the number of surveys, question items, a sample size that could be used. The site also
had customized templates that could be used and had the option of downloading the

results in multiple file formats that could be directly used for evaluation, as raw data.

However being a new concept, this approach had to be validated to test its reliability
and consistency. Hence a mock survey with ten questions was created on the site with
all the proposed features of design and was sent as a web link to selected friends, at
various locations and they were requested to participate in this test exercise. The data

was then downloaded and verified with the participants to validate the reliability and
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consistency. Also their experience on the design consideration on confidentiality,
compulsory participation of selected questions, option identification and textual
responses were obtained and were found in perfect alignment, to what was intended. As this

is beyond the scope of the study, the details have not been included in this dissertation.

The entire survey questions were now entered onto this website and the survey design
parameters were customized. All the responses, except few demographic details were
made “mandatory” for the survey, to register as data. This was done so that the issue
of “missing data” could be completely eliminated. However, this approach carried the
risk of a lower participation or abandoned participation. However we felt that the
level of participation in such surveys had always been about 40 to 50% and this aspect
could hardly make any additional impact. A genuine participant would anyway
respond responsibly, irrespective of the fact whether it is compulsory or not and a
casual and non-serious participant would any way drop out or give incomplete
responses. But the advantage of not having to handle “missing data”, while
performing a statistical evaluation at a later date, was a major positive factor to be
considered. This in our opinion could lead to a major cleanup of the raw data even

before extracting them as a file, though it carried the risk of lower participation levels.

The survey, after being customized as per the organization’s structural setup, on the
web platform, was extracted as a link. Since it was not now physically feasible to
meet the participants, to brief them about the survey, a power point presentation
(Appendix- V) was prepared to introduce them to the survey motives, context and
modalities. The web link, that took them to the web platform for taking the survey,

was embedded in the last page of the power point presentation, to make things IT
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friendly and easy. This presentation then was sent to the organizational contact
person, through an email, with a request to launch it internally in their organization.
This approach and method were acceptable to the organizations, as all their concerns
were addressed and also did not compromise on the dilution of research needs, from our

perspective.

Before we proceed to the next process of data collection, a brief description of design
customization on the web platform needs a mention here. The introductory part of the
survey page was configured with the background and contextual reference for the
study. The peripheral vision construct related set of questions were customized as the
first part after collecting the demographic data. This was followed by the questions on
the leadership constructs and the questions on organizational identification and
affective commitment. The rationale was that since the peripheral vision construct had
subjective issue-based questions it required concentration and thinking, placing them
first would ensure responses with higher veracity due to higher interest in the
beginning. When the interest sustenance of participation starts to decrease, one moves
over to leadership and organizational identification related questions that are direct,
simple and do not require much thinking and could be responded instantly. This
would ensure that by and large all the responses are genuine, correct, and reflect the
truthful thinking and opinion of the participant. Multiple participation, by same
respondent, was prevented by design in the survey, as the web platform had the option
of identifying repeat attempts through the internet protocol (IP) address. The option to
take the survey in time interval was extended, but with a timeline restriction to retain

the effectiveness of the responses.
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Once the responses waned and it was evident that no more responses were likely to
come, a last communication was sent to the participants indicating a deadline. Post
this date, the survey was closed and the results were downloaded in the form of an
MS-Excel file that included the IP address of the computer, as the unique number, in

addition to a unique identification code given for each response.

Besides ensuring that no missing or incomplete responses were recorded at the outset,
the downloaded file was also scrutinized for any potential missing value, and none
was found validating the performance of the survey setting. The downloaded Excel
file was spruced up to include the item scale reference as headers, along with the
headers for the demographic data. This cleaned up raw data file was saved and backed
up for all future analysis. The file was also saved in SPSS* and LISREL* format for
statistical evaluation. For AMOS* analysis, the file in the SPSS format was used.

Appendix VI gives the Kwiksurvey output.

4.5 Formulation of Operationalized Variables for Analysis

The identified latent variables were formulated in the SPSS using both the mean
scores and factor scores of measured scales. Also the reliability was estimated using
Cronbach’s a as has been as explained earlier. Affective commitment as a variable
was not found harmonizing with the study and, hence, was not chosen for analysis
along with the rest of the variables. One of the reasons could be lack of concentration
leading to illogical responses, as some of these items were reverse scored. Hence it
was decided to put this variable on suspension and not take up for statistical

evaluation.
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4.6 Plans for Data Analysis

In this section, we briefly discuss the way the data analysis was carried out.

SPSS-16 was used for statistical data analysis. To analyze path diagrams and

Structure Equation Modeling, LISREL as well as AMOS were used.

As the response was made compulsory for all the construct related responses, there
was no ‘missing data’ to be handled in the database. The variables were created using

the measuring items and were used for statistical evaluation.

Organizations can be classified into four types, namely, Low capacity and Low need
leading to ‘Focused’, Low capacity and High need leading to ‘Vulnerable’, High
capacity and Low need leading to ‘Neurotic,” and High capacity and High need
leading to ‘Vigilant’ organization types (Day & Schoemaker, 2006). On account of
these types, four groups were created to study the relationship pattern among these

groups and also the complete population.

The targeted population was also grouped into middle level management leadership to

analyze the specific pattern or trend associated with it.

Regression analysis and ANOVA were conducted to study the strength and direction
of the association and explore the multicollinearity that existed among the items

before evaluating the structure equation models.

Though there was a broad data plan, the scope of data analysis was not limited to this

and was expanded based on the actual response levels, patterns, and the extent. The
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overall research methodology with the data analysis plan is graphically mentioned in

Figure 4(1).
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Figure 4(1) - Plan for research methodology
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CHAPTER 5

DATA ANALYSIS

This chapter describes the data analysis carried out for this study. The data was
analyzed as broadly explained in the previous chapter. However, during the course of
data analysis, certain developments had necessitated one or more course corrections,
which were not planned. Appendix VII consists of all the data analysis files; however,

the outputs of all the discussed analysis are included in the main text itself.

5.1 Data Preparation

The data that was recorded in the web platform was reviewed for any discrepancy and
authenticity by verifying the IP address. Having ensured that the basic raw data is
authentic and in order, it was downloaded as an Excel file format. This file was used
as the raw data file for all further statistical data evaluation. This file was exported to
SPSS-16 as a data file and converted into an appropriate format. Further, the same file
was exported into LISREL software for a likely analysis at a later date. As AMOS
uses .sav extension file of SPSS for analysis, no further file export was warranted.
Adequate backups were created for these base files at a different digital location like

external hard disk and cloud server.

The data file, so imported into the SPSS was further run for the creation of all latent
variables, by using mean scores as well as factor scores. The demographic data was

cleaned up for future use.

In the earlier chapters, we had expressed the intention of data analysis of potential

groups organized on certain criteria. Based on the data, it has been observed that the
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response profile of the 244 responses comes from ten different project groups
organized under ten middle level leadership. However it is observed that the
distributions of these responses were not uniformly spread across the groups, to
warrant group-wise comparison. While one project group had 95 responses, the rest
varied from as low as 1 to as high as 31.This made group-wise analysis not feasible. It
was hence proposed to create two groups as ‘large project group’ consisting of
responses from the large group of 95 responses and the remaining 149 responses

under ‘small project groups’ for the purpose of statistical analysis.

Using the cumulative scores on the items of peripheral vision need and peripheral
vision capacity of each response, the classification of each response was determined
into the four types, namely low capacity and low need leading to “Focused”; Low
Capacity and High Need leading to “Vulnerable”; High Capacity and Low Need
leading to “Neurotic;” and High Capacity and High Need, leading to “Vigilant”
organization types (Day & Schoemaker, 2006). However, a deeper review of the
theory leads us to propose further reclassification of the responses into two key
groups as far as the peripheral vision gap was concerned. An organization that is
classified as ‘vigilant’ and ‘focused” was deemed to be in complete alignment of its
resources in meeting its needs while those classified as ‘neurotic’ and ‘vulnerable’
were perceived as misaligned. This led to the creation of two groups namely “Aligned
group” and “Misaligned group”. Hence the analysis was done keeping these four

groups apart from the total population to bring clarity in interpreting the outcomes.
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The database file in each format was thus split into four additional files, with respect
to these groups for analysis. These database files were used as source files whenever

statistical analysis was done on these groups.

5.2 Preliminary Data Analysis

The Cronbach’s o was checked for all the items and it was found to be well over 0.7,
except the variable of Nature of strategy under the peripheral vision need construct

(Tables 5(1A and B).

Table 5(1A) — Reliability data of variables (Pilot study)

No. of Reliability

I\?(;. Variables defined measure- [Cronbach’s

ment items —a]
1 Peripheral Vision Need — Nature of strategy 4 0.67
2 Peripheral Vision Need — Complexity of environment 8 0.69
3 Peripheral Vision Need — Volatility of environment 12 0.80
4 Peripheral Vision Capacity — Managerial foresight 4 0.75
5 Peripheral Vision Capacity — Strategy marking 6 0.84
6 Peripheral Vision Capacity — Knowledge management system 4 0.87

; Peripheral Vision Capacity — Configuration, Structure 3 0.8
and Incentives .

Peripheral Vision Capacity — Culture, value, belief
8 3 0.82
and behavior

9 Bolman & Deal — Structural 8 0.88
10 | Bolman & Deal — Human resource 8 0.92
11 | Bolman & Deal — Political 8 0.87
12 | Bolman & Deal — Symbolic 8 0.90
13 | Positive identification 4 0.61
14 | Disidentification 4 0.85
15 | Ambivalent identification 4 0.86
16 | Neutral identification 4 0.78
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As already discussed, the pivotal study was done with a revised set of measuring

items. The item scales with their reliability values are given in Table 5(1B) as below:

Table 5(1B) — Reliability data of variables (Pivotal study)

No. of Reliability
> Variables defined measurement [Cronbach’s
Ne- items —a]

1 Peripheral Vision Need - Complexity of environment 8 0.72
2 Peripheral Vision Need - Volatility of environment 12 0.80
3 Peripheral Vision Capacity - Managerial foresight 4 0.71
4 Peripheral Vision Capacity - Strategy marking 6 0.79
s Peripheral Vision Capacity - Knowledge management 4 0.85

system
6 Peripheral Vision Capacity — Configuration — Structure 3 0.79

and Incentives
; Peripheral Vision Capacity - Culture, value, belief, and 3 0.90

behavior
8 Bolman & Deal - Structural 8 0.94
9 Bolman & Deal - Human resource 8 0.95
10 | Bolman & Deal - Political 8 0.93
11 | Bolman & Deal - Symbolic 8 0.96
12 | Positive identification 4 0.76
13 | Disidentification 4 0.77
14 | Ambivalent identification 4 0.81
15 | Neutral identification 4 0.78
16 | Affective commitment 8 #

# - The reliability factor was negative and on investigation, it was found that the

reverse scored scales had been responded incoherently by many respondents.

The identified latent variables were formulated in the SPSS using both the mean

scores and factor scores of measured scales. Also the reliability was estimated using




85

Cronbach’s a based on the literature as explained earlier. Affective commitment as a

variable was not found harmonizing with the study and hence was not chosen for

analysis along with the rest of the variables. One of the reasons attributable to this

could be that as some of these items were reverse scored, the responses might not

have been done with full concentration and this could have led to illogical responses.

Hence it was decided to exclude this variable and not take it up for statistical

evaluation.

Basic descriptive statistics and product moment correlation study were carried out on

these variables. The summary of the results is given in Tables 5(2) and 5(3).

Table 5(2) — Correlation results among study variables ((Mean scored variables)

.No Variables* 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
1 Complx Envr 0.72
2 Voltl Envr 0.63 | 0.80
3 Mngl. foresight | 0.42 | 0.49 | 0.71
4 Strategy Mkg 0.37 | 0.37 | 0.62 | 0.79
5 Kw. Mgt. Sys 0.37 | 0.30 | 0.56 | 0.76 | 0.85
6 Confg - Str &
Incv 0.24 | 0.16 | 0.53 | 0.58 | 0.67 | 0.79
7 Cultr -
Val/Bif/Bhv 0.26 | 0.18 | 0.53 | 0.59 | 0.65 | 0.76 | 0.90
8 STRUCTURAL | 0.10 | 0.03 | 0.34 | 0.37 | 0.39 | 0.40 | 0.49 | 0.94
9 HUMANRES. | 0.11 | 0.06 | 0.40 | 0.38 | 0.41 | 0.42 | 0.52 | 0.94 | 0.95
10 | POLITICAL 0.11 | 0.04 | 0.34 | 0.34 | 0.38 | 0.41 | 0.47 | 0.93 | 0.92 | 0.93
11 | SYMBOLIC 0.08 | 0.05| 0.34 | 0.37 | 0.38 | 0.37 | 0.46 | 0.95 | 0.94 | 0.91 | 0.96
12 | POSID 0.14 | 0.19 | 0.07 | 0.09 | 0.12 | 0.06 | 0.07 | 0.17 | 0.16 | 0.21 | 0.21 | 0.76
13 | DISID 0.07 | 0.09 | 0.17 | 0.11 | 0.25| 0.27 | 0.26 | 0.24 | 0.28 | 0.23 | 0.23 | 0.07 | 0.77
14| AMBVID 0.06 | 0.07 | 0.15 | 0.17 | 0.26 | 0.26 | 0.28 | 0.38 | 0.37 | 0.36 | 0.36 | 0.07 | 0.66 | 0.81
15| NEUTID 0.01 | 0.04 | 0.09 | 0.02 | 0.19| 0.17 | 0.18 | 0.29 | 0.26 | 0.29 | 0.30 | 0.32 | 0.58 | 0.65 | 0.78
N = 244

*

Refer list of abbreviations/symbols

Coefficients > |0.22| - Very strongly significant at p < 0.001, Coefficients > |0.15| - Strongly significant at p < 0.01;

Coefficients > |0.05| - Moderately significant at p < 0.05 Numbers in the diagonal boxes represents the Cronbach’s o
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Table 5(3) — Correlation results among study variables (Weight scored variables)

N Variables* 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
1 Complx Envr 0.72
2 Voltl Envr 0.62 | 0.80
3 Mngl. foresight | 0.41 | 0.49 | 0.71
4 Strategy Mkg | 0.35 | 0.37 | 0.64 | 0.79
5 Kw. Mgt.Sys | 0.36 | 0.30 | 0.56 | 0.76 | 0.85
6 | Confe-Sr& | 1017053059067 ] 079
Incv
Cultr —

7 0.25 | 0.17 | 0.53 | 0.60 | 0.66 | 0.75 | 0.90

Val/Bif/Bhv
8 STRUCTURAL | 0.09 | 0.02 | 0.34 | 0.38 | 0.39 | 0.39 | 0.48 | 0.94
9 HUMANRES. | 0.11 | 0.06 | 0.40 | 0.40 | 0.41 | 042 | 0.52 | 0.94 | 0.95
10 POLITICAL | 0.10 | 0.04 | 0.34 | 0.36 | 0.37 | 0.41 | 0.47 | 0.93 | 0.92 | 0.93
11 SYMBOLIC 0.07 | 0.05 | 0.34 | 0.39 | 0.38 | 0.37 | 0.46 | 0.95 | 0.94 | 0.91 | 0.96
12 POSID 0.14 | 0.20 | 0.07 | 0.11 | 0.13 | 0.06 | 0.07 | 0.17 | 0.16 | 0.21 | 0.22 | 0.76
13 DISID 0.07) 0.08 0.17 | 0.12 | 0.26 | 0.28 | 0.26 | 0.24 | 0.28 | 0.23 | 0.23 0.07:1 0.77
14 AMBVID 0.06 | 0.06 0.16 | 0.18 | 0.26 | 0.26 | 0.28 | 0.39 | 0.37 | 0.36 | 0.37 | 0.08 0.66 | 0.81
15 NEUTID 001 0.02 0.10 | 0.03 | 0.20 | 0.17 | 0.18 | 0.29 | 0.26 | 0.29 | 0.30 | 0.34 0-58 | 066 | 0.78

N =244

* Refer list of abbreviations/symbols

Coefficients > |0.22| - Very strongly significant at p < 0.001, Coefficients > |0.15| - Strongly significant at p < 0.01:
Coefficients > |0.05| - Moderately significant at p < 0.05 Numbers in the diagonal boxes represents the Cronbach’s o

The demographic data like age, gender, marital status, qualification and levels in the
organization do not seem to be correlated to the variables as indicated by the

correlation coefficients.

A close observation of the correlation coefficient revealed that certain variables were
very highly correlated leading to the existence of multicollinearity. Tolerance and
Variation Inflation Factor (VIF) are two widely used indicators of multicollinearity
statistics. Condition Index is yet another measure of multicollinearity. According to
Tripathi (2008), a Tolerance < 0.2 or VIF > 5 and condition index > 30 indicates
presence of multicollinearity. The summary of the variables exhibiting

multicollinearity is given as below in Table 5(4).
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Table 5(4)-Variables indicating multicollinearity

S.No | Variables* 1 2 3 4 5 6 7 8 9 10 |11 |12 | 13 14 | 15

1 Complx Envr
2 Voltl Envr 0.62
Managerial
3
foresight
Strategy
4 0.64
Mkg
5 Kw. Mgt. Sys 0.56 | 0.76
Confg —Str &
6 0.59 | 0.67
Incv
Cultr -
7 0.60 | 0.66 | 0.75
Val/BIf/Bhv

8 STRUCTURAL

9 HUMAN RES. 0.94

10 POLITICAL 0.93 | 0.92

11 SYMBOLIC 095 [ 0.94 | 0.91

12 POSID

13 DISID

14 AMBVID 0.66

15 NEUTID 0.58 | 0.66

*  Refer list of abbreviations/symbols
Owing to the existence of multicollinearity across variables, performance of
exploratory factor analysis became necessary to optimize the latent variables, as it
stood now. Hence the exploratory factor analysis was performed across the three
constructs: Peripheral Vision, Bolman & Deal’s leadership framework and

Organizational Identification.

The exploratory factor analysis was done using Principal Component Analysis (PCA)

as extraction method and Varimax with Kaiser Normalization as rotation method. The




results of the Operationalized variables post exploratory factor analysis in SPSS are

summarized and are given as below in Table 5(5) along with those of the initially

considered variables.
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Table 5(5) — Operationalization of variables post exploratory factor analysis vis-a-vis the earlier ones

Measuring Cronbach’s | Variables post Factor Measuring Cronbach’s
Construct Initial variables [15]
Items Alpha Analysis [9] Items Alpha
Mean Mean
PVN Complexity of PVN - Environmental
(PVN1to 0.72 (PVN®6,8,9,14, 0.82
environment Dynamics
3 PVN 8) 15,16,17,18)
@
2
s PVN — Business Mean(PVN1,2,
2 0.73
= Dynamics 3,4,11,13)
g PVN Volatility of Mean (PVN
2 0.80 Mean
& environment 9 to PVN 20) PVN - Regulatory
(PVN5,7,19,20 0.68
Influences
)
Mean
PVC-Managerial
(PVC21to 0.71 PVC - Managerial Mean(PVC,24,
foresight
24) attitude towards 35,36,37,38,39 0.90
Mean (PVC periphery ,40)
F Strategy marking 0.79
§ 25 to 30)
S
c Knowledge Mean (PVC
2 0.85
5 management systems 31to 34) PVC - Resource and Mean
o
2 Configuration — data management (PVC27,30,31, 0.84
2 Mean (PVC
& Structure and 0.79 capability 32,33)
35to 37)
incentives
Culture — Values, Belief | Mean (PVC PVC - Business Mean(PVC21,2
0.90 0.70

and behavior

38 t0 40)

clairvoyance

2)
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Mean (BD1,
Structural framework 5,9,13,17,21 0.94
,25,29)
Mean(BD2,6
~ Human Resource
o ,10,14,18,22 0.95
5 framework Mean(BD
g ,26,30)
&= Astute Leadership 1,2,3,11,16,19, 0.91
o
‘£ Mean(BD3,7
g 23)
'g Political framework ,11,15,19,23 0.93
s
» ,27,31)
©
7}
a Mean(BD4,8
-]
&
g Symbolic framework ,12,16,20,24 0.96
E
o ,28,32)
o
Mean(0ID1, Mean
Positive identification 0.76
c 5,9,13) (01D3,4,6,7,10
.g Disengagement 0.90
S Mean(0ID2, ,11,12,14,15,1
E Disidentification 0.77
S 6,10,14) 6)
3
'_:" Ambivalent Mean(OID3,
2 0.81
.g identification 7,11,15) Positive Mean
£ 0.76
g Mean(0ID4, identification (0ID1,5,9,13)
Neutral identification 0.78
8,12,16)

These new variables were named after careful evaluation of each of the measurement

items and suitably terming them to signify the attribute that is being measured.

Since these optimized variables, when evaluated exhibited a good and robust

measurement with a significant reliability and consistency, they were used for all the

statistical evaluation and analysis that are explained in the subsequent chapters.
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In line with the optimized variables, the model that was proposed for exploration is as

given in Figure 5(1):

Figure 5(1)-Proposed model with new variables

Peripheral Vision
Need

»  Env. Dynamics

» Biz. Dynamics Organizational
> Regl.Influences Identification

> Astute Leadership — j———]p b1
» Disengaged ID

Peripheral Vision

Capacity

»  Mgrl attitude
» Res.& Data Mgmt

»  Biz.Clairvoyance

Now we restrict ourselves to the detailed analysis of these factor-analyszed variables
only, as we have discussed the analysis of the original variable sets, which eventually
led to exploratory factor analysis and optimized into nine latent variables from

measurement of 53 items.

5.3 Assessment of factor analyzed variables

The optimized variables and corresponding measurement items were evaluated using
various statistical tools. The peripheral vision need construct was identified with three
variables, namely, Environmental dynamics, Business dynamics, and Regulatory
influences. The peripheral vision capacity construct was identified with three

variables, namely, Business clairvoyance, Resource and data management
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capability, and Managerial attitude towards the periphery. The respective revised
measurement items for these variables are as given in Tables 5(6) and 5(7),

respectively, for need and capacity as below:

Table 5(6)-Revised measurement items of peripheral vision need

1. Public visibility of industry in/by media

2. Dependence on global economy

3. Number of surprises of high impact events in the past three years

4. Behavior of key competitors, suppliers and partners

5. Posture of key rivals

6. Susceptibility to macroeconomic forces

PVN-Environmental Dynamics

7. Dependence on financial markets

8. Customer and Marketing channel intermediary power (refers to the level of
influence they can have on your business.

1. Industry/Business structure

2. Marketing Channel - meaning the modality of reaching your product/services to
the customer/end user.

3. Market structure - refers to the way your product/services are segmented.

4. Enabling technologies - refers to the complexity and number of technologies
directly impacting the business.

PVN-Business Dynamics

5. Market growth pattern

6. Speed and direction of technological change

1. Government regulations (Central; State, etc.)

4. Dependence on government policies and political access

5. Sensitivity to social changes (fashion, values, etc.)

6.Potential for major disruptions

PVN-Regulatory influences
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Table 5(7)-Revised measurement items of peripheral vision capacity

1. Importance of periphery in business unit leader's agenda

2. Time horizon overall of business unit managers.

PVC-Business Clairvoyance

1. Number of alliance partners

2. Integration of customer and competitor information into future technology
platform and new product development plans

W

. Quality of data about events and trends at periphery

4. Access to data across organizational boundaries

PVC-Resource & Data
Management Capability

5. Use of database for existing business

1. Their willingness to test and challenge the basic assumptions

2. Accountability in sensing and action on weak signals

3. Early warning systems and procedures

4. Incentives to encourage and reward wider vision

periphery

5. Readiness to listen to reports from scouts from the periphery

6. Willingness of customer-contact people to forward market information

PVC-Managerial attitude towards

7. Sharing of information about periphery across functions

The Bolman & Deal’s leadership framework resulted in a single variable suitably

named as Astute Leadership and the measurement items are given in Table 5(8):
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Table 5(8)-Revised measurement items of Astute Leadership

1. Thinks clearly and logically

2. Shows high levels of support and concern for others

3. Shows exceptional ability to mobilize people and resources to get things done

4. Is unusually persuasive and influential

5. Is highly imaginative and creative

Astute Leadership

6. Is very effective in getting support from people with influence and power

7. Is politically very sensitive and skillful

The Organizational identification construct resulted in two variables and were suitably
named as Organizational Identification: Positive Identification and Organizational
Identification: Disengaged Identification. The measurement items are given in Table

509):

Table 5(9)-Revised measurement items of organizational identification

1. This business unit does shameful things to powerless stakeholders.

. It really doesn't matter to me what happens to this business unit.

. I’ am torn between loving and hating this business unit.

. I find this business unit to be disgraceful in placating powerful stakeholders.

. I feel conflicted about being a part of this business unit.

Disengagement

. This business unit doesn't have much personal meaning to me

. I have contradictory feeling about this business unit.

2
3
4
5
6. I want people to know that I disagree with how this business unit behaves.
7
8
9

. T have been ashamed of what goes on in this business unit.

10. I don't concern myself much with this business unit's problem.

1. When someone criticizes the business unit, it feels like a personal insult

2. I am very interested in what others think about my business unit.

3. When someone praises this business unit, it feels like a personal compliment

Positive
Identification

4. If a story in the media criticized this organization or my business unit, [ would
feel embarrassed
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5.4 Literature Survey on Revised Variable of Astute Leadership

The creation of new variable ‘Astute Leadership’, as an outcome of exploratory factor
analysis during the statistical data analysis necessitated a fresh literature survey into
this variable to understand the research work done earlier. A detailed literature survey
was therefore undertaken to explore the research work done in the past 15 year period.
A peek into the earlier work done in the area of astute leadership returned about 254
results in the Google scholar search. Some of the key references were identified and

the respective literatures were studied.

According to Hitt and Duane (2002), navigating effectively in the twenty-first
century’s dynamic, complex uncertain competition, environment requires astute
leadership. Boxall (1996) found that firms with astute leadership at the top, that
combine this strength with deep employee involvement in strategic decision making,
appear to be more effective. However for those organizations that still are struggling
to survive, the adrenaline response is not atypical. It is a way of life. This advantage
could be leveraged by astute leadership (Bonnstetter, 2000). Astute leadership has
been associated with mainly the political leadership, though there are many references
in other areas too. In the political arena, it is considered important to be clever and
intelligent to retain one’s leadership position. Political leadership has always been
critically associated with decision making, and adaptive management is not a
substitute for astute leadership and decision making (Menjel, 2006). China’s
resurgence as a major force in the global economy is a recent event that has a lot to do

with its current political leadership. China’s astute leadership is already making
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strategic investments in taking the country to the next level of the global economy

(Altmann, 2009).

The specific need for dynamic and astute leadership in the department has been

expressed by Dikshit (2007) in the field of medical pharmacology and nursing.

We are in an era when astute leadership in exploiting information technology will
create a competitive edge in the market place (Boxali, et al., 2000). A cursory look
into the last 15 years indicates a paucity of studies in the area of astute leadershipwith
reference to the peripheral vision and organizational identity in the context of
knowledge workforce. Where the workforce is more and more composed of
knowledge workers and information handlers, the leverage of astute leadership is even

greater (Gerrity & Rockhart, 1984).

Identifying core leadership competencies aligned to the requirements of the emerging
business, further focused leaders focus on long term results and has high levels of
peripheral vision and sensory activity (Brien’O & Robertson, 2009). However
according to Titus Jr. et al. (2010), explicitly planned strategy not aligned to the
organizational objectives, can act as blinders, designed to focus directions and block
out peripheral vision. Bessant, et al. (2008) opines that weak ties and peripheral vision
are important to balance two diametrically opposed organizational qualities —
adaptability and alignment. According to Schwarz, et al. (2006), vision acts as an
alignment device that includes peripheral vision as one key aspect. According to
Winter, et al. (2010), the best leadership practices develop engaged employees who in

turn have strong feeling of collective and individual efficacy. Engaged employees
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were observed to have much higher commitment and alignment with the

organization’s values and work practices leading to higher performance outcomes.

Absence of astute leadership that lead to poor leadership, appears to be maximizing
the disengagement, when levels of trust between managers and subordinates are low
(Pech & Slade, 2006). Banai and Reisel (2007) have examined the relationship
between supportive leadership and worker alienation in six countries viz. Cuba,
Germany, Hungary, Israel, Russia, and USA. Supportive leadership, here, could be
presumed to be associated with the astute leadership. Another aspect of
disengagement, low motivation, and quitting, especially during turbulent times
requires leadership skills and better communication of the “unknown” (Collins, 2010).
Sosik (2005) has tried to study the role of personal values of charismatic leadership of
corporate managers and the organizational citizenship behavior of the subordinates.

These attributes do have an association to astute leadership and vision and alignment.

Ryde (2008) in his study found that, more often than not, the consequences of a poor
thought leadership leaves people feeling demoralized and disengaged which is often
ignored at some cost. However, employee engagement requires leadership
commitment from the top through establishing clear mission, vision, and values
Markos and Sridevi (2010). The study done in a quick service restaurant indicates that
employee alienation was not necessarily caused by technology employed or nature of

job, but by the managerial and leadership styles and practices.

It is evident from the above that even in the recent past, there has been lots of studies
done on the leadership attributes, remotely connected to astute leadership, as defined

in our study, in relation to attributes associated with organizational engagement,
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employee alienation, and organizational vision. However, a specific studyin the

knowledge work space continues to be a major gap and requires attention. This study

attempts to bridge this gap.

5.5 Data Analysis — Basic

The operationalized variables consisted of nine latent variables with 53 measuring

items, selected from the raw data from the survey. The descriptive information on the

data is given in Table 5(10).

Table 5(10) - Descriptive information

Gender
Gender Frequency Percent Valid Percent Cumulative Percent
Valid |Male 164 67.2 67.2 67.2
Female 80 32.8 32.8 100.0
Total 244 100.0 100.0

Organizational classification

N |Valid 244.00 Peripheral Vision Classification Profile
Missing 00 Classification Valid Cumulative
' Frequency | Percent Percent Percent
Mean 2.49 1 Vulnerable 54 22.1 22.1 22.1
o 1.00 Vigilant 55 22.5 22.5 44.7
Deviation
Minimum 100 |3 Focused 97 39.8 39.8 84.4
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N |Valid 244.00 Peripheral Vision Classification Profile
Missing 00 Classification Valid Cumulative
' Frequency | Percent Percent Percent
Mean 2.49 Vulnerable 54 22.1 22.1 22.1
Std.
L 1.00 Vigilant 55 22.5 22.5 44.7
Deviation
Minimum 1.00 Focused 97 39.8 39.8 84.4
Maximum 4.00 Neurotic 38 15.6 15.6 100.0
244 Total 244 100.0 100.0

The latent variables were created by factor scored measurement items and various

statistical analyzes were carried out. The correlation coefficients along with the

reliability scores (Cronbach’s a) are given for both mean scored variables and factor

scored variables in Tables 5(11) and 5(12).
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Table 5(11)-Correlation results among optimized mean scored variables

S.No Variables 1 2 3 4 5 6 7 8 9

1 Peripheral Vision Need — 0.82
Environmental dynamics

2 Peripheral Vision Need — 0.43%* 0.73
Business dynamics

3 Peripheral Vision Need — 0.48** | 0.a1% 0.68
Regulatory influences
Peripheral Vision capacity —

4 Managerial attitude towards 0.26** 0.16* 0.15** 0.90
periphery
Peripheral vision capacity —

5 Resource and data management 0.35** 0.29** 0.26** 0.64** 0.84
capability

6 Peripheral Vision capacity — 0.55%* 0.37%* 0.32%* 0.34%% | 0.38%* 0.70
Business clairvoyance

7 Astute Leadership 012 | -001 | 006 | 0.51** | 0.36* | o16* | 0.91
Organizational Identification - - - -

8 -0.08 0.12 | 0.22%* -0.09 0.90
Disengaged identification 0.29** | 0.22%** 0.37**
Organizational Identification —

9 0.26** 0.11 0.03 0.05 0.13* 0.16* | 0.20** | -0.16* | 0.76

Positive identification

Coefficients > [0.20| - ** Very strongly significant at p < 0.001; Coefficients > [0.12] - * strongly significant at p

<0.01

Coefficients > 0.05| - Moderately significant at p < 0.05: Numbers in the diagonal boxes represents the

Cronbach’s a
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Table 5(12)-Correlation results among optimized weight scored variables

S.No Variables 1 2 3 4 5 6 7 8 9

1 Peripheral Vision Need — 0.82
Environmental dynamics

2 Peripheral Vision Need — 0.00 0.73
Business dynamics

3 Peripheral Vision Need — 0.00 0.00 0.68
Regulatory influences
Peripheral Vision capacity —

4 Managerial attitude towards 0.11 0.03 -0.09 0.90
periphery
Peripheral vision capacity —

5 Resource and data 0.21 0.15 0.08 0.00 0.84
management capability

6 Peripheral Vision capacity — 0.36 0.25 0.28 0.00 0.00 0.70
Business clairvoyance

7 Astute Leadership 0.14 | -0.01 | -0.03 | 047 0.20 013 | 0.91
Organizational Identification -

8 -0.14 0.09 0.26 -0.27 | -011 | -002 | -035 | 0.90
Disengaged identification
Organizational Identification —

9 0.25 0.04 0.00 -0.06 0.11 0.07 0.15 0.00 0.76
Positive identification

Coefficients > |0.20| - ** Very strongly significant at p < 0.001; Coefficients > |0.12| - * strongly significant at p <
0.01

Coefficients > |0.05] - Moderately significant at p < 0.05 : Numbers in the diagonal boxes represents the

Cronbach’s a
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5.6 Multivariate Data Analysis

Multivariate analytical techniques describe simultaneous relationships among two or
more study variables. Multivariate analysis concentrates on the degree of
relationships, among the variables, while univariate analysis restricts its focus on the
levels or averages and distribution or variance.

This chapter explains the results of the multivariate analysis performed on the
collected data, such as multiple regressions, correlation, and Structure Equation
Modeling techniques, post optimization of the variables using exploratory factor
analysis as explained in the earlier chapters.

5.6.1 Correlation Analysis

Correlation scores are parameters that describe the degree (strength) and direction of
relationships between two variables. However correlation does not imply causation.
Since the exploratory factor analysis is performed on the initially identified
measurement items, the correlations in the resulting optimized measurement items
and variables do not indicate multicollinearity. The results of the correlations among
the optimized variables are given in Tables 5(13) and 5(14). The numbers in BOLD,
across the diagonals, are the Cronbach's o that indicates the reliability of these
optimized variables. The least being 0.68 for peripheral vision need-regulatory
influences and the highest being 0.91 for astute leadership. The scales used for
research purpose should have a minimum reliability of 0.60 (Nunnally, 1978). These

exhibit a significantly better reliability score for our studies.
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Table 5(13)-Multiple regression — [with mean scored variables]

Dependent Variable* Independent Variable(s)* Coefficient Significance (p)
(Model summary) Beta (B)
Astuteleadership Gender -0.117 0.046
Marital Status -0.022 0.705
( R Square: 0.28; PVNEnvdynamics 0.008 0.906
Adjusted PVNBusinessdynamics -0.116 0.080
R Square: 0.26; Sig. : PVNRegultoryinfluences -0.015 0.813
0.000; F value:11.45 ) PVCMngrattudtwdperphry 0.469 0.000
PVCResndatamgmtcapblty 0.101 0.189
PVCBizclairvynce 0.000 0.996
OIDdisnegdidntfcn Gender -0.119 0.048
Marital Status -0.007 0.906
(R Square: 0.268; Astuteleadership -0.293 0.000
Adjusted PVNEnvdynamics -0.125 0.086
R Square: 0.23; Sig. : PVNBusinessdynamics -0.100 0.138
0.000; F value: 9.05) PVNRegultoryinfluences 0.277 0.000
PVCMngrattudtwdperphry -0.077 0.344
PVCResndatamgmtcapblty -0.094 0.229
PVCBizclairvynce -0.047 0.507
OIDpositveidntfcn Gender 0.069 0.291
Marital Status -0.028 0.661
( R Square: 0.12; Astuteleadership 0.246 0.001
Adjusted PVNEnvdynamics 0.269 0.001
R Square: 0.09; Sig. : PVNBusinessdynamics 0.037 0.613
0.000; F value: 3.65) PVNRegultoryinfluences -0.086 0.222
PVCMngrattudtwdperphry -0.195 0.028
PVCResndatamgmtcapblty 0.050 0.554
PVCBizclairvynce 0.035 0.647

*  Refer list of abbreviations/symbols
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Table 5(14)-Multi ple regression — [with factor scored variables]

Dependent Variable* Independent Variable(s)* Coefficient Significance (p)
(Model summary) Beta (B)
FASAstuteleadership Gender -0.110 0.060
Marital Status -0.047 0.404
(R Square: 0.30; FASPVNndEnvdynamics -0.031 0.625
Adjusted FASPVNndBizdynamics -0.116 0.052
R Square: 0.27; Sig. : FASPVNndRegultryinfluences -0.067 0.253
0.000; F value:12.43 ) FASPV CndMngrlattitudetwdsperiphery 0.475 0.000
FASPVCndRsrcdatamgmtcapability 0.239 0.000
FASPVCndBizclairvoyance 0.181 0.006
FASDisengdidentfcn Gender -0.102 0.098
Marital Status -0.013 0.823
( R Square: 0.23; FASPVNndEnvdynamics -0.056 0.394
Adjusted FASPVNndBizdynamics 0.101 0.107
R Square: 0.20; Sig. : FASPVNndRegultryinfluences 0.252 0.000
0.000; F value: 7.70) FASPV CndMngrlattitudetwdsperiphery -0.116 0.084
FASPVCndRsrcdatamgmtcapability -0.073 0.254
FASPVCndBizclairvoyance -0.065 0.348
FASAstuteleadership -0.260 0.000
FASPositvdntfcn Gender 0.068 0.305
Marital Status -0.032 0.616
(R Square: 0.11; FASPVNndEnvdynamics 0.276 0.000
Adjusted FASPVNndBizdynamics 0.077 0.254
R Square: 0.08; Sig. : FASPVNndRegultryinfluences 0.016 0.805
0.000; F value:3.23 ) FASPV CndMngrlattitudetwdsperiphery -0.198 0.006
FASPVCndRsrcdatamgmtcapability -0.014 0.842
FASPVCndBizclairvoyance -0.076 0.305
FASAstuteleadership 0.217 0.003

*  Refer list of abbreviations/symbols

The results indicate that none of the variables exhibit correlation coefficient over 0.50

thereby proving the effectiveness of the exploratory factor analysis. However, six

coefficients reflected a very strongly significant relationship among the study

variables. These are astute leadership, peripheral vision capacity-resource and data

management capability, peripheral vision capacity-business clairvoyance, positive

organizational identification, and disengaged organizational identification with other
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study variables. Peripheral need variables, by and large, seems to be exhibiting low to
absence of relationships with other study variables.

5.6.2 Multiple Regression Analysis

Multiple regressions study the statistical relationship between a dependent variable
and two or more independent variables. The coefficient tells about the unique effect
size for each variable, while the R Square or coefficient of multiple determination
measures the strength of the association. Standardization of the data by assuming a
zero intercept produces regression coefficients that are also know as beta weights.
However, the significance of the overall regression equation is tested by the overall F
test. R Values are the numbers representing the correlation between the observed
values and the predicted values, based on the regression equation obtained. They are
used to find out how well an independent variable is able to predict the dependent
variable. R Square of 0.10-0.20 is generally acceptable in the social science research
(Tripathi, 2008). When there are many independent variables, adjusted R square is

used, as it takes care of the existence of multiple independent variables.

In this study, the initial regression exercise was performed with 15 variables. The
results led to a situation requiring an exploratory factor analysis, due to incidence of
high multicollinearity. These have been explained already in Chapter 4.

There were nine optimized variables resulting from exploratory factor analysis. The
variables were formed using mean scores of the identified individual measurement
items and also using factor scores of these items. Regression analysis was performed
on these nine variables using ENTER method. In the ENTER option, all the

independent variables were forcibly entered into the equation together for regression.
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The other method of multiple regression is SEQUENTIAL or HIERARCHIAL
multiple regression, wherein the independent variables were entered sequentially by
the researcher; the sequence being governed by strong theoretical basis.

Yet another method of multiple regressions is STATISTICAL or STEPWISE
regression, wherein the independent variables were entered purely on the statistical
criteria basis. This method is widely controversial, it cannot be used unless it is
supported by strong theoretical reasons. However this method can give an insight into
the effect size of each predictor variable which along with the theoretical
considerations can lead to a robust model.

This study is an exploratory model study. The regression was performed initially with
enter method with all variables and subsequently with the variables having significant
effects.

Though, demographic data was collected from the respondents during the survey, the
review of the results indicated that except for the demographic data of marital status
and gender, the other details were widely incoherent and incomplete to rely upon
them for any statistical analysis and substantive conclusions. Hence these were
excluded from further study.

In this study, regression exercise was carried out in two stages. First the Astute
Leadership was used as the dependent variable with the peripheral vision capacity,
peripheral vision need, gender, and marital status as independent variables. In the
second level, the disengaged organizational identification and positive organizational
identification were used as the dependent variables with peripheral vision need,
peripheral vision capacity, astute leadership, gender and marital status as independent

variables.
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The summary of the results of the regression study (Tables 5(13) and 5(14)) were
compared, and it was found that the factor scored variables reflected more extensive
effect by the independent variables than the mean scored variables.

According to Morris and Guertin (1977), shrinkages are found to be lesser for factor
scores than those for the data level variable. The actual correlation describing the
accuracy of prediction was higher for factor scores than for data level variables, when
common factor scores were compared to unfactored data level variables as predictors
in terms of the correlation of a criterion with the predicted value in a multiple
regression equations. Therefore in the second level regression analysis with selected
independent variables based on the first regression, only factor scores variables were

used. Outcomes are also discussed only on these regression values.

5.6.2.1 Multiple regression of astute leadership variable

This subsection analyzes the results of regression analysis of astute leadership as
dependent variable and peripheral vision capacity: managerial attitude towards the
periphery, resource and data management capability, and business clairvoyance as

dependent variables.

Managerial attitude towards the periphery (f=0.47) and resource and data
management capability ($=0.20) of the peripheral vision capacity exhibited a very
strong relationship (p=0.000) with the variable astute leadership. Business
clairvoyance (f = 0.13) of the peripheral vision capacity had a strong relationship
(p=0.02) with the astute leadership. The three variables collectively explain about

26% of the variance of astute leadership. These results are presented in Table 5(15).
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Table 5(15)-Multivariate analysis outputs-Astute Leadership

Model Summary®

Change Statistics
R Adjusted R |Std. Error of the| R Square F Sig. F | Durbin-

Model] R |[Square| Square Estimate Change |Change |df1|df2] Change | Watson

1 |.522% 272 .263 .85844315 272 29.916 | 3 |240] .000 1.978
a. Predictors: (Constant), FASPVCndBizclairvoyance, FASPVCndRsrcdatamgmtcapability,
FASPVCndMngrlattitudetwdsperiphery
b. Dependent Variable: FASAstuteleadership
ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 66.138 3 22.046 29.916 .000%

Residual 176.862 240 737
Total 243.000 243
a. Predictors: (Constant), FASPVCndBizclairvoyance, FASPVCndRsrcdatamgmtcapability,
FASPVCndMngrlattitudetwdsperiphery
b. Dependent Variable: FASAstuteleadership
Coefficients®
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t | Sig.
1 (Constant) -1.333E-17 .055 .000 |1.000

FASPVCndMngrlattitudetwdsperiphery .465 .055 .465 8.444] .000

FASPVCndRsrcdatamgmtcapability 197 .055 197 3.570] .000

FASPVCndBizclairvoyance 1131 .055 1131 2.387| .018

a. Dependent Variable: FASAstuteleadership
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5.6.2.2 Multiple regressions of organizational identification variables

This subsection analyzes the results of the two regression analyzes involving
disengaged organizational identification and positive organizational identification as
predictor variables with peripheral vision variables and astute leadership as

independent variables.

Disengaged organizational identification

The gender (B=-0.14) was found to be negatively related to the disengaged
identification moderately (p=0.20). But the variables regulatory influences of the
peripheral vision need construct ($=0.23) was strongly related (p=0.000) and astute
leadership variable (B=-0.35) exhibited a strong negative relationship (p=0.000) to the
disengaged identification. The three variables together explain about 19% of the
variance in the disengaged organizational identification. The results are exhibited in

Table 5(16).

Table 5(16)- Multivariate analysis outputs-Disengaged OID

Model Summary®

Change Statistics

R Adjusted R [Std. Error of the| R Square F Sig. F Durbin-
Model] R |Square| Square Estimate Change |Change |df1|df2| Change | Watson
1 |.448% .201 191 .89948851 .201 20.114 | 3 [240| .000 2.067

a. Predictors: (Constant), FASAstuteleadership,
FASPVNndRegultryinfluences, Gender

b. Dependent Variable: FASDisengdidentfcn
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ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 48.821 3 16.274 20.114 .000°
Residual 194.179 240 .809
Total 243.000 243

a. Predictors: (Constant), FASAstuteleadership, FASPVNndRegultryinfluences, Gender
b. Dependent Variable: FASDisengdidentfcn

Coefficients®

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .386 174 2.220 .027
Gender -.291 124 -.137 -2.352 .019
FASPVNndRegultryinfluences .231 .058 .231 3.965 .000
FASAstuteleadership -.346 .058 -.346 -5.986 .000

a. Dependent Variable: FASDisengdidentfcn

Positive organizational identification

In the case of positive organizational identification, the only variable that seems to be
associated with is the environmental dynamics of the peripheral vision need construct.
None of the other variables exhibited any strong or even moderate association. The
environmental dynamics (B=0.25) exhibited a very strong positive relationship (p-
0.000) with positive organizational identification. The results are given in Table

5(17).
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Table 5(17)- Multivariate analysis outputs-Positive OID

Model Summary®

Change Statistics
R Adjusted R [Std. Error of the| R Square F Sig. F Durbin-
Modell R |Square| Square Estimate Change |Change |df1|df2| Change | Watson
1 |.249% .062 .058 .97047997 .062 16.008 | 1 |242] .000 2.050
a. Predictors: (Constant), FASPVNndEnvdynamics
b. Dependent Variable:
FASPositivdentfcn
ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 15.077 1 15.077 16.008 .000°
Residual 227.923 242 .942
Total 243.000 243
a. Predictors: (Constant), FASPVNndEnvdynamics
b. Dependent Variable: FASPositivdentfcn
Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.893E-17 .062 .000 1.000
FASPVNndEnvdynamics .249 .062 .249 4.001 .000

a. Dependent Variable: FASPositivdentfcn

5.7. Model Testing Using Structural Equation Modeling

Structural equation modeling (SEM) is a series of statistical methods, which allow

studying complex relationships between one or more independent variables with one
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or more dependent variables (Byrne, 1998). In a way we could say that SEM allows

one to perform some type of multilevel regression/ANOVA on factors.

A structural model is a part of the entire structural equation model diagram, which is
used to relate all of the variables (both latent and manifest) needed to account for in
the model.

A measurement model is a part of the entire structural equation model diagram,
which is essential, if there are latent variables in the model. This part of the diagram is
analogous to factor analysis and includes all individual items, variables, or
observations that “load” onto the latent variable, their relationships, variances, and
erTors.

Together, the structural model and the measurement model form the entire structural
equation model. This model includes everything that has been measured, observed,
or, otherwise, manipulated in the set of variables examined. A recursive structural
equation model is a model in which causation is directed in one single direction. A
non-recursive structural equation model has causation which flows in both
directions, at some parts of the model.

The primary goal of SEM is to determine and validate a proposed causal process
and/or model. Therefore, SEM is a confirmatory technique. (Notes on SEM, 2010)
SEM is an extension of the general linear model that enables a researcher to test a set
of regression equations simultaneously. In SEM, a model can never be accepted; they
can only fail to be rejected. A regression analysis has some limitations like multiple
dependent or outcome variables are not permitted, mediating variables cannot be

included in the same single model as predictors, each predictor is assumed to be



112

measured without error and multicollinearity among the predictors may hinder result
interpretation. However SEM using AMOS can fit models that are not subject to these
limitations (SEM AMOS, 2002).

When it comes to the use of SEM for studying the relationship, various fit indices are
used by the researchers and there are always multiple views on ‘what indices would
indicate a good model fit?’ To date, there is no agreement on this aspect. No single
index is considered indicative of the best fit and there are no ‘widely agreed’
threshold value, accepted to distinguish between a “correct” and an “incorrect” model
(Di Natale, 2002).

According to Hu and Beutler (1999), Root Mean Square Error of Approximation
(RMSEA) values below 0.06 and Tucker Lewi’s Index (TLI) values of 0.95 or higher,
indicate good model fit. However Brown and Cudeck (1993) differ and opine that
values of 0.08 or smaller indicate an acceptable model fit. But Chan (2005), based on
his study, advocates that a X2 value close to zero with p > 0.05 indicates a good fit. He
also asserts that a comparative fit index (CFI) of at least > 0.90 is an acceptable model
fit. According to his studies, RMSEA < 0.06 is an acceptable model fit.

In the recent years, the area of fit indices has come under severe scrutiny with some
authors calling for their complete abolishment (Barrett, 2007). With the abundance of
fit indices available to the researcher and the wide disparity in agreement on not only
which indices to report but also what the cutoffs for various indices actually are,
available information is overwhelming for the researcher (Hooper, et al., 2008).
Barrett (2007) has been very strongly vocal on the appropriate usage of fit indices. He
advocates SEM analyzes, based on samples of less than 200 should be rejected

outright for publication, unless the population from which a sample is hypothesized to



113

be drawn, is itself small or restricted in size, like in medical research. According to
him, model fit cannot be claimed via recourse to any published “threshold-level
recommendation.” In the words of Reise et al. (1993, p. 554) “..... no Confirmatory
Factor Analysis (CFA) model should be accepted on statistical grounds alone; theory,
judgment, and persuasive argument should play a key role in defining the adequacy of
any estimated CFA model...” Barrett (2007) concluded his study stating that SEM is a
modeling tool and not a tool for “descriptive” analysis. If it is used, then model fit
testing and assessment are paramount.

SEM is seen as a marriage of path analysis and factor analysis by Keller (2006) who
also points out that they have all the weaknesses of the two combined parent
techniques. They rest on many assumptions, some testable and some not. According
to him, they are not seen too often outside the academics press, as they would require
quite a bit of audience education.

While fit indices are a useful guide, a structural model should also be examined with
respect to substantive theory. Allowing model fit to drive the research process, defeats
the original theory testing purpose of Structure Equation Modeling (Hooper, et al.,
2008).

In the myriad of available fit indices with equally multiple and often conflicting
opinions on the adequacy of using these indices, selecting appropriate indices for
reporting becomes a challenge. But we have relied upon Hooper, et al. (2008) for the
purpose of reporting fit indices, based on the rationale they have considered, wherein
they conclude that it is sensible to include the Chi-square statistics, its degrees of
freedom and p value; the RMSEA and its associated confidence interval; the SRMR,

the CFI and one parsimony fit index such as the PNFI. These have been found to be
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the most insensitive to sample size, model misspecification, and parameter estimates,
when compared to other indices. We have therefore considered using SEM from an
exploratory perspective to find out any interesting observation between the studied
variables, which could probably give lead to further intensive research.

Another popular incremental fit indices that are parsimony fit indices, also known as
‘information criteria’ indices, widely used for non-nested and non-hierarchical models
estimated with the same data that indicates to the researcher which of the models is
Akaike Information Criterion (AIC) and Consistent version of AIC (CAIC) which
adjusts for sample size (Akaike, 1974). As there is no identified cutoff suggested, the
smaller values suggest good fitting Hooper, et al. (2008). However their use is much
more reliable when the sample size is at least 200 (Diamantopoulos and Siguaw,

2000).

After reviewing the available literature and going through the nature of our
exploratory study and types of variables, we have identified the following indices
(Table 5(18)) to be selected for discussion, based on the recommended limits by
Hooper, et al. (2008) and Werner (2010). While the entire outputs of the SEM
analysis is voluminous, we would restrict our research discussion to only these fit

indices.
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Table 5(18) -List of fit indices selected and their thresholds

FIT INDEX GOOD FIT ACCEPTABLE FIT
Normed Chi-square [3*/df] 0 <y/df<2.0 2.0 <*/df < 3.0
RMSEA 0 <RMSEA <0.05 0.05 < RMSEA <£0.08
Adjusted Goodness-of-Fit Index 0.90 < AGFI < 1.0 0.80 < AGFI < 0.90
(AGF))
Root Mean square Residual
(RMR) 0 <RMR <0.05 0.05<RMR<0.10
Normed-Fit Index (NFI) 0.95 <NFI<1.0 0.90 <NFI<0.95
CF1 097 <CFI<1.0 0.95 < CFI<0.97
< saturated AIC, @
AIC smaller than AIC for smaller tl.lan AIC for
. comparison model
comparison model
Consistent AIC (CAIC) smaller th.an CAIC smaller tl.lan AIC for
for comparison model comparison model

5.7.1 SEM Analysis

Firstly, the measurement model of the optimized variable was studied. While there are
many statistical software available for carrying out SEM, the widely used ones are
LISREL, AMOS, SAS, and EQUS. AMOS-16 statistical software was selected and

used for testing the structure equation model throughout this study.

According to a study carried out by Clayton and Pett (2008), using both LISREL and
AMOS with the same data sets, despite minor differences, the final solutions could be
replicated accurately in each program. Hence they advocate that researchers should
select an SEM program based on their programming knowledge, ease of use and the
research questions being addressed. Regardless of the program selected, the

researcher can have confidence in the comparability of results.

Based on the observation of Small waters LISREL vs. AMOS (2010), most structural
equation models can be set up and estimated with either AMOS or LISREL. Which

program to use is often a matter of price, software support, and personal preference.



116

Some of the specific technical differences between AMOS and LISREL are listed

below:

1. AMOS is written with teaching and consulting applications in mind. Fully-
interactive path diagram input and display options make it easy to discuss and
evaluate models with applied researchers and students. The interface is object
oriented and follows the MS Windows standard guidelines for graphical user
interfaces.

2. In AMOS, the path diagram is the model, and the user does not have to
manipulate sets of equations or matrices with Greek names. Thus, modeling
with AMOS is a complete change from the traditional ways of doing SEM that
requires programming skills.

3. AMOS reads its model specifications, only in the form of equations or path
diagrams. Even complex models can be drawn out as path diagrams, and at the
press of a button (literally) AMOS goes ahead and calculates the estimates.
The graphics are always in publication quality.

4. By the same token, and in contrast to LISREL, AMOS does not support model
specifications in matrix notation.

5. Mean models and multi-group models, can be specified with either of the
program. However, it can be done very easily with AMOS.

6. LISREL also features instrumental variables (IV) and two-stage least-squares
(TSLS) as estimation methods, albeit in non-standard implementations.

AMOS does not provide any IV or TSLS estimation methods.
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Hence the choice of AMOS over LISREL is mainly on account of the above aspects

with no specific preference or bias of one over the other.

The latent variables were tested in LISREL and the output of indices along with the
path diagram is given in Figure 5(2). Also the measurement model was tested using
AMOS software and the key results were compared. The output of indices along with

the path diagram of the measurement model in AMOS is given in Figure 5(3).
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Figure 5(2) - Measurement model in LISREL with outputs

Chi-square=2522.25, df=1289, P-value=0.00000, RMSEA=0.063
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Figure 5(2) — cont’d [LISREL OUTPUTS [Truncated] - (Measurement Model)]

Degrees of Freedom = 1289

Minimum Fit Function Chi-square = 2551.67 (P
=0.0)

Normal Theory Weighted Least-Squares Chi-
square = 2522.25 (P =0.0)

Estimated Non-centrality Parameter (NCP) =
1233.25

90 Percent Confidence Interval for NCP =
(1094.53 ; 1379.72)

Minimum Fit Function Value = 10.50
Population Discrepancy Function Value (F0O) =
5.08

90 Percent Confidence Interval for FO = (4.50 ;
5.68)

RMSEA = 0.063

90 Percent Confidence Interval for RMSEA =
(0.059 ; 0.066)

P Value for Test of Close Fit (RMSEA < 0.05) =
0.00

Expected Cross-Validation Index (ECVI) = 11.55
90 Percent Confidence Interval for ECVI =
(10.98 ; 12.15)

ECVI for Saturated Model = 11.78

ECVI for Independence Model = 76.43
Chi-Square for Independence Model with 1378
Degrees of Freedom = 18467.27

Independence AIC = 18573.27

Model AIC = 2806.25

Saturated AIC = 2862.00
Independence CAIC = 18811.62
Model CAIC = 3444.85

Saturated CAIC = 9297.45
Normed-Fit Index (NFI) = 0.86
Non-Normed-Fit Index (NNFI) =
0.92

Parsimony Normed-Fit Index
(PNFI) = 0.81

CFI=0.93

Incremental Fit Index (IFT) = 0.93
Relative Fit Index (RFI) = 0.85
Critical N (CN) = 135.28

Root
(RMR) =0.14

Standardized RMR = 0.077
Goodness-of-Fit Index (GFI) =
0.72

AGFI = 0.69

Parsimony Goodness-of-Fit Index
(PGFI) = 0.65

Mean Square Residual
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Figure 5(3)-Measurement model in AMOS with outputs
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Chi-Square — 2551.62; df — 1289; P value — 0.000; RMSEA — 0.063

AMOS OUTPUTS [Truncated] - (Measurement Model)

Model Fit Summary

CMIN

Model NPAR CMIN DF P CMIN/DF
Default model 142 2551.623 1289 .000 1.980
Saturated model 1431 .000 0

Independence model 53 7800.532 1378 .000 5.661
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Model

RMR GFI AGFI PGFI

Default model
Saturated model
Independence model

137 719 .688 647
.000 1.000
390 259 230 .249

Baseline comparisons

Model

NFI RFI IFI TLI CFI
Deltal rhol Delta2 rho?2

Default model
Saturated model
Independence model

673 .650 806 790  .803
1.000 1.000 1.000
.000 .000 .000 .000  .000

Parsimony - Adjusted measures

Model

PRATIO PNFI PCFI

Default model
Saturated model
Independence model

935 629 752
.000  .000 .000
1.000  .000  .000

NCP

Model

NCP LO 90 HI 90

Default model
Saturated model
Independence model

1262.623 1122.792 1410.196
.000 .000 .000
6422.532 6148.459 6703.280

FMIN

Model

FMIN FO LO90 HI9

Default model
Saturated model
Independence model

10501  5.196 4.621  5.803
.000 .000 .000 .000
32.101 26.430 25.302 27.586

RMSEA

Model

RMSEA LO90 HI9% PCLOSE

Default model
Independence model

063 060  .067 .000
138 36 141 .000
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AIC

Model AIC BCC BIC CAIC
Default model 2835.623 2916.766 3332.221 3474.221
Saturated model 2862.000 3679.714 7866.448 9297.448
Independence model | 7906.532 7936.817 8091.881 8144.881

ECVI

Model ECVI LO90 HI90 MECVI
Default model 11.669 11.094 12.277  12.003
Saturated model 11.778 11.778 11.778  15.143
Independence model | 32.537 31.409 33.693  32.662

HOELTER

HOELTER HOELTER
Model 05 01
Default model 131 135
Independence model 46 47
Minimization: 219
Miscellaneous: 1.278
Bootstrap: .000
Total: 1.497

From the above, it is clearly evident that the values for the indices from both the
software are close, thereby justifying the claims of Clayton and Pett (2008). Hence
our decision to carry out SEM preferring AMOS over LISREL, based on the above
rationale stands validated, as far as methods were concerned.

Based on the theoretical considerations, the latent variables were studied. These were
also evaluated based on the regression studies, and it was assessed that the variable
peripheral vision need concerns an attribute that describes the perception of the
knowledge workers about the external conditions that directly or indirectly impact the

businesses, they are employed with. This is a measure of an attribute or condition



123

outside the control of individuals or organizations. They were unlikely to relate to any
behavioral attributes like leadership skills or organization identification.

Hence for the purpose of studying models under SEM, they were excluded. Also one
of the measures that were determined from the peripheral vision items was the
classification of an organization as the one with “aligned vision” and misaligned
vision” based on aggregate scores of the individual items. This exercise was done as
below:

It can be observed that an organization is safely placed from a business perspective,
when it is either “Vigilant” or “Focused” in which case it has recognized its peripheral
vision needs and it has succeeded in matching its peripheral vision capacity, to
address this need. However in cases where there is a misalignment on these factors,
either the organization becomes “Vulnerable,” thereby threatening its very survival or
turns “Neurotic,” where it overreacts to its environment and ends up wasting precious
and rare resources, thereby rendering itself uncompetitive in the business. The
peripheral vision need is a factor determined by the external conditions, depending on
the nature of business and the environment it operates (quite beyond organization’s
control). Peripheral vision capacity is an attribute that renders an organization to
ready itself to meet this challenge (well within its control) We have therefore
categorized the organizations that are “Vigilant” and “Focused” as “Aligned” and
those that are “Vulnerable” and Neurotic” as “Misaligned”, for the purpose of our
research.

However, a further comparative study was not done in SEM for misaligned group,
since the aligned group was anticipated to give stronger insights of the association.

Hence the models were studied for the aligned group and complete group to assess if
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there were differences. The key objective of this exercise was to study if any
differences existed in the perceptions of the knowledge workers, between the groups

that perceived their organization as aligned and those that perceive otherwise from a

peripheral vision perspective. The details of model fit indices are given in Table 5(19).

Table 5(19)-Fit indices of various models tested

MODEL Ref.— MODEL | MODEL | MODEL | MODEL | MODEL | MODEL
Fit Parameter | 1 2 3 4 5 6
. Aligned Aligned Aligned Aligned .
Group Composite PV PV PV PV Composite
Sample Size - N 244 152 152 152 152 244
Model Chi-square [x] 1183.64 1132.70 1152.46 1145.67 1166.793 | 1278.308
Normed Chi-square - 2.140 2.045 2.08 2.087 2.121 2.31
K /df
RMSEA 0.069 0.083 0.085 0.085 0.086 0.073
Goodness-of fit 0.773 0.706 0.704 0.708 0.705 0.764
statistics — GFI
égjlumd GFl=A 0.741 0.666 0.664 0.665 0.662 0.732
Root Mean square
Residual - RMR 0.108 0.195 0.248 0.253 0.265 0.155
NFI 0.773 0.696 0.690 0.692 0.686 0.755
CFI 0.863 0.815 0.809 0.809 0.803 0.843
Parsimony NFI 0.718 0.648 0.643 0.639 0.634 0.703
Parsimony GFI 0.679 0.759 0.753 0.747 0.742 0.672
MODEL Ref.— MODEL MODEL MODEL
Fit Parameter | 7 MODEL 8 | MODEL 9 10 11

Group Composite | Composite | Composite | Composite | Composite
Sample Size - N 244 244 244 244 244
Model Chi-square [1’] 1320.87 1321.49 1346.68 1203.24 1176.13
Normed Chi-square — y’/df 2.384 2.407 2.449 2.196 2.150
RMSEA 0.075 0.076 0.077 0.070 0.069
Goodness-of-fit statistics — GFI 0.761 0.762 0.759 0.771 0.775
Adjusted GFI - A GFI 0.727 0.727 0.724 0.737 0.741
Root Mean square Residual —
RMR 0.221 0.228 0.232 0.123 0.103
NFI 0.746 0.746 0.741 0.769 0.774
CFI 0.834 0.833 0.827 0.858 0.864
Parsimony NFI 0.695 0.689 0.685 0.708 0.712
Parsimony GFI 0.669 0.664 0.662 0.671 0.673
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It is clear from the explored models that by and large none of these models exhibited
even an acceptable level of “fit.”
Based on the leads obtained from regression exercise and also the previously tested

models, two more models were proposed for further ‘fit’ testing in SEM.

The first model with peripheral vision capacity variables as independent variables and
astute leadership as the dependent variable was tested for acceptable fit indices using
AMOS-16 software. The path diagram with the extract of the text output of the testing

are given below in Figure 5(4).

Figure 5(4)-Path diagram with AMOS output — AL with PVC
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Model fit summary
CMIN
Model NPAR CMIN DF P CMIN/DF
Default model 48  510.324 183 .000 2.789
Saturated model 231 .000 0
Independence model 21 3218.884 210 .000 15.328
* Refer list of abbreviations/symbols
RMR, GFI
Model RMR GFI AGFI PGFI
Default model 094 .827 782 655
Saturated model .000 1.000
Independence model | .592  .245 169 222
Baseline comparisons

NFI RFI IFI  TLI
Model Deltal rhol Delta2 rho2 CFI
Default model 841 818 892 875 891
Saturated model 1.000 1.000 1.000
Independence model .000 .000 .000 .000 .000
Parsimony — adjusted measures
Model PRATIO PNFI PCFI
Default model 871 Jg33 777
Saturated model .000  .000 .000
Independence model 1.000  .000  .000
RMSEA
Model RMSEA LO9 HI90 PCLOSE
Default model 086 077 .095 .000
Independence model 243 235 250 .000
AIC
Model AIC BCC BIC CAIC
Default model 606.324  615.880  774.188 822.188
Saturated model 462.000 507.991 1269.846 1500.846
Independence model | 3260.884 3265.065 3334.325 3355.325
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Resulting Fit indices indicated an unacceptable model fit with a significant ¥* value of
510.32 with 183 degrees of freedom. Results also indicated a RMSEA value of 0.086
that is beyond the acceptable value of less than 0.08. The other fit indices too were
equally non-supportive of the model (x2 /df = 2.79, NFI = 0.84, RMR = 0.09, CFI =

0.89, PNFI = 0.73, AGFI =0.78, AIC = 606.32).

Similarly, the second model with peripheral vision capacity variables and astute
leadership variables as independent variables and disengaged and positive
organizational identification variables as the dependent variable was tested for
acceptable fit indices using AMOS-16 software. The path diagram and the extracted

text output are given below in Figure 5(5).
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Figure 5(5)-Path diagram with AMOS output — OID/AL/PVC
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NFI RFI IFI  TLI
Model Deltal rhol Delta2 rho2 CFI
Default model 774 754 865 .852 864
Saturated model 1.000 1.000 1.000
Independence model .000 .000 .000 .000 .000

Parsimony — adjusted measures

Model PRATIO PNFI PCFI

Default model 919 712 794

Saturated model .000 .000 .000

Independence model 1.000  .000  .000

RMSEA

Model RMSEA LO90 HI9 PCLOSE
Default model 069 .063 .074 .000
Independence model 179 174 183 .000

AIC

Model AIC BCC BIC CAIC
Default model 1342.134 1371.003 1632.399 1715.399
Saturated model 1260.000 1479.130 3463.216 4093.216
Independence model | 5277.666 5289.840 5400.067 5435.067

Resulting Fit indices, though better than the rest, still did not turn out to be a “good or

acceptable model fit” with a significant y* value of 1176.13 with 547 degrees of

freedom. Results indicated a RMSEA value of 0.07 that was in the “acceptable fit”

range, of being less than 0.08. The other fit indices too were equally marginal on

supporting the model fit (x2 /df = 2.15, NFI = 0.77, RMR = 0.10, CFI = 0.86, PNFI =

0.71, AGFI = 0.74, AIC = 1342.13).

After careful scrutiny of every suggested modification index with the theory in the

backdrop, certain additional paths were introduced that were theoretically co-varying.
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This included the error factors too associated with the measurement items.
Accordingly, a refined model was proposed for testing in AMOS-16. However, not all
modification index suggestions could be logically supported by the theory. Hence, no
modification index suggestion was incorporated in the model, unless the modification
index was theoretically and logically supported. Suggestions purely driven by
statistical reasons were ignored and excluded. This refined model was tested by
running AMOS-16, and the path diagram with the extracted text outputs are given

below in Figure 5(6).

Figure 5(6)-Path diagram with AMOS output of refined model
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Notes for Group (Group number 1)

The model is recursive.

Sample size = 244

131

Computation of degrees of freedom (Default model)

Number of distinct sample moments: 1176
Number of distinct parameters to be estimated: 119
Degrees of freedom (1176 - 119): 1057
Result (Default model)
Minimum was achieved
Chi-square = 1905.142
Degrees of freedom = 1057
Probability level = .000
Model Fit Summary
CMIN
Model NPAR CMIN DF P CMIN/DF
Default model 119 1905.142 1057 .000 1.802
Saturated model 1176 .000 0
Independence model 48 7008.113 1128 .000 6.213
RMR, GFI
Model RMR GFI AGFI PGFI
Default model 169 764 737 .686
Saturated model .000 1.000
Independence model | .399 258 226 247
Baseline comparisons
NFI RFI IFI TLI
Model Deltal rhol Delta2 rho2 CFI
Default model 728 710 857 846  .856
Saturated model 1.000 1.000 1.000
Independence model .000 .000 .000 .000 .000
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Parsimony — adjusted measures

Model

PRATIO PNFI PCFKFI

Default model
Saturated model
Independence model

937  .682 802
.000  .000  .000
1.000 .000 .000

NCP

Model

NCP LO 90

HI 90

Default model
Saturated model
Independence model

848.142  729.956  974.138

.000 .000

5880.113  5619.362 6147.504

.000

FMIN

Model FMIN FO LO90 HI90
Default model 7.840  3.490 3.004 4.009
Saturated model .000 .000 .000 .000
Independence model | 28.840 24.198 23.125 25.298
RMSEA

Model RMSEA LO90 HI9 PCLOSE
Default model 057 .053 .062 .002
Independence model .146 .143 150 .000
AIC

Model AIC BCC BIC CAIC

Default model
Saturated model
Independence model

2143.142 2203.255 2559.305 2678.305
2352.000 2946.062 6464.670 7640.670
7104.113  7128.361 7271.977 7319.977

ECVI

Model ECVI LO90 HI90 MECVI
Default model 8.820 8333  9.338 9.067
Saturated model 9.679  9.679 9.679 12.124
Independence model | 29.235 28.162 30.335  29.335
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HOELTER

HOELTER HOELTER
Model 05 01
Default model 145 149
Independence model 42 44

The summarized results of the above-tested model is given below in Table 5(20).

Table 5(20)-Model fit indices of refined model

Observed . .
Fit Index Fit Indication Good Fit Acceptable Fit
Values
Normed Chi- 5 5
5 1.80 GOOD FIT 0<y/df<2.0 2.0y /df<3.0
square [y /df]
ACCP.FIT
0 <RMSEA < 0.05 <RMSEA <
RMSEA 0.057 (closer to ‘Good-
0.05 0.08
Fit’)
0.80 < AGFI <
AGFI 0.74 NO FIT 0.90 < AGFI<1.0
0.90
Root Mean
0.05<RMR<
Square Residual 0.17 NO FIT 0 <RMR <£0.05 0.10
(RMR) '
NFI 0.73 NO FIT 095 <NFI<1.0 | 0.90<NFI<0.95
CFI 0.86 NO FIT 097<CFI<1.0 | 095<CFI<097
< saturated AIC,
@I smaller than AIC
AIC 2143.14 GOOD FIT smaller than AIC for comparison
for comparison model
model
smaller than CAIC | smaller than AIC
Consistent AIC
2678.31 GOOD FIT for comparison for comparison
(CAIO)
model model
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According to Barrett (2007), four recent papers that have cast doubt upon the
continued utility of using indicative thresholds for approximate fit indices, essentially
removed the notion that a single threshold value can be applied to any particular
approximate fir index under all measurement and data conditions (Beauducel &

Wittmann 2005); Fan & Sivo (2005); Marsh, et al. (2004); Yuan (2005).

Hence, relying upon the above argument and keeping the exploratory nature of this
study, the overall assessment of the model could safely be considered to be close to an
acceptable level of model fit or the least it could be viewed as indicative, moving
towards an acceptable level of model fit and could be perceived as an indication that

the study is directed rightly.

The detailed discussion on the path diagram and the coefficients of this model was

expected to bring in more clarity and rationale.

5.8 Significant Results from the Comprehensive Model

Comparison of standardized coefficients of the multiple regression and Structure
Equation Modeling is given below in Table 5(21). While the standard coefficients do
exhibit differences in values, it would be interesting to explore the underlying reasons
for this difference, from a theoretical perspective. A larger sample size could have
improved the differences, but there still could be other factors, which could have
contributed to this gap. Even though the weights of these coefficients are different, the
direction of the association exhibited in the same orientation. One interesting
observation here is the relationship between the astute leadership and business

clairvoyance. There seems to be a causal relationship that is opposite to what is being
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explored. While we are trying to explore if astute leadership causes business
clairvoyance, the data indicate that actually the business clairvoyance is leading to

astute leadership. This is something that could be explored further.

Table 5(21)-Comparison of coefficients from regression and SEM (refined

model)
Std.
Dependent Coefficients Std. Coefficients
Independent Variable
Variable from from SEM
Regression
Astute PVC-Managerial attitude
0.47%*% 0.68+**
Leadership towards periphery
Astute PVC-Resource & data
- 0.10%*
Leadership Management
Astute PVC-Business
Leadership Clairvoyance ) )
Disengaged Astute Leadership [Mod.
(- 0.35)%** (-0.56)***
OID Variable]
Disengaged PVN-Regulatory 02355 0.4
OID Influences
Disengaged
Gender - (-0.33)*
OID
Astute Leadership
Positive OID - 0.24%*
[Mod. Variable]
PVN-Environmental
Positive OID 0.25%* 0.37%*
Dynamics

**% - Very strongly significant (p < 0.001): ** - Strongly significant (p < 0.01):

*- Moderately significant (p < 0.05): ‘-” - Not significant
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While the above table did bring in some amount of ‘close-in’ for a fitting model;
nevertheless, it still left a lot to be explored. Though Gender was found to be having
association to the organizational identification, it was weak and theoretically this

could not find support; hence it was decided to exclude this from the path diagram.

The sample data was sub-grouped as “aligned group;” wherein the peripheral vision
need and capacity were perceived to be in line, thereby the organization being
perceived as either “vigilant” or ‘focused.” The other sub-group was named
‘misaligned,” wherein the organization was perceived to be having a higher peripheral
vision need and a lower capacity making it ‘vulnerable’ or it being perceived to have
a peripheral vision need lower than its peripheral vision capacity thereby making it

‘neurotic’ in nature.

Secondly, when the sample data was reviewed, it was observed that there were 95
respondents from a single project team, while the rest were from nine different project
teams. So, keeping the sample size in perspective, two broad sub-groups were
identified, namely “Large Project Group” and “Small Project Group.” The key
objective of this grouping was to explore the impact of group level leadership, if there
existed any. While clubbing the rest of the population into a single group does not
exhibit group-related responses but is a closer representative of the entire population.
The large project group, nevertheless, could throw an insight into the perceptional
features of the group level leadership. The Comprehensive Model that emerged from

the above observations was tested on all these four groups, in addition to the entire
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population. The path diagram of the Comprehensive Model thus tested is given in

Figure 5(7), and the summarized results are depicted in the Table 5(22).

Figure 5(7)- Comprehensive Model — Path diagram
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Table 5(22) — Summary results of the groups (Comprehensive Model)

Large Small
Full | Aligned | Misaligned | - fct project
Fit Index sample | group group P N 6]u groups Good fit” Acceptable fit*
N-244 | N-152 | N-92 group | N . 149
N-95
Chi-square — XZ 1822.6 1719.26 2013.5 1888.4 1758.2
DF 1011 1011 1011 1011 1011
Normed Chi-square 0<y/df <
1.80 1.70 1.99 1.87 1.74 20< £<3.0
[/df] 2.0 SClar<3
0< 0.05 <RMSEA
RMSEA 0.06 0.07 0.10 0.09 0.07 RMSEA < T
<0.08
0.05
0.90< 0.80 < AGFI <
AGFI 0.74 0.67 0.53 0.55 0.66 B - -
G AGFI< 1.0 0.90
Roqt Mean Square 0.17 0.29 023 0.19 020 0<RMR<| 0.05<RMR=<
Residual (RMR) 0.05 0.10
0.95 <NFI 0.90 <NFI<
NFI 0.74 0.67 0.46 0.53 0.64 - - -
<1.0 0.95
0.97 <CHI 0.95<CFI<
0. 0. 0.62 0.70 0.80 - - -
CFI 86 83 6 8 <1.0 0.97
< saturated smaller than
AIC 2056.6 1953.26 2247.5 2212.37 1992.2 AIC/ AIC for
[2256] [2256] [2256] [2256] [2256] | comparison comparison
model model
11
smarier smaller than
. than CAIC
Consistent AIC 2582.8 2424 2659.5 2538.17 2460.67 for AIC for
(CAIC) [7328.8] [6975] [6228.6] [6264.8] | [6772.45] . comparison
comparison
model
model
coeff.
PVC-BC—AL _ _ - _ -
coeff.
AL—>OID—DE ) -().59%:%* -(0).42%%* ) ~0.50¢kk
coeff. 0.56%#* 0778
AL—OID-PI coeff. 0.23 % 0.27* - - 0.26 **
coeff.

coeff.

**% - Very strongly significant (p < 0.001); ** - Strongly significant (p < 0.01);

*- Moderately significant (p < 0.05); ‘-” - Not significant
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From the above results, the model was further studied for improved ‘fitment’ and
regression estimates to propose alternative robust models for testing. Hence keeping
the fit indices in view and the regression coefficients with their corresponding levels
of significance, the following path diagram was proposed for testing as
“Parsimonious Model” in AMOS, on all the four groups and composite groups. This

path diagram/model is shown in Figure 5(8).

Figure 5(8)-Parsimonious Model — Path diagram

The ‘fit indices’ and the regression coefficients, along with their significance levels,

are given in Table 5(23).
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Table 5(23)-Summary of indices and standard coefficients (Parsimonious Model)

Large Small
FIT sal:::)lle ‘:;ﬁ“f)d M‘gsi:g::ed Project Z;ZJ e:: GOOD | ACCEPTABLE
111 111 111 s e
INDEX | N.244 [ N-152 | N-92 BrouP 1 N . 149 FIT FIT
N- 95
_C)k(lzl—square 6876 | s7as 587.9 598.4 580.7
DF 339 339 339 339 339
Normed
< <
Chi-square 1.97 1.69 173 1.76 1.71 0= ff)df = | 2.0</df<3.0
[/df] '
< < <
RMSEA 0.06 0.07 0.09 0.09 0.07 | OSRMSEA 1 0.05<RMSEA <
<0.05 0.08
0.90<AGFI | 0.80<AGFI<
AGFI 0.81 0.75 0.64 0.66 0.80 10 0.9
Root Mean
Square 0<RMR< 0.05<RMR <
| 0.11 0.12 0.14 0.14 0.12 0,05 0,10
(RMR)
< <
NFI 0.84 0.80 0.68 0.71 078 | 0% Igm =1 0.90 <NFI<0.95
< <
CFI 0.91 0.90 0.83 0.85 089 | %7 I—SFI =1 0.95<CFI1<0.97
< saturated
AlC 802.76 | 7085 721.90 732.4 714.7 AIC/ S;zilizrr;hzrr‘i :‘)Inc
[812] [812] [812] [812] [812] | comparison P
model
model
. smaller than
i‘l)gsmem 1104 | 978.1 957.9 970.5 983.0 | CAIC for S;zilizrr:;zrr‘i :‘)Inc
(CAIC) [2637.8] | [2445.7] | [2241.9] | [2254.9] | [2437.6] | comparison o
model
PVC-MA
AL 0787 | (515 | 1,58 0.58%% | (.87
coeff.
AL >OID- -
. fesfeske . fesfesk . st | L esfeste
b cootp | 055 ospens | 047 0.65 0.48
AL —OID-
ek eseste . . ors
Pl oot 0.27 0.41 0.21

**% - Very Strongly significant (p < 0.001): ** - Strongly Significant (p < 0.01):

*- Moderately significant (p < 0.05): ‘-° - Not significant
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A review of the estimates and the “fit” indices showed improvement. Therefore it was
proposed to split this parsimonious model into two parts, construct-wise, to study it
further. The Model A is the path diagram showing the association of peripheral vision
capacity — managerial attitudes with the astute leadership variable. Model B is the
path diagram depicting the association of astute leadership with the organizational
identification variables of positive identification and disengaged identification. The
Models are shown below in Figures 5(9) and 5(10), and the indices are shown in

Tables 5(24) and 5(25).

Figure 5(9) — Path diagram with AMOS output-discrete Model A
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Table 5(24)-Summary of indices and standard coefficients (Discrete Model A)

Large Small
FIT sfn‘:gle ‘;};%ﬁ;d M‘;ﬁ;‘fg"d Project ‘g’;’g{l elf: GOOD ACCEPTABLE
INDEX | N.244 | N-152 | N-92 ST | N-149 FIT FIT
N - 95
_C)?'Square 143.53 | 133.6 130.9 150 94.5
DF 70 70 70 70 70
Normed 0 <df <
Chi-square 2.05 1.90 1.87 2.14 1.35 0 2.0 <Hdf <3.0
[)’/df] '
0<RMSEA | 0.05<RMSEA <
RMSEA 0.07 0.08 0.098 0.11 0.05 0,05 0.08
0.90<AGFI | 0.80<AGFI<
AGFI 0.89 0.84 0.77 0.72 0.88 “10 0.90
Root Mean
Square 007 | 009 0.10 0.11 oor | DT eE | GO EENES
Residual ' ' ' ' ' 0.05 0.10
(RMR)
0.95 <NFI<
NFI 0.94 0.91 0.87 0.85 0.93 10 0.90 <NFI<0.95
0.97 <CFI<
CFI 0.97 0.95 0.93 0.91 0.98 0 0.95<CFI1<0.97
<
(AIC < satarated smaller than AIC
[Satd 213.5 203.6 200.9 220 164.5 AIC/ for comparison
‘ [210] [210] [210] [210] [210] comparison p
model] model
model
(CAIO)- smaller than
Consistent smaller than AIC
CAIC for .
AIC . for comparison
[Satd. Compz“fon model
model] mode
PVC-MA
—AL 0.78%%% | 0.51%%% | ].59%k 0.53%%% | (.87
coeff.

**% - Very Strongly significant (p < 0.001):

** _ Strongly Significant (p < 0.01):

*- Moderately significant (p < 0.05): ‘-* - Not significant
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Figure 5(10) Path diagram with AMOS output-discrete Model B
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Table 5(25)-Summary of indices and standard coefficients (Discrete Model B)

Large Small
Full Aligned | Misaligned Project project GOOD ACCEPTABLE
FIT INDEX sample group group o groups FIT* FIT®
N-244 | N-152 | N-92 group | N. 149
N-95
Chi-square - > 410.3 348.3 334.2 353.9 346.1
DF 181 181 181 181 181
. 0<y/df<
Normed Chi- 227 1.92 1.85 1.96 1.91 3 2.0 <2/df < 3.0
square [y /df] 2.0
0<
0.05 <RMSEA
RMSEA 0.07 0.08 0.10 0.10 0.08 | RMSEA<
<0.08
0.05
0.90< 0.80<AGFI <
AGFI 0.82 0.77 0.68 0.69 0.76 AGFI< 1.0 0.90
Root Mean O<RMR<| 0.05<RMR<
Square Residual 0.11 0.12 0.14 0.15 0.12
. .1
(RMR) 0.05 0.10
0.95 <NFI 0.90 <NFI<
NFI 0.85 0.82 0.71 0.74 0.80 <1.0 0.95
0.97 <CH 0.95<CFI<
CFI 0.91 0.90 0.84 0.85 0.90 <1.0 0.97
< saturated smaller than
(AIC 510.3 448.3 434.2 453.9 446.1 AIC/ AIC for
[Satd. model] [462] [462] [462] [462] [462] comparison comparison
model model
smaller smaller than
(CAIC)- than CAIC
Consistent AIC 735.1 649.5 610.3 631.6 646.3 for AIC for
[1500.8] | [1391.5] [1275.5] [1282.9] | [1386.9] . comparison
[Satd. model] comparison
model
model
Std coeff AL — s - s N Z
OID-DE 0.54 0.5 1% 0.48 0.65%*% | (.47%%*
Std coeff AL — s e } ) ok
OID-PI 0.27 0.42 0.28

**% - Very Strongly significant (p < 0.001): ** - Strongly Significant (p < 0.01):

*- Moderately significant (p < 0.05): ‘-° - Not significant
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The results of the model fitments for all these tested models, i.e., Comprehensive

Model, Parsimonious Model and Discrete Models A and B are depicted in Table

5(26).
Table 5(26) — Group-wise model fit summary
Large Small
Full sample Aligned Misaligned Project project
MODEL N - 244 group group rou groups
N-152 N-92 Sroup N- 149
N -95
Poor Fit
COMPREHENSIVE closer to . . . .
MODEL Acceptable Poor Fit Poor Fit Poor Fit Poor Fit
Fit
PARSIMONIOUS Acceptable Acceptable . . Acceptable
MODEL Fit Fit Poor Fit Poor Fit Fit
DISCRETE - Acceptable | Acceptable Acceptable
MODEL A Fit Fit to Good Poor Fit Poor Fit Fit
(PVC-MA — AL) to Good Fit Fit to Good Fit
DISCRETE -
MODEL B Poor Fit to Poor Fit to Poor Fit to Poor Fit to Poor Fit to
Acceptable Acceptable Acceptable Acceptable Acceptable
(AL — OID-DE & Fit Fit Fit Fit Fit

OID-PI)
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CHAPTER 6

DISCUSSION OF STUDY RESULTS

This chapter discusses the study results, reported in the previous chapters, in detail to

assess the effect and implication of each result.

6.1 Correlation of Original Variables

6.1.1 Variables of Peripheral Vision Need

=  The correlation coefficients of perceived peripheral vision need variables did not
show any significant association with the Bolman and Deal’s leadership
frameworks. The complexity of the environment variables of peripheral vision
need showed a correlation of 0.10 with structural framework, 0.11 with the
human resource framework, 0.11 with political framework, and 0.08 with
symbolic framework. The volatility of environment variables of peripheral vision
need showed a correlation of 0.03 with structural framework, 0.06 with human
resource framework, 0.04 with political framework and 0.05 with symbolic
framework.

= They also showed a moderate association with the organizational identification
variables. The complexity of the environment variables of peripheral vision need
showed a correlation of 0.14 with positive identification, 0.07 with
disidentification, 0.06 with ambivalent identification, and 0.01 with neutral
identification. The volatility of environment showed a correlation of 0.19 with
positive identification, 0.09 with disidentification, 0.07 with ambivalent

identification, and 0.04 with neutral identification.
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6.1.2 Variables of Peripheral Vision Capacity

= All the five variables of peripheral vision capacity showed correlation
coefficients that are strong with the four leadership frameworks of Bolman &
Deal with a strong significance. The coefficients for managerial foresight were
0.34 for structural framework, 0.40 for human resource framework, and 0.34 for
both symbolic and political framework. The coefficients for strategy making were
0.37 for structural framework, 0.38 for human resource framework, 0.34 for
political framework, and 0.37 for symbolic framework. The coefficients for
knowledge management system were 0.39 for structural framework, 0.41 for
human resource framework, 0.38 for political framework, and symbolic
framework. The coefficients for Configuration-Structures and Incentives were
0.40 for structural framework, 0.42 for human resource framework, 0.41 for
political framework, and 0.37 symbolic framework. The coefficients for culture-
Values, Beliefs, Behavior were 0.49 for structural framework, 0.52 for human
resource framework, 0.47 for political framework, and 0.46 symbolic framework.
= The variable managerial foresight showed a coefficient of correlation that is
negatively associated with disidentification -0.17, ambivalent identification -0.15,
and neutral identification -0.09 with moderate to strong significance. It showed a
correlation of 0.07 with positive identification. The variable strategy making
showed a coefficient of correlation that is negatively associated with
disidentification (-0.11), ambivalent identification (-0.17), and neutral
identification (-0.02) with moderate to strong significance. It showed a

correlation of 0.09 with positive identification. The variable knowledge
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management system showed coefficient of correlation that is negatively
associated with disidentification (-0.25), ambivalent identification (-0.26), and
neutral identification (-0.19) with strong significance. It showed a correlation of
0.12 with positive identification. The variable Configuration — Structure and
Incentives — showed coefficient of correlation that is negatively associated with
disidentification (-0.27), ambivalent identification (-0.26), and neutral
identification (-0.17) with strong significance. It showed a correlation of 0.06
with positive identification. The variable culture —Values, Beliefs, Behavior —
showed coefficient of correlation that is negatively associated with
disidentification (-0.26), ambivalent identification (-0.28), and neutral
identification (-0.18) with strong significance. It showed a correlation of 0.07

with positive identification.

6.1.3 Variables of Bolman and Deal’s Leadership Framework and

Organizational Identification

Between the leadership framework and the organizational identity variables, they
showed a negative association with disidentification, ambivalent identification,
and neutral identification while positive identification showed a positive
association.

The variable structural framework showed coefficient of correlation that is
negatively associated with disidentification (-0.24), ambivalent identification (-
0.38) and neutral identification (-0.29) with moderate to strong significance. It
showed a correlation of 0.17 with positive identification. The variable human

resource framework showed coefficient of correlation that is negatively
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associated with disidentification (-0.28), ambivalent identification (-0.37), and
neutral identification (-0.26) with moderate to strong significance. It showed a
correlation of 0.16 with positive identification. The variable political framework
showed coefficient of correlation that is negatively associated with
disidentification (-0.23), ambivalent identification (-0.36), and neutral
identification (-0.29) with moderate to strong significance. It showed a
correlation of 0.21 with positive identification. The variable symbolic framework
showed coefficient of correlation that is negatively associated with
disidentification (-0.23), ambivalent identification (-0.36), and neutral
identification (-0.30) with moderate to strong significance. It showed a
correlation of 0.21 with positive identification.

Due to the high inter-item correlation, the existence of multicollinearity could not
be ruled out. Exploratory factor analysis (EFA) was, therefore, carried out on
these variables. The EFA was done using PCA as extraction method and Varimax

with Kaiser Normalization as rotation method.

6.2 Exploratory Factor Analysis

The EFA on the data revealed that the three latent variables of peripheral vision need
explained 46% of variance, the three peripheral vision capacity variables explained
60% of variance, while astute leadership, the only latent factor emerging from
Bolman & Deal’s leadership framework explained 65% of variance, and
organizational identification variables explained 53% of variance. This effectively
resulted in the selection of nine optimized variables for the purpose of further

analysis. These optimized variables exhibited a very high level of reliability, the
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Cronbach’s a for these ranging from 0.70 to 0.91, which is considered to be good for

a social science research.

6.3 Correlation Analysis of Optimized Variables

The optimized variables, post EFA resulted in a total of three variables under
peripheral vision need, three variables under peripheral vision capacity, single
variable under Bolman and Deal’s leadership framework, and two variables under
organizational identification constructs. They were reviewed item by item and were
re-nomenclated to identify new variables for analysis. The results of the correlations

existing among these variables are discussed as follows:

6.3.1 Variables of Peripheral Vision Need

The environmental dynamics variable of peripheral vision need is associated with
astute leadership (0.14) and positive identification (0.25) with very strong
significance, while it is negatively associated with the disengaged identification (-
0.14) with strong significance. The Business dynamics variable however is not
associated with astute leadership (-0.01), moderately associated with disengaged
identification (0.09), and positive identification (0.04). The regulatory influences
variable is not associated with astute leadership (-0.03) and positive identification
(0.00), while it is positively associated with disengaged identification (0.26) with very

strong significance.

6.3.2 Variables of Peripheral Vision Capacity

The managerial attitude towards periphery variable of peripheral vision capacity is

associated with astute leadership (0.47) with very strong significance and not
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associated with positive identification (-0.06) while it is negatively associated with the
disengaged identification (-0.27) with very strong significance. The resource and data
management capability variable, however, is associated with astute leadership (0.20)
with strong significance, disengaged identification (-0.11), and positive identification
(0.11) with strong significance. The business clairvoyance variable is strongly
associated with astute leadership (0.13) and not significantly associated with positive

identification (0.07) and disengaged identification (-0.02).

6.3.3 Variable Astute Leadership

It is observed that astute leadership variable is negatively associated with disengaged
identification (-0.35) with very strong significance while it is positively associated

with positive identification (0.15) with strong significance.

6.4 Multiple Regression

Multiple regression was done in two stages, first with all the variables and secondly
after optimizing the contributing variables only. The level of significance in the
regression equation denotes the probability of making an error and lower the value,
the better. For determining the level of significance, following yardsticks were
applied (Table 6(1)) based on the various literature references and specifically

Tripathi (2008).
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Table 6(1) — Rule of thumb criteria for level of significance

P Val conifi
Value or significance Degree of strength Notation
levels
P <0.001 Very strongly significant gk
P <0.01 Strongly significant Hk
P <0.05 Moderately significant *

Regression with astute leadership as dependent variable and peripheral vision need
and capacity as independent variables as proposed in the revised model was done.
Multiple regression was also carried out with variables of disengaged organizational
identification and positive organizational identification as dependent variables and
peripheral vision need and capacity as independent variables and astute leadership

also as an independent moderating variable.

6.4.1. Astute Leadership with Peripheral Vision Need and Capacity

From among all the independent variables, only peripheral vision capacity variables
showed strong association of significance, while the gender and business dynamic
variables of peripheral vision need showed moderate significance. The beta
coefficient that indicates the weights of the independent variables were (§ = 0.48 and
p=0.000) for managerial attitude towards the periphery, (B = 0.24 and p=0.000) for
resource and data management capability and (B = 0.18 and p=0.006) for business
clairvoyance. The beta’s for gender was (f = -0.11 and p= 0.06) and for business

dynamics being (f = -0.12 and 0.05), both showing negative association. All the other
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independent variables did not exhibit any significant association. The adjusted R-
square value (0.26) explains 26.3 percent of variation by the independent variables in

the regression equation.

6.4.2 Disengaged Identification with the Peripheral Vision Need, Capacity and

Astute Leadership

Regression of disengaged identification showed only four noteworthy associations,
namely gender (= -0.10 and p=0.098), managerial attitude towards the periphery (f =
-0.12 and p=0.08), and astute leadership (B = -0.26 and p=0.000), all showing
negative association with very strong to moderate significance, while regulatory
influences (B = 0.25 and p=0.000) showed a positive association with strong
significance. The adjusted R-square value (0.19) explains the 19 percent variation by

the independent variables in the regression equation.

6.4.3 Positive Identification with Peripheral Vision Need and Capacity and

Astute Leadership

Regression of positive identification showed only three significant associations,
namely, environmental dynamics (f= 0.28 and p=0.000) with very strong
significance, managerial attitude towards the periphery (f = -0.20 and p=0.006), and
astute leadership ( = -0.22 and p=0.003), both strongly significant. The adjusted R-
square value (0.06) explains 5.8% variation by the independent variables in the

regression equation.
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6.5 Structure Equation Modeling (SEM)

While regression is a good statistical tool for estimating the correlation and
association strengths, they do not indicate causative relationships. Therefore,to
evaluate the causative relationship among the latent variables, Structure Equation
Modeling evaluation was carried out and the path diagrams were studied with the

corresponding fit indices and significance of the weights of coefficient.

6.5.1 SEM Testing on Exploratory Models

SEM of various models was tested on various criteria and grouping, to arrive at the
one with the best fit. The total sample was bifurcated into those knowledge workers
who perceived the organization with aligned peripheral vision and those who
perceived it as misaligned, as already explained in the previous Chapter 5. The
bifurcation resulted in a sample size of 152 for the ‘aligned vision” group and 92 for
the ‘misaligned vision’ group. However when the data was analyed for these groups,
the result turned out ERROR for the ‘misaligned vision’ group stating inadequate

sample size. Hence it was decided to leave out this group for these model testing.

Similarly, when the variables were evaluated, the variables pertaining to the
peripheral vision need consists of items that assess responses pertaining to aspects like
industry visibility, dependence on the global economy, competitor behavior,
vulnerability to macroeconomic forces, etc. collectively termed as ‘environment
dynamics’ under which the business operates. Similarly, the aspects related to market
forces, industry structure, market growth pattern, and technological impact on the

business collectively grouped as ‘business dynamics,” under which the business
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operates. Those factors like government policies, regulations, likely disruptions,

sensitivity to social changes, etc. were grouped as ‘regulatory influences.’

We observed that all the above aspects are external in nature and have nothing to do
with the capability of the business, leadership or its employee constitution. They may
be equated to the sea condition in which a business ship has to sail. While it was
possible to measure and identify its existence, it was not possible to control or

regulate it.

But all the other factors, under the peripheral vision capacity, leadership and
organizational identification constructs are those, which could be influenced by the
stakeholders and are in the “manageable or controllable” ambit of the organizational
entity. Therefore, the models were tested excluding the peripheral vision need
variables. The path diagrams of the models that were tested are pictorially given

below in Figures 6(1) to 6(7).
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Figure 6(1)
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Figure 6(3)
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Figure 6(5)
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Figure 6(6)
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Figure 6(7)
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The above-proposed path diagrams were based on theoretical considerations, behind

these variables and their likely associational and causative relationships.

However as evident from the indices, none of them were close to even an acceptable

level of fit. Hence we are not going into the depth of discussing these indices.

Evaluation of the multiple regression exercise of the optimized variables gave key
insights into the basis, which could be theoretically explained and proposed, as a
model for SEM study. Hence two specific models (Figures 6(8) and 6(9)) were

identified and explored for SEM evaluation.

The first one was excluding the variables of organizational identification construct.
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Figure 6(8)

MODEL — Revised AL
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The resulting fit indices indicated an unacceptable model fit with a significant 2
value of 510.32 with 183 degrees of freedom. Results also indicated a RMSEA value
of 0.086 that is slightly beyond the acceptable value of less than 0.08. The other fit
indices too were equally non-supportive of the model (¥2 /df = 2.79, NFI = 0.84,
RMR = 0.09, CFI = 0.89, PNFI = 0.73, AGFI = 0.78, AIC = 606.32). It is evident
from these indices that this path diagram is not statistically supported, though this has

a limited theoretical support.

Therefore another model based on the direction of regression was tested in AMOS. In
this proposed model, the construct of organizational identity was included along with
astute leadership, as a moderating variable, for the variables of organizational

identification.
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Figure 6(9)

MODEL — Revised OID-1
OID- DE
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Resulting fit indices, though better than the rest, still did not turn out to be a “good
model fit” with a significant ¥2 value of 1176.13 with 547 degrees of freedom.
Results indicated a RMSEA value of 0.07 that is in the “acceptable fit” range of being
less than 0.08. The other fit indices too were equally marginal on supporting the
model fit (x2 /df = 2.15, NFI = 0.77, RMR = 0.10, CFI = 0.86, PNFI = 0.71, AGFI =

0.74, AIC = 1342.13).

At this point of the evaluation, it was proposed to test a model, which included
peripheral vision need variable as indicated by the regression exercise. Hence the

following model Figure 6(10) was proposed for testing with AMOS.
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Figure 6(10)
MODEL — Revised OID-2
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The above model initially did not turn out to be a good fit when the selected indices
were evaluated. The modification indices, indicating a variance impact of 0.15 and
more due to suggested pathway linking, were reviewed item by item. These
suggestions also included related error measurements. All those modification indices
that could be adequately supported on a theoretical basis and logical explanation were

incorporated in the path diagram and the program was run.

This model turned out a Normed Chi-square value of 1.8 that indicates a ‘good fit.’
The RMSEA value was observed to be 0.057 which is very close to the lower
threshold of ‘good fit,” i.e., 0.05, nevertheless, was within the ‘acceptable fit’ limits of

<0.08. The AGFI = 0.74), root mean square residual (RMR = 0.17), NFI = 0.73) and
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CFI = 0.86) theoretically indicated a ‘no fit’ as per our criteria, but depicted
improvement in fit. However two of these indices, namely CFI and AGFI, did exhibit
closeness to the lower threshold of ‘acceptable fit.” The values of AIC = 2143.14)
were less than the AIC value of the saturated model (AIC = 2352.0). Similarly the
Consistent AIC (CAIC) of the model was observed to be 2678.31 that was less than
the CAIC value of saturated model 7640.67. These two indices thus indicated a ‘good

fit’ for the model.

While three of the chosen indices indicated a “good fit,” one index indicated an
“acceptable fit,” and four indices indicated “no fit.” The indices that were indicating
“no fit” were observed to be closer to the lower threshold of acceptable fit. From the
above results, it was evident that the model had conflicting fit indications from the
chosen indices. In SEM, as in many other statistical models, the choice of a model
among competitive models with nearly the same fit to the data is often a subjective
matter, instead of a statistical problem (Di Natale, 2002). Hence evaluating the
outcomes from a theoretical perspective, one could make a judgment that this model

could safely be considered as one exhibiting a good to acceptable fit.

6.6 Comparison of Regression and SEM Coefficients

The coefficients of the multiple regression analysis were compared with the path
coefficients obtained from the finally tested model at this point of statistical
evaluation and are discussed under this part. When astute leadership was regressed
with peripheral vision capacity variables as independent variables, the standard
coefficients obtained for managerial attitude towards periphery was (0.47) while the

same in the SEM path diagram noted a (0.68), both with very strong significance. The
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resource and data management capacity indicated a standard coefficient of (0.10)
from the SEM path diagram with moderate significance while regression did not show
any significant relationship. Similarly, the standard coefficient for business

clairvoyance was observed to be insignificant, in either case.

The disengaged identification, as dependent variable, showed the SEM path
coefficient of 0.33 with moderate significance with gender, while the regression

coefficient was observed to be insignificant for the same.

While environmental dynamics do have an association with the positive identification
(0.25 and 0.37) with strong significance, astute leadership does not show any
association with positive identification in the regression. The path coefficient (0.24)
of SEM evaluation was observed, but with strong significance. Both, the regression
(0.23) and path coefficients (0.42), seem to support the positive association of
regulatory influences and negative association (-0.35 and -0.56) of astute leadership
as a moderating variable on the disengaged identification, with very strong
significance. In applied research the sample variability, the quality of measurements
and the non-normal distribution of the variables are other potential source of errors in

model selection (Di Natale, 2002).

From these evaluations, though nothing could strongly be concluded, but it did show a
need to propose a Comprehensive Model for further evaluation. Based on the results

discussed so far, the Comprehensive Model was evaluated for fitness.
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6.7 Comprehensive Model

The Comprehensive Model derived out of the above evaluation is briefly depicted
below in Figure 6(11). This Comprehensive Model was tested on full group, aligned
group, misaligned group, large project group, and small project groups. The formation
and theoretical background of forming the additional four groups have already been
dealt with in the earlier chapter, hence excluded here. However the results are

discussed briefly as below:

Figure 6(11) - Comprehensive Model

PVN - ED PVN - RI
PVC - MA
PVC - BC
AL \
PVC - RDM OIb-DE
oID - PI

6.7.1 Full sample evaluation:

While the fit indices of Normed Chi-square (1.8) and RMSEA (0.06) indicated a good

fit, AGFI, RMR, and NFI did not indicate even an acceptable fit. The fit indices of
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CFl, AIC, and CAIC too did not strongly support a good fit. The path coefficients of
peripheral vision capacity-managerial attitude to the astute leadership were observed
to be (0.77) with a very strong significance. The astute leadership depicted a negative
coefficient with strong significance, with the organizational disengaged identification.
The peripheral vision need-regulatory influences too exhibited a coefficient of (0.47)
with strong significance. While astute leadership showed a path coefficient of (0.23)
with positive identification, peripheral vision need-environmental dynamics showed a
path coefficient of (0.38). However both these were strongly significant. All the above

relationships were in alignment with the theoretical basis of the model proposed.

6.7.2 Aligned Group Evaluation

This group consisted of samples that perceived the organization as ‘focused’ or
‘vigilant,” as far as the peripheral vision gap was concerned. While the fit indices of
Normed Chi-square (1.7) and RMSEA (0.07) indicated a good to acceptable fit,
AGFI, RMR and NFI did not indicate even an acceptable fit. The fit indices of CFI,
AIC, and CAIC too did not strongly support a good fit. The path coefficient of
peripheral vision capacity-managerial attitude to the astute leadership was observed to
be (0.52) with a very strong significance. The astute leadership depicted a negative
coefficient (-0.59) with strong significance, with the organizational disengaged
identification. This is evident in a group that is aligned in its perception. The
peripheral vision need-regulatory influences too exhibited a coefficient of (0.51) with
strong significance. While astute leadership showed a path coefficient of (0.27) with

positive identification, peripheral vision need-environmental dynamics showed a path
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coefficient of (0.35). However both these associations were moderate to strongly

significant.

6.7.3 Misaligned Group Evaluation

This group consisted of sample that perceived the organization as ‘vulnerable’ or
‘neurotic’ with a mismatched peripheral vision need and capacity, as far as the
peripheral vision gap was concerned. While the fit indices of Normed Chi-square
(1.99) and RMSEA (0.10) indicated a poor fit, AGFI, RMR, NFI, CFI, AIC, and
CAIC did not support even an acceptable fit. The path coefficient of peripheral vision
capacity-managerial attitude to the astute leadership was observed to be (1.47) with a
very strong significance. The astute leadership depicted a negative coefficient (-0.42)
with very strong significance, with the organizational disengaged identification. This
is again evident in a group that is united in its perception on misalignment. The
peripheral vision need-regulatory influences too exhibited a coefficient of (0.30) with
moderate significance. While astute leadership did not show any significant path
coefficient with positive identification, the same phenomenon was observed with the

peripheral vision need-environmental dynamics with the positive identification.

6.7.4 Large Project Group evaluation:

This group consisted of sample that belonged to a single project under a single middle
management leadership. The objective of evaluating this group was primarily to
assess, if the responses were influenced by the group level leadership as no other
grouping, by statistically significant size, could be identified for evaluating this

aspect. While the fit indices of Normed Chi-square (1.87) and RMSEA (0.09)
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indicated a poor fit, AGFI, RMR, NFI, CFI, AIC, and CAIC did not support even an
acceptable fit. The path coefficient of peripheral vision capacity-managerial attitude
to the astute leadership was observed to be (0.51) with a strong significance. The
astute leadership depicted a negative coefficient (-0.71) with very strong significance,
with the organizational disengaged identification. The peripheral vision need-
regulatory influences too exhibited a coefficient of (0.82) with strong significance.
While astute leadership did not show any significant path coefficient with positive
identification, the peripheral vision need-environmental dynamics showed a path
coefficient of (0.35) with the positive identification, with a moderate significance.
These coefficients and the indices thus establish that the responses were not
influenced by the middle level leadership and even if it did in some parts, they were

not significant enough to influence the overall outcome.

6.7.5 Small Project Groups Sample Evaluation

This group consisted of the responses that belonged to nine different groups, with nine
middle level leadership interventions. The expectation was that these groups would
behave in a similar fashion to the comprehensive group, except for the size of the
sample, on a theoretical basis. While the fit indices of Normed Chi-square (1.74) and
RMSEA (0.07) indicated a good to acceptable fit, AGFI, RMR, and NFI did not
indicate even an acceptable fit. The fit indices of CFI, AIC, and CAIC too did not
strongly support a good fit or even an acceptable fit. The path coefficients of
peripheral vision capacity-managerial attitude to the astute leadership were observed
to be (0.86) with a very strong significance. The astute leadership depicted a negative

coefficient of (-0.50) with very strong significance, with the organizational
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disengaged identification. The peripheral vision need-regulatory influences exhibited
no significant relationship. While astute leadership showed a path coefficient of (0.26)
with positive identification of strong significance, peripheral vision need-
environmental dynamics showed a path coefficient of (0.31) with weak significance.
The indices and standard coefficients had a similarity to the whole group, as

theoretically anticipated.

Based on the above fit indices and the path coefficients, the model was redesigned to
make it more parsimonious and to retain associations that exhibited a reasonably
strong relationship of significance. This model is evaluated and the results are

discussed below for the fit indices and coefficients.

6.8 Parsimonious Model

The parsimonious model, which was derived out of the previous evaluation exercise,
is given as below in Figure 6(12). Like the earlier Comprehensive Model, this model
too was tested on all the five sample groups and the results discussed against the

backdrop of theory.
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Figure 6(12) — Parsimonious Model
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6.8.1 Full Sample Evaluation

While an overall view of the indices indicated considerable improvement of the
fitness and strength of association, it still could not qualify to be called ‘strong’ or
‘perfect’ fit. The Normed Chi-square (1.97) and RMSEA of (0.06) do indicate a ‘good
fit,” the AGFI, RMR, NFI, and CFI showed substantial improvement towards an
acceptable level of fit. The AIC and CAIC too indicated a good fit. Hence, overall, the

group population exhibited a good to acceptable fit model.

When the path coefficients were evaluated, we observed that there are three key paths:
peripheral vision-managerial attitude towards the periphery with astute leadership,
astute leadership with disengaged identification, and positive identification. While
PVC-MA indicated a coefficient of (0.78) with astute leadership, the astute leadership

itself indicated a coefficient of (0.27) with positive identification, both with a very
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strong significance. Again the astute leadership exhibited a path coefficient of (-0.55)
with disengaged identification with very strong significance. Overall, this model
exhibited a reasonably good fit, strong association with very strong significance. This
strongly supported the theory that astute leadership always reinforces positive
identification and discourages disengaged identification traits. Similarly the
managerial attitude towards the periphery, which is an indicator of one of the key

peripheral vision capacity factors, is seen as a strong antecedent of astute leadership.

6.8.2 Aligned Group Evaluation

This group exhibits considerably matching relationship as the one exhibited by the
full group. Theoretically this can be expected, as this group perceives the organization
to be aligned in its peripheral vision gap aspect. Overall view of the indices indicated
considerable improvement of the fitness and strength of association. The Normed Chi-
square (1.69) and RMSEA of (0.07) do indicate a ‘good fit,” the AGFI, RMR, NFI,
and CFI showed substantial improvement towards acceptable fit. The AIC and CAIC

do indicate good fit. This group too exhibited a good to acceptable fit model.

When the path coefficients are evaluated, they showed a remarkable resemblance to
the full group, with weightages that were indicative of their aligned perception. While
PVC-MA indicated a coefficient of (0.51) with astute leadership, the astute leadership
itself indicated a coefficient of 0.41 with positive identification, both with a very
strong significance. Again the astute leadership exhibited a path coefficient of (-0.53)
with disengaged identification with very strong significance. Overall for this group,
this model exhibited a reasonably good fit and strong association of very strong

significance. This once again strongly supported the theory that astute leadership
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always reinforces positive identification and discourages disengaged identification
traits. Similarly the managerial attitude towards the periphery, which is an indicator of

one key peripheral vision capacity factor, is a strong antecedent of astute leadership.

6.8.3 Misaligned Group Evaluation

This group exhibited relationships which are in line with its perception of the
peripheral vision gap of the organization. The strengths of the fit indices are not very
strong, even to support an acceptable fit, which clearly brought out the misaligned
nature of the group. The Normed Chi-square (1.73) and RMSEA of (0.09) do indicate
an ‘acceptable’ fit, the AGFI, RMR, NFI, and CFI showed poor fits. The AIC and
CAIC do indicate an acceptable fit. This group exhibited a poor fit of the model which
supported the theory that as this group perceives the organization to be of having

misaligned peripheral vision gap, so the poor fit of the model was expected.

When the path coefficients were evaluated, they too showed a mild resemblance to the
full group, with different weightages and significance indicative of their misaligned
perception. While PVC-MA indicated a coefficient of (1.58) with astute leadership,
strongly significant, the astute leadership itself indicated absence of relationship with
positive identification. Again the astute leadership exhibited a path coefficient of (-
0.47) with disengaged identification with very strong significance. Overall for this
group, this model exhibited a fit that is in line with their misaligned perception of the

organizational peripheral vision gap.
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6.8.4 Large Project Group Evaluation

This group exhibited relationships that are similar to the misaligned group. The
strengths of the fit indices were not very strong, even to support an acceptable fit.
While this could probably be attributed to the impact and influence of middle level
management on the group, the strengths do not completely support this conclusion.
Therefore it could be safely presumed that the group level leadership has not
significantly impacted the overall perception of the knowledge workforce to the
extent of projecting a contradictory indication. The Normed Chi-square (1.76) and
RMSEA of (0.09) do indicate an ‘acceptable’, the AGFI, RMR, NFI, and CFI showed
poor fit. The AIC and CAIC indicated an acceptable fit. This group exhibited a poor
fit of the model which supported the fact that the group level middle management had
not been able to influence the perception, in any significant way. The path
coefficients, when evaluated, to show a mild resemblance to the misaligned group,
with different weightages and significance, indicative of their homogenous grouped
perception. While PVC-MA indicated a coefficient of (0.58) with astute leadership,
strongly significant, the astute leadership itself indicated absence of significant
association with positive identification. Again the astute leadership exhibited a path
coefficient of (-0.65) with disengaged identification with very strong significance.
Overall, for this group, associated with a middle level management, did not exhibit a

fit that could be termed as good or even fairly acceptable.

6.8.5 Small Project Groups Evaluation

This group exhibited considerably matching relationship as the one exhibited by the

full group. Theoretically, this could be expected, as this group composed of people
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from nine different groups associated with project teams under a middle level
leadership, perceived the organization differently from their group influenced
perception. Overall view of the indices indicates striking similarity to the full group,
which is theoretically expected. The Normed Chi-square (1.71) and RMSEA of (0.07)
indicated a fairly ‘acceptable fit,” the AGFI, RMR, NFI, and CFI showed substantial
improvement towards acceptable fit. The AIC and CAIC do indicate good fit. This

group exhibited a good to acceptable fit model.

When the path coefficients were evaluated, they showed a remarkable resemblance to
the full group, with weightages that were indicative of their aligned perception. While
PVC-MA indicated a coefficient of (0.87) with astute leadership with very strong
significance, the astute leadership itself indicated a coefficient of (0.21) with positive
identification, with a strong significance. Again the astute leadership exhibited a path
coefficient of (-0.48) with disengaged identification with very strong significance.
Overall for this group, this model exhibited a reasonably good fit and strong
association with very strong significance. This group, which could be considered as a
smaller version of full population, once again strongly reinforced the theory that
astute leadership always reinforces positive identification and discourages disengaged
identification. Similarly the managerial attitude towards the periphery, which is an
indicator of one key peripheral vision capacity factor, is a strong antecedent of astute

leadership.

With the parsimonious model exhibiting an acceptable to good fit, closely supported

by the theory, it was further broken down to two sub-models A and B as shown in
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Figures 6(13) and 6(14), respectively, in order to explore the possible reasons behind

some of the contradictions observed.

6.9 Discrete Model

The parsimonious model was evaluated in two parts as described above,
independently on all the five groups to evaluate any interesting observations about the

population.

Figure 6(13) — Discrete Model - A
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6.9.1 Full Sample Evaluation

While Model A did exhibit a good to acceptable fit, the path coefficient of peripheral
vision-managerial attitudes periphery to astute leadership was observed to be (0.78)
with very strong significance. The Normed Chi-square index was observed to be
(2.05) and the RMSEA was (0.07), indicating an acceptable fit. While the AGFI,
RMR, NFI, and CFI indicated improved indices towards acceptable fit, AIC and
CAIC indicated a good fit. However when Model B was evaluated, it exhibited a very
strong significant negative association of astute leadership with disengaged
identification (-0.54) and a strong significant association of astute leadership with
positive identification (0.27). The fit indices were not much different from Model A.
Overall, for the full group, Model A showed a stronger validity when compared to the
Model B. The discrete models did not show any dilution from the overall
parsimonious model fit, nor did it exhibit any significant improvement of the model

fit, and remained more or less neutral.

6.9.2 Aligned Group evaluation:

While Models A and B did exhibit a similar good to acceptable fit, the path
coefficient like the full group, the strength of significance of astute leadership in the
positive identification was very strong unlike the full group where it was just strong.
This is amply supported by the theory that owing to its perception of the organization
as one with an aligned peripheral vision they are bound to strongly signify a positive
identification. The peripheral vision-managerial attitudes periphery to astute
leadership was observed to be (0.51) with very strong significance. The Normed Chi-

square index was observed to be (1.90) and the RMSEA was (0.08), indicating an
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acceptable fit. While the AGFI, RMR, NFI, and CFI indicate improved indices
towards acceptable fit, AIC and CAIC indicated a good fit. However when Model B
was evaluated, it also exhibited a very strong significant negative association of astute
leadership with disengaged identification (-0.51) and a very strong significant
association of astute leadership with positive identification (0.42). The fit indices
were comparable to the model A. Overall in this group too, model A showed a
stronger validity when compared to the model B. The discrete models once did not
show any dilution from the overall parsimonious model fit, nor did it exhibit any

significant improvement of the model fit, for the aligned group.

6.9.3 Misaligned Group Evaluation

This group exhibited fitness that was not very strong as the groups discussed so far.
While the direction of the association was same, the strength and significance were
varying. Both Models A and B showed a poor fit. However the path coefficients of
PCV-MA was observed to be (1.59) strongly significant and the coefficients of astute
leadership to disengaged identification was (-0.48) with very strong significance. The
astute leadership did not show a significant association with the positive
identification, as theoretically expected, keeping the profile of the group in the

background.

6.9.4 Large Project Group Evaluation

This group was made of responses coming from people under a single middle
management leadership. They exhibited fitness that was not very strong as the groups

discussed so far. They exhibited association, much closer to the misaligned group,
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however the weights of coefficients, direction, and the level of significance were
similar. This clearly indicated that the middle level leadership did not have a
significant impact on the responses. Both Models A and B showed a poor fit. But the
path coefficients of PCV-MA was observed to be (0.53), strongly significant and the
coefficients of astute leadership to disengaged identification was (-0.65) with very
strong significance. The astute leadership did not show any significant association
with the positive identification. This could probably be attributable to the group

impact.

6.9.5 Small Project Groups Evaluation

This group comprised of responses from nine different project groupings, exhibited
indices and coefficients, similar to that of the full group. While model A did exhibit a
good to acceptable fit, the path coefficient of peripheral vision-managerial attitudes
periphery to astute leadership was observed to be (0.87) with very strong significance.
The Normed Chi-square index was observed to be (1.35) and the RMSEA was (0.05),
indicating a good fit. While the AGFI, RMR, NFI, and CFI indicated considerably
improved indices towards acceptable fit, AIC and CAIC also indicated a good fit.
However when Model B was evaluated, it exhibited a very strong significant negative
association of astute leadership with disengaged identification (-0.47) and a strong
significant association of astute leadership with positive identification (0.28). The fit
indices were not much different from Model A, but exhibited a relatively weaker
fitness. Overall, for this group of small projects, Model A showed a stronger validity,

when compared to Model B. In this group too, the discrete models did not show any
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dilution from the overall parsimonious model fit, nor did it exhibit any significant

improvement of the model fit.

From the above discussion, it could be reasonably averred that the best fitting model
with a strong theoretical support was the parsimonious model, though some fit indices
were not strong enough to be termed good. While we could explain this from the
theoretical perspective, some of plausible reasons from the sample and its nature,

could be associated with these unsupportive fitness are noted as below:

e Though the survey was planned to be carried out on a larger sample with multiple
groups, the effective responses obtained did not adequately support group-wise
analysis, while the respondents could have participated with varying degree of
contextual reference. The non-uniform composition of the participant groups
could have impacted the effectiveness of the statistical inference. This could have
brought in perceptional differences and reflected in the responses.

e  While the survey measurement items were created with minimum ambiguity,
some amount of ambiguity could have been introduced due to the leadership
aspects at the group levels. Since the statistical evaluation could not be done
group wise due to inadequate sample responses, and the analysis was done with
the complete group that was non-uniform. It could have adversely impacted the
strength of statistical inference. While the evaluation of the large project group
indicated that the role played by the middle management on the perception was
minimum and not significant, they still existed and could have impacted the

overall result, statistically at critical estimates. This presumption can be verified,
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if the research could be carried out on a larger sample of multiple groups of
larger sizes. This actually opens up a wider scope for research, in this area.

e The possibility of the respondents responding at different time frames in a span of
60 days too could have introduced some error factors, associated with their mood
swings, psychological status, and mental framework, thereby impacting the
inference through statistical support. This is more prominently observed in
knowledge workers, especially in the information technology industry that is

known to be stress prone by various research studies.
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CHAPTER 7

CONCLUSIONS

This chapter discusses the various conclusions that are drawn based on the data
analysis and discussion of the study results as explained in the previous chapters.
Towards the end, the conclusion briefly explains the outcomes that are relevant for the

corporate management.

Though focused vision is essential to accomplish a task or for that matter any activity
that requires concentration in the current technologically driven business scenario, it
is not the only aspect that ensures success. While focused vision does help an
organization to concentrate on its objective, it is the peripheral vision or the
‘awareness’ of what is happening around helps it to keep off the dangers (Day &
Schoemaker, 2004). Therefore, not recognizing the peripheral vision need of one’s
business and not aligning the resources to address the same is a sure recipe for

disaster.

In the current businesses that are predominantly run by knowledge workers,
traditional ways of managing them are seldom effective. Responsibility cannot be
purchased, and satisfaction is vague as far as knowledge workers are concerned
(Drucker, 1954). Knowledge workers can coordinate their work efficiently, when they
are empowered and provided with information on organizational objectives and
business environment (Frederickson, et al., 2004). Knowledge workers constitute over
two-fifths of total workforce, and it is ever increasing (Drucker, 2006). The critical

role of leadership in such an environment can hardly be overemphasized. Thamhain
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(2003) in his study has tried to identify specific barriers and drivers for innovative
team performance and provide an insight into the kind of organizational environment

and leadership styles conducive to effective R&D team performance.

For an enterprise to sustain growth in the technology driven world today, the
identification pattern of employees with the organization is of foremost concern. The
right kind of identification ensures the best contribution from each employee,
ascertaining business sustenance. However, the right organizational identification is
not something that just occurs on its own. They get cultivated over the experiences of
the knowledge workforce. Organizational identification has also been argued to help

foster a sense of meaning, belonging, and control at work (Ashforth, 2001).

A positive identification has to be nurtured and cultivated. When it comes to

knowledge workers, the task becomes even more complex and confounding.

In light of the above brief observation, this study has attempted to get an insight into
the relationships, these constructs shares, in a knowledge industry. While each of
these aspects is individually important and has been studied in depth, they have not
been studied together. This study has tried to explore the relationships in combination.
This study used a survey among the knowledge workers of an Indian conglomerate, in
their information technology business. Though the purpose of the survey was to
collect as much data as possible with a wide variety of groups in order to keep the
scope of study wider, only 244 samples could be obtained from one business unit with
ten groups. Though the participants belonged to one large business unit under the
leadership of one individual, they however constituted ten different groups unified

under ten middle level leaders. As the responses from the group were skewed, the
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study could not be extended beyond the composite sample. However based on the

perceptions, two groups were created and the models were evaluated within these

groups.

The survey was designed such that no missing data were generated and hence all the
244 data points were complete. Yet most of the demographic details were observed to

be incoherent, making them not usable for the study.

The study resulted in creation of nine new latent variables, post an EFA with Varimax
rotation. These variables were factor scored and studied in depth to derive meaning
out of the relationship. While relationships were proposed for evaluation based on the
available literature and theory; nevertheless, it was ensured at every stage that
statistical aspects do not drive the inference. The data was statistically evaluated for
descriptive and correlation studies. The variables were regressed to study the weight
and strength of the independent variables. The data was also evaluated with SEM and
path diagrams. The multiple exploratory evaluations eventually resulted in the
conceptualization of a Comprehensive Model which was further evaluated. This
evaluation led to conceptualization of a parsimonious model that was found to exhibit
a good to acceptable fit from the SEM and the coefficients exhibited sound

association with a very strong level of significance.

Based on the results and its discussion, following are the three key conclusions that

could be made:

(1) As far as the knowledge workers are concerned, there is enough reason to

believe from our study that , the managerial attitude towards periphery of the
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perceived peripheral vision capacity of an organization and the astute
leadership are very strongly associated, at a very strong level of significance.
Despite the statistical orientation, it is not possible to claim that the former
causes the latter based on the study with this available data; There is enough
reason to strongly believe that it could be so and needs further longitudinal
research.

(2) This study also reinforces the theoretical fact that the astute leadership
strongly influences the positive identification and negatively associates with
disengaged identification traits, with a very strong level of significance. This
is supported by the observed acceptable to good fit of the structure equation
model.

(3) The organizational identification pattern of a knowledge worker in an
organization is strongly influenced and impacted by his perception of the
peripheral vision capacity of the organization, more specifically its attitude
towards the periphery and the astute leadership of the organization. While the
current study does support this conclusion based on a single industry and the
homogenous business group, a multiple industry study on a larger sample with
multiple business groups could reinforce this conclusion with greater validity.

(4) The measuring instrument that has emerged in the course of various analyses
of this data set is observed to be an effective, reliable, and strong tool to carry
out further research on these constructs in this direction.

Our study suggests that while traditional workers are task oriented, knowledge
workers are more objective oriented. The impact of the organizational peripheral

vision and the perceived gap between need and capacity on the perceived leadership
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styles, and the organizational identification ethos are closely associated and are
mutually influencing. Khoury (2005), with a purpose to explore the relationship
between leadership effectiveness and character using leader-managers of knowledge
workers as the subject sample, has focused her work on the personal characteristics of
leaders like honesty, uprightness, and technical competence rather than their impact
on the effectiveness of the knowledge workers. The association of managerial
attitudes towards the periphery to the astute leadership is significantly strong and
likely to be causative. The study also indicates a strong likely causative association of
astute leadership with the organizational identification pattern of the knowledge

workers.

It is evident from the this study that, when an organization is perceived to be good in
recognizing its peripheral vision needs and align its resources to meet the same, its
leadership is perceived to be astute and competent, which further encourages a
positive identification of the knowledge workforce with the organization and
negatively influences its disengaged identification traits. Therefore, a well-formulated
policy by the corporate management works towards ensuring proper systems to
recognize the peripheral vision needs of its business. When the organization
communicates and shares its relevance and importance with the knowledge employee,
along with demonstrating its ability to align its resource in meeting these needs,
ensures that the organization is perceived to be led by astute leaders. Thus, ensuring
positive identification by the knowledge workers that goes to improve the morale
levels andkeep the employee turnover and attrition low, thereby ensuring business

sustenance and consequential healthy growth.
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CHAPTER 8

IMPLICATIONS AND SPECIFIC CONTRIBUTIONS

This chapter has two parts. The first part explains the implication of the study results
for the management and the second part deals with the specific contributions made by

this study to the management knowledge domain.

8.1 Implications

The implications of this study are based on the statistical evaluation of the survey
responses, in the background of the theoretical basis for the studies. The primary
objective of this study was to identify the relationships between the constructs of the
peripheral vision need and capacity of an organization, along with the construct of
Bolman & Deal’s leadership orientation and its consequent impact on the
organizational identification pattern of the employees, specifically the knowledge

workers.

In the current business scenario, managers are faced with the challenge of running a
business that is increasingly dependent on the knowledge workers. Knowledge
workers constitute over two-fifths of total work force, and it is ever increasing
Drucker (2006). The businesses are increasingly becoming interdependent and the
knowledge workers are expected to coordinate their work and deliver performance.
According to Frederickson, et al. (2004), knowledge workers can coordinate their
work efficiently and effectively, when they are furnished with the information about
the organization, business environment they operate, and the management

thoughtprocess on key issues. While traditional motivational techniques are not found
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to be effective newer ways of retaining talent and reducing attrition have become the
key result area for the corporate management. These challenges will be increasing in

the days to come while the work culture continues to undergo a paradigm shift.

Hence, in that context, this study contributes to understanding some of these critical

aspects of retention and motivation of knowledge workforce.

While the need of peripheral vision for an organization driven by knowledge
workforce can hardly be overemphasized, understanding the key attributes of
peripheral vision ethos, as perceived by the knowledge workforce, could go a long

way in helping the corporate to design their human resource strategy.

The finding, that the managerial attitude towards the periphery by the senior
management is perceived to be an important antecedent of the astute leadership. It can
aid in prioritizing the organizational resources towards improving the same.
Consequence of a positive perception of astute leadership leads to a positive
organizational identification by the knowledge workforce, although it also impacts the
disengaged identification patterns negatively. This could effectively lead to
implementation of human resource policies and procedures, which leads to the

demonstration of astute leadership traits.

Attrition continues to haunt every human resource manager in the knowledge
industry. This issue could be effectively managed by understanding the behavioral
pattern of the knowledge workforce, their expectations from the senior leadership, and

knowledge sharing culture. The study reinforces this statistically and helps in
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improving the understanding of the knowledge workforce by the corporate leadership

more fully.

The study results also reveal the lesser effect of aspects like resource management and
data management by the corporate leadership on the perceived astute leadership. It
also depicts that the peripheral vision need, an attribute outside the control of the
organization and its resources, is not seriously impacting the leadership perception
and identification patterns of knowledge workforce. The regulatory influences of the
peripheral vision need of an organization had some detrimental effect on the positive
identification. Our study clarifies that they are not so significant to impact the
perception of the knowledge workforce on the astute leadership. This proves our point
that objective oriented knowledge workforce is different in its thinking and attitudes

from the task oriented traditional workforce.

To simply put it in our earlier stated example of navigating the ship, the knowledge
workforce is not significantly impacted by “conditions of the sea,” but are more
influenced and impacted by the astute leadership’s capability to “navigate the ship”

through the prevailing “conditions of the sea.”

While the study could not effectively bring about the impact of demographic
attributes of the knowledge workforce, like gender, marital status, educational levels,
experience, and their educational association to elite institutions, we strongly opine
that these could be influencing their perception significantly, with strong theoretical
reasons to support. Further study on a substantially larger group across businesses

could lead to substantiation of these presumptions.
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8.2 Specific Contribution

In our effort to understand the relationships among the constructs of peripheral vision
need and capacity, Bolman & Deal’s leadership orientation and organizational
identification, this study makes the following modest contributions to the existing

body of management literature.

The study has resulted in the generation of new attributes under each of these
constructs with very strong association. The attributes of peripheral vision need in
terms of environmental dynamics, business dynamics, and regulatory influences can
play a key role in studying various corporate issues. The attributes of peripheral vision
capacity in terms of business clairvoyance, resource and data management capacity,
and managerial attitudes towards periphery brings in a fresh and renewed perspective
of the peripheral vision capacity of an organization, relevant to its current business

scenario.

The leadership dimension measured and nomenclated as ‘Astute Leadership’ brings in
a completely new leadership variable that is relevant to knowledge workforce
management, leadership, and motivational studies. With a strong measurement
instrument, this variable, is a key contribution to the body of management domain and

could be helpful in studying one of the key dimensions of leadership.

The new factors of the organizational identification pattern, namely the disengaged
identification and positive identification, is an emergent mode consequent to the
applicability of the convergence model of organizational identification (Sluss &

Ashforth, 2008). The new elements of the organizational identification as disengaged
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identification and positive identification are an offshoot of the expanded model of the

organizational identification by Kreiner and Ashforth (2004).

The study has established the strong association of managerial attitudes towards
periphery as an important peripheral vision capacity antecedent for the astute
leadership. This brings in a fresh perspective of the knowledge workforce and how
they look at this aspect of peripheral vision capacity over the rest. This clearly brings

in a direction and prioritization for the management leadership to focus.

The study has also established the existence of a strong relationship between the
astute leadership and its positive impact on the positive identification by the
knowledge workforce, and also its negative influence on the disengaged identification

traits as exhibited by the knowledge workforce.

Another key contribution of our study is the establishment of an effective
measurement instrument to measure the attributes of (a) peripheral vision need;
environmental dynamics, business dynamics, and regulatory influences, (b) astute
leadership, and (c) organizational disengaged identification and positive
organizational identification. These tools, that emerged while the study was being
carried out, are found to be highly reliable, consistent, and effective, as a
measurement instrument just based on a single study. Emanating from this study
further extensive study using this instrument could go a long way in proving the

utility of this specific contribution.

Another key contribution of this study is the reduced impact or influence of other

aspects of peripheral vision need and capacity, that are apparently appearing to be
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critical; but actually are not so, as shown by the perceptional response of knowledge
workforce. This once again helps in the prioritization of the application of managerial
resources in improving the astute leadership skills for managing the knowledge-driven

businesses.
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CHAPTER 9

LIMITATIONS AND FUTURE RESEARCH SCOPE

This chapter is divided into two parts. The first part discusses the key limitations to
this study while the second part discusses the scope for future research based on the

concluded study.

9.1 Limitations

Like every social research study, this study too has certain limitations, which need to
be considered while generalizing and interpreting the outcomes or results. These

limitations have been explained below:

Though the objective of the study was to carry out the survey on a much larger group
of knowledge workforce, in multiple organizations and multiple businesses, the
survey could not be done due to constraints in getting organizational participation,
time, and resource in administering a large survey, compounded by the usual
difficulties, like poor response rate, poor participation, etc., associated with any

survey attempting to collect primary data.

This study has been done on a single Indian conglomerate and in one of its business
units. Hence extending the outcome beyond a point is too far fetched to be
generalized. So a generic claim of the outcome on the entire knowledge workforce

cannot be concluded based on these outcomes.

The knowledge industry studied here in this survey was pertaining to information

technology (IT). While it could be claimed that a knowledge industry is a knowledge
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industry as far as the soft skills of knowledge workforce are concerned, despite the
nature of technology or business, there is not enough data or studies to prove this.
Though theoretically it could be claimed that the knowledge workforce has
comparable behavioral patterns across the industry, as far as identification and
leadership perceptions are concerned, it cannot be assured with certainty that these
patterns are same, in light of various other organizational, political, geographical, and
social factors, which could also be influencing the behavior. To that extent, this study
results confines itself to an Indian, IT industry, from the southern part of the country,

under single senior leadership.

Another limitation of this study is the error factor that could have crept in due to the
fact that this study was kept open for response for over 60 days, wherein it cannot be
assured that the thought process and mood of the respondents could not have been
influenced either way, due to their ongoing experience in the organization. While this
could have been considerably reduced and factored in, in a face-to-face paper survey
done in a single session, the mere logistics of this exercise and the apprehension from
the industry made it impossible for this format of the survey, and we had to absorb

error factor in our study.

Yet another limitation of this study is that the entire response came from one business
unit of this organization and the same cannot be representative of, neither the
organization nor the industry. So extending the outcomes on any of these lines, based

solely on this study, is not sustainable.

According to Bozionelos (2003), path analysis models with more than ten variables

are difficult to analyze and interpret, and this study had nine variables, post EFA.
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However, it still cannot be conclusively presumed that the path analysis and its
interpretation would have been easy, sound, and strong. Hence the outcome of this
study could be treated more as indicative in nature and hence would require further

validation through longitudinal studies.

9.2 Future Research Directions and Scope

These study outcomes suggest several opportunities and scope for future research in
the managerial and theoretical arena. Suggestions for future research in this chapter
are however not limited to whatever has been indicated here but could be extended

much beyond what is stated here.

While the peripheral vision need aspects of environmental dynamics, business
dynamics and regulatory influences do not exhibit any significant association with the
leadership orientation; nevertheless, they do form a fertile ground for future research
in the area of peripheral vision as a construct. In the same light, peripheral vision
capacity as a construct with managerial attitudes towards the periphery, business
clairvoyance, and resource and data management capability can be studied as key

organizational factors.

The scale that has been developed for measuring these variables is observed to be of
high reliability and internal consistency from the social research statistical standards
(Tripathi, 2008) and could be of immense use in further research studies. These
instruments, therefore, could be put to use independently for studying any of these
constructs in the management or social research. They also leave further scope for

improvement of these scales to suit various other research studies.
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This study is done in a single industry, in a single organization, in a single
geographical location, in one country. Same study with multiple organizations,
multiple business units, and multiple geographical and national variants, offers a very

large scope for future research to enrich the management domain substantially.

Since the constructs of peripheral vision and Bolman & Deal’s leadership orientation
are fairly recent, as noted from the literature study, this study could be considered just
a beginning towards a much larger and deeper research initiative in studying the

behavioral aspects of the knowledge workforce.

We feel that our study has raised more research questions, than it has tried to answer,
thereby opening up a wide scope for future research in the important domain of
leadership, behavioral studies of knowledge workforce in technology driven

businesses of today.
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APPENDIX I — Research Survey Questionnaire for pilot study

Birla Institute of Technology & Science PILANI (RAJ])

(Study of the work environment of knowledge based workforce)
PERSONAL INFORMATION

Gender: Male /

Ager Female Marital Status: Single / Married
Spouse's Occupation: Working / Home maker
Family type: Joint / Nuclear
Highest Qualification:
L Graduation L Doctorate
U Post Graduation Ll Others: CA etc..
Institution of highest qualification: =~ ccceceecceiieennn,
Educational background: Region Language
Schooling: Rural / Urban  English / Vernacular
College: Rural / Urban  English / Vernacular

Size and nature of business unit that is referenced for this survey:
(approximate number of people in this

[0 Part of core business . .
business unit)

O Supportservice

Nature of your Organization

0 Domestic company [0 Domestic transnational corporation

0 Multinational corporation O Govt. establishment

Work Experience:

Current organization:  ............. (in months)
All previous

organizations: = ... (in months)

Your Line of Business is called as:

Department Affiliation:
Ll Research and Development Ll Human Resource
L Product/Process Development U Manufacturing and Operations
L Marketing Ll Others (pls mention)
Ll Finance




219

Mention briefly about nature of your work in just two lines:

Current Designation Level: Levels from Business Unit Head (1 if you report to the BU Head)
O O 3

O 2 O 4 and above

Do you wish to receive the Executive Summary of this research outcome. ~ Yes/No

Birla Institute of Technology & Science PILANI (RAJ)

(Study of the work environment of knowledge based workforce)
‘While responding to the below questionnaire kindly remember that there are no right answers or
wrong answers. Hence please answer the questions as frankly as possible to your best of the ability.
Please do not give a response that makes you / your management "look good" or that makes the
response "socially acceptable" one or based on what you think your management / BITS want you
to say. This will defeat the very purpose and the spirit of the research exercise. kindly note that
this survey has three parts and ensure that all three parts are responded to.
PART A: Using the following scale, please circle the number for each item that comes
closest to reflecting your opinion about the strategic eye of your organization as a
composite unit, as perceived by you in your current role. Kindly read the description in
the extremes to clearly understand the direction of response.

Kindly use the following scale:
1 2 3 Column Column
4 5 6 X Y
(100% X, 0%Y) (80%X,20%Y) (60%X,40%Y) (40% | %ofX | 10| 8| 6| 4|2 0 <4 %
X,60%Y) (20%X,80%Y) (0% X, 100% Y) » | 0|0|0|0|0 of X
1
% of Y 0 2| 4|68 0 <4 %
4 oyo|0|0 0 of Y
Few May
easily :::zlpetl
‘ entif
1. Industry/Business structure R L (218|456 | fom
. unexpe
Competl cted
tors sources
. . L
2. Channel structure-meaning the modality |, . B
of reaching your product/services to the and 1 |2(3|4|5|6 |comple
direct X
customer/end user. channel
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mix

Fixed Fuzzy
boundar bounda
3. Market structure-refers to the way your ies and ries "‘“I‘d
. . comple
product/services are segmented. simple x
segment
: segmen
ation R
tation
Many
. . conver;
4. Enabling technologies-refers to the Few and e
1 . d b f h 1 . mature ( g 1
complexity and number of technologies (simple Xcomp e
directly impacting the business. systems) ystems
)
Many
5. Government regulations (Central; State Minimal Z’}rlangin
tabl
etC.) or stable g
rapidly
Closely
watche
d but
. o e e . . . Largel media
6. Public visibility of industry in / by media | > 5"
1gn01’e or
special
interest
groups
Low: ng}.l:.
sensitiv
X largely
7. Dependence on government funding and | indepen ¢ t{’_t_
L politics
political access dent of and
govern .
funding
ment .
climate
Low: High:
domesti affected
c by
8. Dependence on global economy focused global
and conditi
isolated ons
9. Number of surprises by high impact events N Three
one
in the past three years or more
Low:
High: Actual
small differ
10. Accuracy of past forecasts deviatio greatly
ns from from
actual forecast
S
Slow f;gld
11. Market growth pattern and nstabl
stable .
Have Have
.« . decrease increas
12. Growth opportunities d od
dramati dramati
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cally in cally in
the past the past
three three
years years
13. Speed and direction of technological Predicta Unpred
change ble ictable
14. Behavior of key competitors, suppliers Very Highly
predicta unpredi
and partners ble ctable
o
15. Posture of key rivals mentalit (aggress
v ive)
Low Hig}_lt_
sensitivi _SenSI v
ity to
tyto price
price
changes; changes
16. Susceptibility to macroeconomic forces curtencl urrenc
business 168 .
cycles; busines
tariffs s cycles;
N tariffs
ete. etc.
17. Dependence on financial markets Low High
18. Customer and channel power refers to the
level of influence they can have on your Low High
business.
Column Column
X Y
High:
Good
chances
Low: of
. X X Mostly major
19. Sensitivity to social changes (fashion, gradual disrupti
values etc) change ons &
from the changes
past in
busines
S
models
High:
Low: Several
FZ::' signific
surprises :)Etsines
precte s shocks
n;ostl are
20.Potential for major disruptions thin gsy expecte
we can d’_
handle without
over lo<ur .
next five nov&fln
vears g which

in
particul
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ar

21. Importance of periphery in business Low High
leader's agenda priority priority
Emphasi Emphas
s on is on
short long
22. Time horizon overall term term
(two (five
years or years or
less) more)
Active
Limited and
X X X and curious
23. Attitude towards the periphery in the myopic (active
organization (few mining
people of
care) periphe
ry)
Very
willing
to test
24. Willingness to test and challenge the Mostly key
X i defensiv premise
basic assumptions e sor
widely
held
views
25. Experience with uncertainty reducing Limited Extensi
1mite
strategies (i.e. real options) ve
26. Use of scenario thinking to guide strategy N Freque
ever
process o
27. Number of alliance partners Few Many
Rigid Flexible
calendar ;i’siselrlise_
28. Flexibility of strategy process driven, d
budgeti
n process
g es
29. Resources devoted to scanning the Negligib Extensi
periphery le ve
Poorly System
30. Integration of customer and competitor and atically
inf . . fu hnol latf sporadic and
information into future technology platform | - fully
and new product development plans integrat integrat
ed ed
Poor;
limited E:celle
31. Quality of data about events and trends at °°"e§""g broad
e an
penphery of[en Coverag
eand
out-of- .
timely

date,
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Relativ
Difficult ely
: limited easy:
32. Access to data across organizational awarene wide
i ss of awaren
boundaries what is ess of
availabl what is
e availabl
e.

33. Use of data base for existing business Limited iteml
State-
of-the-

34. Technologies for posing queries to Old and art

difficult inquiri

database touse ng

systems
Respon
sibility
is
clearly

No one assigne

35. Accountability on sensing and action on | i dto

weak signals responsi project

ble teams
or
dedicat
ed
groups.
Extensi
36. Early warnin t d d None ve and
. y g systems and procedures effectiv
e
Top
manage
ment
37. Incentives to encourage and reward wider recogni
None tion
vision and
direct
rewards
Closed: C.)pen:.

38. Readiness to listen to reports from scouts | iistening listenin

from periphery discoura encoura

ged ged

39. Willingness of customer-contact people Poor Excelle

to forward market information nt
Excelle
nt:

Poor: Ongoin
. . X X Informa g

40. Sharing of information about periphery tion informa

across functions ignored tion

or sharing
hoarded at
multipl

e levels.
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41 Self assessed overall need for peripheral Low 1 213]4l5]| 6| men
vision today (at present)
42 Self as§essed overall‘ need for peripheral Low 1 213]4l5]| 6| men
vision during the past five years
43 Self assessed overa}ll need for peripheral Low 1 1203]4l5] 6| men
vision over the next five years
44. Self assessed peripheral vision capacity at Low 11203]4l5] 6| men
present - today (at present)
4‘5. Self assessed peripheral vision capacity - Lo 1123 ]4l5] 6| men
five years ago
46. $elf assessed perlphe‘:ral vision capacity Lo 1123 ]4l5] 6| men
required over the next five years
Always
PART B: Using the following scale, please circle To a large extent
the number for each item that comes closest to To some extent
reflecting your opinion about the leadership style -
of your senior management, as perceived by you 1 htﬂfe extent
in your current organization, with respect to your| 0 very little
role. Response needs to reflect the extent
comprehensive leadership style of your senior
management team and NOT necessarily specific Never
to your immediate superiors), that may or may
not match.
1. Thinks clearly and logically 1(2(3/4|5]|6
2. Shows high levels of support and concern 112134l5]6
for others
3. Shows exceptional ability to mobilize 112134l5]6
people and resources to get things done
4. Inspires others to do their best 1 (2|3(4|5]|6
5. Stro‘ngly ‘emphasues careful planning and 1120304056
clear time lines
6. Builds t@st thrc?ugh open and 1120304056
collaborative relationships
7. Is a very skillful and shrewd negotiator 1|2 4|5
8. Is highly charismatic 1 |2(3[4|5|6
9. Approaches problems through logical 1120304056
analysis and careful thinking
10. Shows high sensitivity and concern for 1120304056
others' needs and feelings
11. Is unusually persuasive and influential 1 (2|3[4|5]|6
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12. Is an inspiration to others

13. Develops and implements clear, logical
policies and procedures

14. Fosters high level of participation and
involvement in decisions

15. Anticipates and deals skillfully with
organizational conflict

16. Is highly imaginative and creative

17. Approaches problems with fact and logic

18. Is consistently helpful and responsive to
others

19. Is very effective in getting support from
people with influence and power

20. Communicates a strong and challenging
vision and sense of mission

21. Sets specific, measurable goals and holds
people accountable for results

22. Listens well and is unusually receptive to
other people's ideas and input

23. Is politically very sensitive and skillful

24. Sees beyond current realities to create
exciting new opportunities

25. Has extraordinary attention to details

26. Gives personal recognition for work well
done

27. Develops alliances to build a strong base
of support

28. Generates loyalty and enthusiasm

29. Strongly believes in clear structure and a
chain of command

30. Is a highly participative manager

31. Succeeds in the face of conflict and
opposition

32. Serves as an influential model of
organizational aspirations and values

PART C: Using the following scale, please circle
the number for each item that comes closest to
reflecting your opinion about your current
organization, as perceived by you in your current

Agree very much

Agree moderately

Agree slightly

Disagree slightly ‘
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role.

1. When someone criticizes my organization,
it feels like a personal insult

2. I have mixed feelings about my affiliation
with this organization

3. This organization does shameful things

4. It really doesn't matter to me what
happens to this organization

5.1 am very interested in what others think
about my organization

6. I'am torn between loving and hating this
organization

7.1 find this organization to be disgraceful

8.1 give little thought to the concerns of this
organization

9. When someone praises this organization it
feels like a personal compliment

10. I feel conflicted about being a part of this
organization

11. I want people to know that I disagree
with how this organization behaves

12. This organization doesn't have much
personal meaning to me

13. If a story in the media criticized this
organization, I would feel embarrassed

14. I have contradictory feeling about this
organization

15. I have been ashamed of what goes on in
this organization

16. I don't concern myself much with this
organization's problem

Disagree
moderately
Disagree
very much

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

1|2

I wish to express my sincere gratitude for
your time and effort in supporting this
research exercise, by responding to this
survey. Warm regards, Anand K
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APPENDIX II — Final Research Questionnaire for pivotal study

Birla Institute of Technology and Science Pilani (Raj)

(Study of the work environment of knowledge based workforce)
PERSONAL INFORMATION

Age: Marital Status: Single /
................... years Gender: Male / Female Married

Spouse's Occupation: Working / Home maker

Family type: Joint / Nuclear

Highest Educational Qualification:

U Graduation L Doctorate
L Post Graduation U Others: CA etc..
Institution of highest qualification: =~ = cecceceiiiieiiinnn
Educational background: Place Language
Schooling: Rural / Urban English / Vernacular
College: Rural / Urban English / Vernacular
Work Experience:
Current position: ~ ............. (in months)
Current organization:  ............. (in months)
All previous (in Yrs and
organizations: = ............ months)

Name of your business unit or Line of Business:

Size of business unit that is referenced for this survey:
(approximate number of people in this
................................................. business unit)

Current Level: Number of levels from Business Unit Head (1 if you report to the BU Head)
O g O 3

O 2 O 4 and above

Do you wish to receive the Executive Summary of this research outcome. ~ Yes/No
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Birla Institute of Technology and Science Pilani (Raj)

(Study of the work environment of knowledge based workforce)
While responding to the below questionnaire kindly remember that there are no right answers or
wrong answers. Hence please answer the questions as frankly as possible to your best of the
ability. Please do not give a response that makes you / your management "look good" or that
makes the response "socially acceptable” one or based on what you think your management want
you to say. This will defeat the very purpose and the spirit of the research exercise. kindly note
that this survey has three parts and ensure that all three parts are responded to.
PART A: Using the following scale, please circle the number for each item that comes
closest to reflecting your opinion about the strategic eye of your business unit, as
perceived by you in your current role. Kindly read the description in the extremes to
clearly understand the direction of response.

Kindly use the following scale:
5 1 6 2 3 4 Column X Col;mn
(100% X, 0% Y) (80% X, 20% Y) (60% X, 40%Y) (40% X,
60%Y) (20%X,80%Y) (0% X, 100% Y)
Few easily Many
identifiable competi
competitors tors
1. Industry/Business structure from
unexpec
ted
1 2 3 4 5 6 sources
Simple - Long
direct and
2. Marketing Channel - meaning the modality | contactor complex
. . with no channel
of reaching your product/services to the ore than with
customer/end user. one marny
intermediar interme
y 1 23| 4|5| 6] diaries
Fixed Fuzzy
boundaries boundar
3. Market structure - refers to the way your with simple fes with
product/services are segmented. segmentati complex
on segment
1,2(3| 4|5 6| ation
Few and Many
4. Enabling technologies - refers to the mature converg
complexity and number of technologies isyl:g;; zzfmple
directly impacting the business. x
112{3|4|5|6 systems)
Minimal or Many
stable or
5. Government regulations (Central; State etc.) changin
g
112(3|4|5|6 rapidly
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Largely Closely
ignored watche
d but
. T . . . media
6. Public visibility of industry in/by media or
special
interest
groups
Low: High:
L. largely sensitiv
7. Dependence on government policies and independen eto
political access tof political
governmen climate
t
Low: High:
domestic affected
focused and by
8. Dependence on global economy colated global
conditio
ns
9. Number of surprises by high impact events | Nore Three
or more
in the past three years
High: small Low:
deviations Actual
from actual differ
10. Accuracy of past forecasts greatly
from
forecast
s
Slow and Rapid
11. Market growth pattern stable and
unstable
Have Have
decreased increase
dramaticall d
. s y in the dramati
12. Business Growth opportunities. past three cally in
years the past
three
years
13. Speed and direction of technological Predictable Unglredi
ctable
change
14. Behavior of key competitors, suppliers and | Ve Highly
predictable unpredi
partners ctable
Live and Hostile
15. Posture of key rivals let-live (aggress
mentality ive)
Low High
sensitivity sensitivi
to price ty to
changes; price
currencies; changes
16. Susceptibility to macroeconomic forces business ;
cycles; currenci
tariffs etc. es;
business
cycles;

tariffs
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etc.

17. Dependence on financial markets Low High
18. Customer and Marketing channel Low High
intermediary power (refers to the level of
influence they can have on your business.
Column X Column
Y
Low: High:
Mostly Good
gradual chances
L. X X change of major
19. Sensitivity to social changes (fashion, values | from the disrupti
et C) past ons &
changes
in
business
models
Low: Few High:
surprises Several
expected, significa
mostly nt
things we business
can handle shocks
over next are
20.Potential for major disruptions five years pecte
without
our
knowin
g which
in
particul
ar
21. Importance of periphery in business unit Low High
priority priority
leader's agenda
Emphasis Emphas
on short is on
22. Time horizon overall of business unit term (two long
years or term
managers. less) (five
years or
more)
Limited Active
and myopic and
(few people curious
23. Attitude of business unit managers towards | care) (active
the periphery in the organization “;mmg
o
periphe
ry)
Mostly Very
defensive willing
24. Their willingness to test and challenge the to test
key

basic assumptions

premise
s or
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widely
held
views
25.Their experience with uncertainty reducing | Lmited Extensi
ve
strategies (i.e. real options)
26. Their use of scenario thinking to guide Never Frequen
t
strategy process
27. Number of alliance partners Few Many
Rigid, Flexible
calendar , issues-
28. Flexibility of strategy process driven, oriented
budgeting processe
S
29. Resources devoted to scanning the Negligible Extensi
ve
periphery
Poorly and Systema
30. Integration of customer and competitor sporadicall tically
. . . y and
information into future technology platform integrated fully
and new product development plans integrat
ed
Poor; Excelle
X limited nt broad
31. Quality of data about events and trends at | coverage coverag
: d often eand
eriphe an
periphery out-of- timely
date,
Difficult: Relative
limited ly easy:
X k awareness wide
32. Access to data across organizational of what is awarene
: available ss of
boundaries
what is
availabl
e.
. . Limited Extensi
33. Use of data base for existing business e
Old and State-
difficult to of-the-
. . . use art
34. Technologies for posing queries to database inquirin
g
systems.
No oneis Respons
responsible ibility is
clearly
assigned
35. Accountability on sensing and action on o
K project
weak signals teams
or
dedicate
d
groups.
None Extensi
ve and

36. Early warning systems and procedures

effectiv
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e
None Top
manage
ment
37. Incentives to encourage and reward wider recognit
o 1/2|3| 4|5 6|’
vision ion and
direct
rewards
Closed: bpen:
: : listening listenin
38. Readl‘ness to listen to reports from scouts discoumsed | 1] 2| 3| 45| 6] ¢
from penphery encoura
ged
39. Willingness of customer-contact people to | Foor nArP Excelle
nt
forward market information
Poor: Excelle
Informatio nt:
n ignored Ongoin
X X X X or hoarded g
40. Sharing of information about periphery 1121 3] 4|5/ | nforma
across functions tion
sharing
at
multiple
levels.
41. Self assessed BU need for peripheral vision | X% 1203l 456 High
in business unit today (at present)
42. Self assessed BU need for peripheral vision | X% 1l2l3] 45l 6 High
in business unit during the past five years
43. Self assessed BU need for peripheral vision | X% 1l2l3] 45l 6 High
in business unit over the next five years
44. Self assessed BU capacity for peripheral Low 1203l 45l 6 High
vision in business unit today (at present)
45. Self assessed BU capacity for peripheral Low 1203l 456 High
vision in business unit - five years ago
46. Self assessed BU capacity for peripheral Low High
vision in business unit required over the next 1/2|3|4|5 6
five years
Always
PART B: Using the following scale, please circle the To a large extent
number for each item that comes closest to To some extent
reflecting your opinion about the leadership style -
of your business unit's senior management, ey
Response needs to reflect the comprehensive To very little
leadership style of your business unit's senior extent
management team and NOT necessarily specific to Never
your immediate superior.
1. Thinks clearly and logically 1/2/3/4|5 6
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2. Shows high levels of support and concern for
others

3. Shows exceptional ability to mobilize people
and resources to get things done

4. Inspires others to do their best

5. Strongly emphasizes careful planning and
clear time lines

6. Builds trust through open and collaborative
relationships

7. Is a very skillful and shrewd negotiator

8. Is highly charismatic

9. Approaches problems through logical
analysis and careful thinking

10. Shows high sensitivity and concern for
others' needs and feelings

11. Is unusually persuasive and influential

12. Is an inspiration to others

13. Develops and implements clear, logical
policies and procedures

14. Fosters high level of participation and
involvement in decisions

15. Anticipates and deals skillfully with
organizational conflict in business unit.

16. Is highly imaginative and creative

17. Approaches problems with fact and logic

18. Is consistently helpful and responsive to
others

19. Is very effective in getting support from
people with influence and power

20. Communicates a strong and challenging
vision and sense of mission

21. Sets specific, measurable goals and holds
people accountable for results

22. Listens well and is unusually receptive to
other people's ideas and input

23. Is politically very sensitive and skillful

24. Sees beyond current realities to create
exciting new opportunities

25. Has extraordinary attention to details
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26. Gives personal recognition for work well 1 203] 45l 6
done
27. Develops alliances to build a strong base of 1 203l 418 6
support
28. Generates loyalty and enthusiasm 1/2|3| 4|5 6
29. ?trongly believes in clear structure and a 1203l 415 6
chain of command
30. Is a highly participative manager 1/2(3|4|5 6
31 Su‘c?eeds in the face of conflict and nArP
opposition
32. Se‘rves:‘ as an m‘ﬂue‘ntlal model of nArP
organizational aspirations and values
PART C: Using the following scale, please Agree very much
circle the number for each item that comes Agree moderately
closest to reflecting your opinion about your Agree slightly
business unit, as perceived by you in your Disagree slightly
current role. Disagree

moderately

Disagree

very much

1. When someone criticizes the business unit, nArP
it feels like a personal insult
2. I have mixed feelings about my affiliation 1 203] 45l 6
with this business unit.
3. This business unit does shameful things to n NP
powerless stake holders.
4. It really doesn't matter to me what happens nAar
to this business unit.
5.1 am very interested in what others think nAar
about my business unit.
6. I‘am tom‘between loving and hating this n NP
business unit.
7.1 find this business unit to be disgraceful in n NP
placating powerful stakeholders.
8. I‘glve htt'le thought to the concerns of this n NP
business unit.
9. When someone praises this business unit, it nArP
feels like a personal compliment
10. I feel co'nﬂlcted about being a part of this n NP
business unit.




235

11. I want people to know that I disagree with 1203l 4
how this business unit behaves.

12. This business unit doesn't have much 1 203l 4
personal meaning to me

13. If a story in the media criticized this

organization or my business unit, I would feel 1(2(3|4
embarrassed

14. I have contradictory feeling about this 1 203l 4
business unit.

15. I have been ashamed of what goes on in 1 203l 4
this business unit.

16. I don't concern myself much with this 1213 4
business unit's problem.

17. I would be very happy to spend the rest of 1l 213l 4
my career with this business unit.

18. I enjoy discussing my business unit's with 1213 4
people outside it.

19. I really feel as if this business unit's nre
problems are my own.

20. I think that I could easily become as

attached to another business unit in this or 1203l 4
another organization as I am to this business

unit.

21. I do not feel like 'part of the family' at my 1213 4
business unit.

22. 1 do not feel 'emotionally attached' to this 1l 213l 4
business unit.

23. This business unit has a great deal of 1l 213l 4
personal meaning for me.

24. I do not feel a strong sense of belonging to 1213 4
my business unit.

I wish to express my sincere gratitude for your time and effort in
supporting this research exercise, by responding to this survey. Warm
regards, Anand K
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APPENDIX IIT —

Introductory Presentation for senior management of the participating

organization

"How organizations perceive the
external environment: Impact

on managers and knowledge workers."

An Introduction

By

K.Anand. [Doctoral Student]
ID 2007PHXF020

BITS Pilani (Raj.)
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The key objective of this survey is to collect data
to explore the relationships across the
constructs of Peripheral Vision of an
organization as perceived by the knowledge
workers with respect to Boleman and Deal’s
four frames of Leadership styles and four
elements of Organizational Identification.

— This refers to the ability to “see around
corners”, and attend to early signals of threats and potential
opportunities. The tool used in this survey aims at measuring
this as “Strategic Eye” examination, in order to assess the
“Need” and “Capacity”.

Boleman & Deal’s Leadership frames — These are leadership
styles viewed from four windows of reference. These are
structural, human resource, political and symbolic. We have
considered all these four frames of leadership styles in our
construct.

Organizational identity - Refers to the ways people define
themselves in terms of their relationships to organizations.
In our construct we have chosen the four types of
identification namely positive identification,
disidentification, ambivalent identification and neutral
identification.
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The importance of peripheral vision can hardly be
emphasized. In the current world of technologically
driven businesses with a very high degree of complexity,
survival of business is constantly threatened.

There is absolutely no room for complacence and
perpetual vigilance has become a necessity, rather than a
choice.

While it is important to be “focused” it has become
essential to be “vigilant” of the business periphery.

Please remember, the snow always melts at the periphery
first and the invaders cross the nation at borders first.
Hence the importance of a strong peripheral vision for the
organizations is critical for its survival, growth and
sustenance.

Our view has been endorsed by the recent events in the
economic world, globally.
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Structural framework relies upon the organizational
structures, processes, procedures and other ‘control’
mechanisms.
Human Resource framework focuses upon the nurturing
and caring spirit of leadership to achieve results. It has a
heavy reliance on the human approach to organizational
issues.

views organizations as coalitions
composed of interest %roups, political alliances etc. They
are at constant struggle for the scarce resources and
people are believed to indulge in political behaviors to
protect their ‘interests’.
Symbolic framework sees the organizations from the
perspective of ‘values’, ‘culture’ and ‘beliefs’. It believes in
involvement of members and relies upon value system to
succeed.

Positive Identification — Employee identifies positively
with the organization and its ethos.

Disidentification — Here the employee does not identify
himself with the organization and is reluctant to
associate himself with the organization.

Ambivalent identification - Refers to a state of
identification wherein an employee identifies with the
organization in certain aspects while he does not do so
in the rest.

Neutral identification — Here the pattern of
identification is completely neutral and is not
connected with the organization in either way.

6
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Organizations/Corporate — Executive summary that
helps the corporate to improve the understanding of
their teams. Specific inputs on employee motivation,
their perception of leadership and organizations own
retrospection from the team member’s perception.

The Institution/Academia — Contribution to the
management body of knowledge by way of papers in
the journals.

Individual/Me — The satisfaction of pursuing my
passion with the best institutions in India and the
contentment of the work resulting into two sweet
letters Dr.

Keep the purpose of this initiative purely academic.

Keep the identity of the participating organizations
and team members absolutely confidential and are in
no way required for the doctoral work. They will not
be the part of thesis and will only be generically
referred [by size, nature of holding etc], if required.

To assure that the inputs taken for this study has
nothing to with the core businesses of the
participating organizations and are purely ‘soft’ in
nature.

To firmly believe that the outcome will be of use to

every one managing knowledge workers for running
their businesses.
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APPENDIX IV — Request from guide for participation in the survey

Indian Institute of Management Bangalore

"MBG Bannerghatta Road, Bangalore 560 076, India.
dafia Fradiamg

L Prasad prh.p. (Northwestern University) Phone: 91-80-6993158

Professor of Organizational Behavior : e-mail: prasad@iimb.ernet.in;
ig2eg@yahoo.com

Soft Skills: Transform People
January 15, 2010
Dear Friends:

As you may be aware there is paucity of high quality research in the Indian context.
Most of our knowledge is based on the American, European or Japanese
experiences. Therefore, we at IIMB are endeavoring to address this lacuna.

One of the external Doctoral students | am guiding, K Anand, is doing his dissertation
under my guidance on the Organizational Work Environment Experienced by
Knowledge Workers. For this, we have proposed a conceptual framework to
understand how various behavioral dimensions at the organizational level impact the
individual.

In this connection, | am writing to you to request your cooperation to fulfill this
research agenda by completing the attached questionnaire. The total time required
for filling out the questionnaire should not exceed 45 minutes.

W would like to assure you that all the information provided shall be treated as
confidential. A respondent’s identity will not be revealed to anyone.

Please note that, unless otherwise specified, the unit of analysis is a BUSINESS UNIT
OR LINE OF BUSINESS YOU ARE MOST FAMILIAR WITH, not the entire organization.

Sincerely,

(L. Prasad)

PS In filling out the questionnaire, you will come across the term PERIPHERAL VISION. This refers to
management’s ability to appreciate the importance of events unfolding in the remote regions of the
business, which often signal hidden opportunities and threats that could profoundly affect the
enterprise. Even as managers focus on running the business, they face a barrage of signals from the
periphery. The key is to spot those signals that are relevant and explore them further, while filtering
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out the noise. This helps organizations pursue opportunities ahead of the competition or recognize the
early signs of trouble before they escalate into major problems.
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APPENDIX V — Introductory presentation for participants of the survey

An Introduction

By
K.Anand. ID 2007PHXF020
BITS Pilani (Raj.) .

The key objective of this survey is to collect data
to explore the relationships across the
constructs of Peripheral Vision of an
organization as perceived by the knowledge
workers with respect to Boleman and Deal’s
four frames of Leadership styles and four
elements of Organizational Identification.
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— This refers to the ability to “see around
corners”, and attend to early signals of threats and potential
oI[l)portunities. The tool used in this survey aims at measuring
this as “Strategic Eye” examination, in order to assess the
“Need” and “Capacity”.

Boleman & Deal’s Leadership frames — These are leadership
styles viewed from four windows of reference. These are
structural, human resource, political and symbolic. We have
considered all these four frames of leadership styles in our
construct.

Organizational involvement - Refers to the ways people
define themselves in terms of their relationships to
organizations. In our construct we have chosen the four
types of identification namely positive identification,
d}i?identification, ambivalent identification and neutral
identification.

A questionnaire is designed to study the elements of
these three constructs.

The three parts refer to each of these constructs.

In order to make the survey response useful, it is
important to respond to all the three parts.

While responding to the survey kindly keep the
frame of reference i.e. the organizational unit same.
This is important to make contextual relevance.

While the parts B and C are simple and straight
forward, part A is more qualitative in nature. Hence
kindly go through the situations explained at the
extremes to simplify your efforts while responding.
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| Thanking You
s&@ for your support

©Kindly note that you can take this survey only once.

& This survey is being done for a doctoral dissertation and hence is

comparatively longer than an opinion survey. Therefore | request

you to bear with the same and | can assure it would just take about

30 minutes for responding.

& respect your privacy and hence only broad background related

inputs relevant to my study, are sought in the initial parts of the

survey, fully protecting your identity. | also assure you that your

inputs will be used only for the purpose of this research work. All

the best.

©Now Click HERE to take the web enabled survey. Regards,
K, Anand [Doctoral Student]
ID: 2007PHXTF020
BITS Pilani (Raj.)
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APPENDIX VI — Qutput of Survey from KWIK SURVEY.COM

Courtesy: http://www.kwiksurveys.com/results-overview.php?mode=1&surveyID=146340
02/02/2011

Survey Invitations

Invitations Sent: 0

Invitations Accepted: 0
Untracked Responses: 244
Total Responses Received: 244
View invitations & send reminders
Results Filtering

Add Filter

Question 1*

Age (in the nearest years)
Range: 32 (22 to 54)

Average: 27.811475409836
Median: 27

Total responses: 244

Mode: 27

Show values Pop-up

Question 2*
Gender

Male 164 67%
Female 80 33%
Others 0 0%
Pop-up

Question 3
Marital Status
Single 114 47%
Married 130 53%
Pop-up

Question 4*

Highest Educational Qualification (state the completed one)
Graduation 172 70%

Post Graduation 72 30%

Doctorate 0 0%

Other Professional (like CA ICWAI etc) 0 0%

Pop-up

Question 5

Work Experience (in nearest months)
Current Position Current Organization Total experience
4166

1154

113

3358

2436 36

112

313

3125

333
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2133

316

56 56 56

18 60 60

303073

3336

Expand >> Pop-up

Question 6*

Size of your business unit (approx. no. of people) considered as reference for this survey
Range: 399999 (1 to 400000)

Average: 13358.610655738

Median: 200

Total responses: 244

Mode: 50

Show values Pop-up

Question 7*

Your current level in the organization: Number of levels from Business Unit Head (1 if you report to
the BU Head)

12510%

2219%

33816%

4 or above 160 66%

Pop-up

Question 8*

Name of your Business sub unit
A-Project-1 95 39%
A-Project-2 30 12%
E-Project-1 15 6%
E-Project-2 8 3%
I-Project-1 31 13%
M-Project-1 27 11%
M-Project-2 30 12%
S-Project-1 1 0%
S-Project-2 3 1%
X-Project-1 4 2%
Pop-up

Question 9%

Your industry/business structure ......

Few easily identifiable competitors. 2 3 4 5 Many competitors from unexpected quarters.
Responses Total

15% 8% 30% 16% 8% 23% 244 100%

Show values Pop-up

Question 10*

Marketing Channel - meaning the modality of reaching your product/services to the customer/end user.
Simple - direct contact or with no more than one

intermediary.

2345

Long and complex channel with many

intermediaries.

Responses Total

18% 16% 33% 15% 4% 14% 244 100%
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Show values Pop-up

Question 11%*

Market structure - refers to the way your product/services are segmented.. ......

Fixed boundaries with simple segmentation. 2 3 4 5 Fuzzy boundaries with complex
segmentation. Responses Total

12% 19% 30% 25% 3% 11% 244 100%

Show values Pop-up

Question 12*

Enabling technologies - refers to the complexity and number of technologies directly impacting the
business. .. ......

Few and mature (simple systems). 2 3 4 5 Many converging (complex systems). Responses Total
8% 10% 24% 25% 11% 22% 244 100%

Show values Pop-up

Question 13*

Government regulations (Central; State etc.).. pertaining to your business/industry.........
Minimal or stable. 2 3 4 5 Many or changing rapidly. Responses Total

26% 13% 38% 10% 5% 8% 244 100%

Show values Pop-up

Question 14*

Public visibility of industry in/by media.. ......

Largely ignored. 2 3 4 5 Closely watched but media or special interest groups. Responses Total
5% 12% 20% 27% 7% 28% 244 100%

Show values Pop-up

Question 15%*

Dependence on government policies and political access.. ......

Low: largely independent of government. 2 3 4 5 High: sensitive to political climate. Responses
Total

19% 17% 39% 13% 5% 8% 244 100%

Show values Pop-up

Question 16*

Dependence on global economy.. ......

Low: domestic focused and isolated. 2 3 4 5 High: affected by global conditions. Responses Total
2% 8% 19% 26% 9% 35% 244 100%

Show values Pop-up

Question 17*

Number of surprises by high impact events in the past three years.. ......
None. 2 3 4 5 Three or more. Responses Total

6% 18% 33% 21% 7% 15% 244 100%

Show values Pop-up

Question 18%*

Accuracy of past forecasts.. ......

High: small deviations from actual. 2 3 4 5 Low: Actual differ greatly from forecasts. Responses
Total

16% 20% 35% 19% 2% 7% 244 100%

Show values Pop-up

Question 19%*
Market growth pattern.. ......
Slow and stable. 2 3 4 5 Rapid and unstable. Responses Total
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12% 9% 35% 31% 6% 6% 244 100%

Show values Pop-up

Question 20*

Business Growth opportunities.. ......

Have decreased dramatically in the past three Have increased dramatically in the past three
years. 2 3 4 5 years. Responses Total

5% 11% 32% 31% 6% 15% 244 100%

Show values Pop-up

Question 21%*

Speed and direction of technological change.. ......
Predictable. 2 3 4 5 Unpredictable. Responses Total
11% 15% 31% 27% 6% 11% 244 100%

Show values Pop-up

Question 22*

Behavior of key competitors, suppliers and partners .. ......

Very predictable. 2 3 4 5 Highly unpredictable. Responses Total
6% 14% 45% 23% 3% 9% 244 100%

Show values Pop-up

Question 23*

Posture of key rivals.. ......

Live and let-live mentality. 2 3 4 5 Hostile (aggressive). Responses Total
7% 14% 42% 19% 5% 13% 244 100 %

Show values Pop-up

Question 24*

Susceptibility to macroeconomic forces.. ......
Low sensitivity to price changes; currencies;
business cycles; tariffs etc..

2345

High sensitivity to price changes; currencies;
business cycles; tariffs etc..

Responses Total

3% 9% 33% 30% 9% 17% 244 100%

Show values Pop-up

Question 25%*

Dependence on financial markets ........
Low. 2 3 4 5 High. Responses Total

3% 11% 30% 24% 9% 21% 244 100%
Show values Pop-up

Question 26*

Customer and Marketing channel intermediary power (refers to the level of influence they can have on
your

business........

Low. 2 3 4 5 High. Responses Total

2% 14% 34% 29% 1% 14% 244 100%

Show values Pop-up

Question 27*

Sensitivity to social changes (fashion, values etc)........
Low: Mostly gradual change from the

past.
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2345

High: Good chances of major disruptions & changes in
business models.

Responses Total

14% 20% 30% 27% 5% 5% 244 100%

Show values Pop-up

Question 28%*

Potential for major disruptions........

Low: Few surprises expected, mostly things

we can handle over next five years.

2345

High: Several significant business shocks are
expected, without our knowing which in particular.
Responses Total

12% 21% 36% 23% 4% 5% 244 100%

Show values Pop-up

Question 29%*

Importance of periphery in business unit leader's agenda ........
Low priority. 2 3 4 5 High priority. Responses Total

3% 13% 50% 16% 7% 11% 244 100%

Show values Pop-up

Question 30*

Time horizon overall of business unit managers. ........

Emphasis on short term (two years or less). 2 3 4 5 Emphasis on long term (five years or more).
Responses Total

7% 19% 41% 18% 4% 11% 244 100 %

Show values Pop-up

Question 31*

Attitude of business unit managers towards the periphery in the organization ........

Limited and myopic (few people care). 2 34 5 Active and curious (active mining of periphery).
Responses Total

9% 14% 42% 17% 7% 11% 244 100%

Show values Pop-up

Question 32*

Their willingness to test and challenge the basic assumptions ........

Mostly defensive. 2 3 4 5 Very willing to test key premises or widely held views. Responses Total
9% 15% 37% 23% 1% 9% 244 100%

Show values Pop-up

Question 33*

Their experience with uncertainty reducing strategies (i.e. real options) ........
Limited. 2 3 4 5 Extensive. Responses Total

7% 25% 48% 14% 1% 5% 244 100%

Show values Pop-up

Question 34*

Their use of scenario thinking to guide strategy process ........
Never. 2 3 4 5 Frequent. Responses Total

4% 20% 47% 18% 4% 7% 244 100%

Show values Pop-up

Question 35%*
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Number of alliance partners ........

Few. 2 3 4 5 Many. Responses Total
10% 11% 34% 20% 5% 20% 244 100%
Show values Pop-up

Question 36*

Flexibility of strategy process ........

Rigid, calendar driven, budgeting. 2 3 4 5 Flexible, issues-oriented processes. Responses Total
11% 17% 34% 22% 6% 9% 244 100%

Show values Pop-up

Question 37*

Organizational resources devoted to scanning the periphery ........

Negligible. 2 3 4 5 Extensive. Responses Total

5% 21% 50% 14% 5% 6% 244 100%

Show values Pop-up

Question 38%*

Integration of customer and competitor information into future technology platform and new product
development

plans ........

Poorly and sporadically integrated. 2 3 4 5 Systematically and fully integrated. Responses Total
6% 14% 30% 29% 8% 12% 244 100%

Show values Pop-up

Question 39%*

Quality of data about events and trends at periphery ........

Poor; limited coverage and often out-of-date. 2 3 4 5 Excellent broad coverage and timely.
Responses Total

3% 17% 36% 27% 6% 11% 244 100%

Show values Pop-up

Question 40*

Access to data across organizational boundaries ........

Difficult: limited awareness of what is available. 2 3 4 5 Relatively easy: wide awareness of what
is available. Responses Total

7% 14% 30% 28% 8% 13% 244 100 %

Show values Pop-up

Question 41%*

Use of data base for existing business ........
Limited. 2 3 4 5 Extensive. Responses Total
7% 8% 35% 32% T% 11% 244 100%
Show values Pop-up

Question 42*

Technologies for posing queries to database........

Old and difficult to use. 2 3 4 5 State-of-the-art inquiring systems. Responses Total
2% 11% 30% 34% 10% 14% 244 100%

Show values Pop-up

Question 43*

Accountability on sensing and action on weak signals........

No one is responsible. 2 3 4 5 Responsibility is clearly assigned to project teams or dedicated
groups. Responses Total

2% 11% 34% 23% 9% 23% 244 100%

Show values Pop-up
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Question 44*

Early warning systems and procedures....

None. 2 3 4 5 Extensive and effective. Responses Total
2% 15% 39% 18% 9% 16% 244 100%

Show values Pop-up

Question 45%*

Incentives to encourage and reward wider vision........

None. 2 3 4 5 Top management recognition and direct rewards. Responses Total
8% 22% 36% 18% 7% 9% 244 100%

Show values Pop-up

Question 46*

Readiness to listen to reports from scouts from periphery........

Closed; listening discouraged. 2 3 4 5 Open; Listening encouraged. Responses Total
3% 19% 47% 15% 7% 9% 244 100%

Show values Pop-up

Question 47*

Willingness of customer-contact people to forward market information ........
Poor. 2 3 4 5 Excellent. Responses Total

5% 15% 32% 28% 7% 11% 244 100%

Show values Pop-up

Question 48%*

Sharing of information about periphery across functions ........

Poor; Information ignored or hoarded. 2 3 4 5 Excellent; Ongoing information sharing at
multiple levels. Responses Total

3% 17% 35% 27% 7% 11% 244 100%

Show values Pop-up

Question 49%*

Self assessed Business Unit need for peripheral vision in business unit today (at present) ........
Low. 2 3 4 5 High. Responses Total

5% 17% 42% 24% 6% 6% 244 100%

Show values Pop-up

Question 50*

Self assessed Business Unit need for peripheral vision in business unit during the past five years ........
Low. 2 3 4 5 High. Responses Total

3% 21% 44% 20% 4% 7% 244 100%

Show values Pop-up

Question 51*

Self assessed Business Unit need for peripheral vision in business unit over the next five years ........
Low. 2 3 4 5 High. Responses Total

3% 15% 34% 34% 7% 8% 244 100%

Show values Pop-up

Question 52*

Self assessed Business Unit capacity for peripheral vision in business unit today (at present)........
Low. 2 3 4 5 High. Responses Total

3% 16% 48% 21% 6% 6% 244 100%

Show values Pop-up

Question 53*



253

Self assessed Business Unit capacity for peripheral vision in business unit - five years ago ........
Low. 2 3 4 5 High. Responses Total

4% 20% 48% 20% 4% 5% 244 100%

Show values Pop-up

Question 54*

Self assessed Business Unit capacity for peripheral vision in business unit required over the next five
years ........

Low. 2 3 4 5 High. Responses Total

2% 12% 36% 31% 10% 9% 244 100%

Show values Pop-up

Question 55%*

The leadership thinks clearly and logically.
Never 6 2%

To very little extent 20 8%

To little extent 31 13%

To some extent 117 48%

To a large extent 52 21%

Always 18 7%

Question 56*

Leadership shows high levels of support and concern for others. .............
Never 10 4%

To very little extent 26 11%

To little extent 44 18%

To some extent 103 42%

To a large extent 51 21%

Always 10 4%

Pop-up

Question 57*

Leadership shows exceptional ability to mobilize people and resources to get things done .............
Never 12 5%

To very little extent 18 7%

To little extent 37 15%

To some extent 87 36%

To a large extent 74 30%

Always 16 7%

Pop-up

Question 58%*

Leadership inspires others to do their best .............
Never 15 6%

To very little extent 18 7%

To little extent 44 18%

To some extent 96 39%

To a large extent 51 21%

Always 20 8%

Pop-up

Question 59%*

Leadership strongly emphasizes careful planning and clear time lines .............
Never 8 3%

To very little extent 23 9%

To little extent 42 17%
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To some extent 87 36%
To a large extent 66 27%
Always 18 7%

Pop-up

Question 60*

Leadership builds trust through open and collaborative relationships .............
Never 15 6%

To very little extent 20 8%

To little extent 47 19%

To some extent 105 43%

To a large extent 38 16%

Always 19 8%

Pop-up

Question 61*

Leadership is a very skillful and shrewd negotiator .............
Never 9 4%

To very little extent 14 6%

To little extent 45 18%

To some extent 104 43%

To a large extent 54 22%

Always 18 7%

Pop-up

Question 62*

Leadership is highly charismatic .............
Never 12 5%

To very little extent 20 8%

To little extent 58 24%

To some extent 80 33%

To a large extent 61 25%

Always 13 5%

Pop-up

Question 63*

Leadership approaches problems through logical analysis and careful thinking .............
Never 11 5%

To very little extent 24 10%

To little extent 39 16%

To some extent 93 38%

To a large extent 64 26%

Always 13 5%

Pop-up

Question 64*

Leadership shows high sensitivity and concern for others' needs and feelings .............
Never 15 6%

To very little extent 24 10%

To little extent 52 21%

To some extent 109 45%

To a large extent 34 14%

Always 10 4%

Pop-up

Question 65%*
Leadership is unusually persuasive and influential .............
Never 13 5%
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To very little extent 14 6%
To little extent 52 21%

To some extent 119 49%
To a large extent 35 14%
Always 11 5%

Pop-up

Question 66*

Leadership is an inspiration to others. .............
Never 22 9%

To very little extent 18 7%

To little extent 50 20%

To some extent 75 31%

To a large extent 58 24%

Always 21 9%

Pop-up

Question 67*

Leadership develops and implements clear, logical policies and procedures .............
Never 12 5%

To very little extent 14 6%

To little extent 44 18%

To some extent 93 38%

To a large extent 65 27%

Always 16 7%

Pop-up

Question 68%*

Leadership fosters high level of participation and invol vement in decisions .............
Never 10 4%

To very little extent 17 7%

To little extent 48 20%

To some extent 110 45%

To a large extent 43 18%

Always 16 7%

Pop-up

Question 69%*

Leadership anticipates and deals skillfully with organizational conflict in business units .............
Never 13 5%

To very little extent 16 7%

To little extent 38 16%

To some extent 120 49%

To a large extent 45 18%

Always 12 5%

Pop-up

Question 70*

Leadership is highly imaginative and creative .............
Never 17 7%

To very little extent 19 8%

To little extent 47 19%

To some extent 104 43%

To a large extent 43 18%

Always 14 6%

Pop-up
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Question 71%*

Leadership approaches problems with facts and logic .............
Never 12 5%

To very little extent 19 8%

To little extent 32 13%

To some extent 102 42%

To a large extent 67 27%

Always 12 5%

Pop-up

Question 72*

Leadership is consistently helpful and responsive to others .............
Never 18 7%

To very little extent 19 8%

To little extent 38 16%

To some extent 107 44%

To a large extent 50 20%

Always 12 5%

Pop-up

Question 73*

Leadership is very effective in getting support from people with influence and power .............
Never 9 4%

To very little extent 12 5%

To little extent 51 21%

To some extent 112 46%

To a large extent 50 20%

Always 10 4%

Pop-up

Question 74*

Leadership communicates a strong and challenging vision and sense of mission .............
Never 12 5%

To very little extent 21 9%

To little extent 35 14%

To some extent 87 36%

To a large extent 72 30%

Always 17 7%

Pop-up

Question 75%*

Leadership states specific, measurable goals and holds people accountable for results .............
Never 14 6%

To very little extent 15 6%

To little extent 38 16%

To some extent 91 37%

To a large extent 73 30%

Always 13 5%

Pop-up

Question 76*

Leadership listens well and is usually receptive to other people's ideas and inputs .............
Never 9 4%

To very little extent 20 8%

To little extent 39 16%

To some extent 114 47%

To a large extent 46 19%
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Always 16 7%
Pop-up

Question 77*

Leadership is politically very sensitive and skillful .............
Never 9 4%

To very little extent 23 9%

To little extent 41 17%

To some extent 113 46%

To a large extent 46 19%

Always 12 5%

Pop-up

Question 78%*

Leadership sees beyond current realities to create exciting new opportunities .............

Never 14 6%

To very little extent 18 7%
To little extent 50 20%

To some extent 92 38%
To a large extent 56 23%
Always 14 6%

Pop-up

Question 79%*

Leadership has extraordinary attention to details .............
Never 10 4%

To very little extent 20 8%

To little extent 48 20%

To some extent 108 44%

To a large extent 42 17%

Always 16 7%

Pop-up

Question 80*

Leadership gives personal recognition for work well done .............
Never 18 7%

To very little extent 23 9%

To little extent 42 17%

To some extent 111 45%

To a large extent 37 15%

Always 13 5%

Pop-up

Question 81*

Leadership develops alliances to build a strong base of support .............
Never 12 5%

To very little extent 16 7%

To little extent 42 17%

To some extent 105 43%

To a large extent 55 23%

Always 14 6%

Pop-up

Question 82*

Leadership generates loyalty and enthusiasm.............
Never 13 5%

To very little extent 22 9%
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To little extent 55 23%
To some extent 76 31%
To a large extent 64 26%
Always 14 6%

Pop-up

Question 83*

Leadership strongly beleives in clear structure and a chain of command .............
Never 8 3%

To very little extent 20 8%

To little extent 44 18%

To some extent 86 35%

To a large extent 73 30%

Always 13 5%

Pop-up

Question 84*

Leadership is highly participative in management style .............
Never 11 5%

To very little extent 16 7%

To little extent 46 19%

To some extent 108 44%

To a large extent 49 20%

Always 14 6%

Pop-up

Question 85%*

Leadership succeeds in the face of conflict and opposition .............
Never 9 4%

To very little extent 20 8%

To little extent 37 15%

To some extent 120 49%

To a large extent 44 18%

Always 14 6%

Pop-up

Question 86*

Leadership serves as an influential model of organizational aspirations and values .............
Never 12 5%

To very little extent 18 7%

To little extent 46 19%

To some extent 88 36%

To a large extent 64 26%

Always 16 7%

Pop-up

Question 87*

When someone criticizes the business unit, it feels like a personal insult to me

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

9% 6% 14% 30% 29% 11% 244 100%

Show values Pop-up

Question 88*

I'have mixed feelings about my affiliation with this business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total
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5% 9% 14% 49% 20% 3% 244 100%
Show values Pop-up

Question 89%*

This business unit does shameful things to powerless stake holders

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

28% 30% 16% 16% 7% 3% 244 100%

Show values Pop-up

Question 90*

It really does not matter to me what happens to this business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

35% 30% 14% 14% 6% 1% 244 100%

Show values Pop-up

Question 91*

I am very interested in what others think about my business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

3% 3% 14% 33% 32% 15% 244 100%

Show values Pop-up

Question 92*

I am torn between loving and hating this business unit.

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

13% 16% 28% 33% 8% 2% 244 100%

Show values Pop-up

Question 93*

I find this business unit to be disgraceful in placating powerful stakeholders

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

25% 25% 23% 18% 7% 2% 244 100%

Show values Pop-up

Question 94*

I give little thought to the concerns of this business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

14% 26% 20% 25% 11% 3% 244 100%

Show values Pop-up

Question 95%*

When someone praises this business unit, it feels like a personal compliment

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

4% 2% 13% 31% 35% 15% 244 100%

Show values Pop-up

Question 96*

I feel conflicted about being a part of this business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

17% 18% 31% 22% 8% 3% 244 100%
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Show values Pop-up

Question 97*

I want people to know that I disagree with how this business unit behaves

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

15% 13% 20% 35% 11% 6% 244 100 %

Show values Pop-up

Question 98%*

This business unit doesn't have much personal meaning to me

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

18% 26% 26% 21% 7% 2% 244 100%

Show values Pop-up

Question 99*

If a story in the media criticized this organization or my business unit, I would feel embarrassed
Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

3% 7% 13% 23% 32% 22% 244 100%

Show values Pop-up

Question 100*

I'have contradictory feeling about this business unit.

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

18% 19% 31% 23% 7% 2% 244 100%

Show values Pop-up

Question 101*

I'have been ashamed of what goes on in this business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

31% 26% 20% 16% 6% 1% 244 100%

Show values Pop-up

Question 102*

I'don't concern myself much with this business unit's problem

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

25% 30% 23% 16% 5% 1% 244 100%

Show values Pop-up

Question 103*

I'would be very happy to spend the rest of my career with this business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

10% 11% 19% 27% 25% 9% 244 100%

Show values Pop-up

Question 104*

I enjoy discussing about my business units with people outside it.

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

11% 10% 16% 37% 19% 7% 244 100 %

Show values Pop-up
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Question 105*

Ireally feel as if this business unit's problems are my own

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

5% 9% 23% 31% 27% 5% 244 100%

Show values Pop-up

Question 106*

I think that I could easily become as attached to another business unit in this or another organization as
I am to this

business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

4% 21% 17% 30% 20% 7% 244 100%

Show values Pop-up

Question 107*

Ido not feel like 'part of the family' at my business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

14% 27% 23% 21% 11% 3% 244 100%

Show values Pop-up

Question 108*

I'do not feel 'emotionally attached' to this business unit

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

11% 27% 21% 28% 9% 4% 244 100%

Show values Pop-up

Question 109*

This business unit has a great deal of personal meaning for me

Disagree very much Disagree moderately Disagree slightly Agree slightly Agree moderately
Agree very much Responses Total

5% 9% 18% 33% 27% 8% 244 100%

Show values Pop-up

Question 110*

I'do not feel a strong sense of belonging to my business unit

Agree very much Agree moderately Agree slightly Disagree slightly Disagree moderately
Disagree very much Responses Total

7% 12% 20% 25% 25% 9% 244 100%

Show values Pop-up

Report a Problem | (C) Kwik Surveys 2008 - 2010 | Contact support
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APPENDIX VII — Contents in the Compact Disc

Key Files

1. Tips to use the CD and files

2. SPSS Output Files; files with extension .spv

3. AMOS Output Files: files with extension .pth
4. LISREL Output Files : files with extension .Is8

[System Requirements to open statistical files: SPSS-16; AMOS-16 and LISREL-8]
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1. Introduction

In the present world of technologically driven businesses, the role of knowledge
workforce is increasingly becoming important. The organizations and their business
sustenance are becoming uncertain and complex. While it is important for the
organizations to have focus on their business, being ‘aware’ of the environment and
the changes is becoming a necessity. The importance of the peripheral vision,
environmental aspects of business its importance in operation of the business, its key
role in making key business decisions have all been studied by Day and Schoemaker
(2006); Miles and Snow (1978); Haeckel (2004); Feldman and March (1981) and
Murphy (1987). The peripheral vision need of a business and the peripheral vision
capacity of an organization is becoming the determining factor for its survival.
Therefore it is natural to expect that this would be impacting the leadership style and
approach of the businesses. In our study we have selected the Bolman and Deal’s four
leadership orientation. No evidence of such study being done on knowledge work
based business is available. While more and more businesses are becoming dependent
on knowledge workers according to Drucker (2006), the role of knowledge workforce
thus becomes very critical in the sustained growth and survival of the technologically
driven businesses. The dependence of the success of business on the knowledge
workforce is widely acknowledged and for the organizations, it has become a must to
adequately address this dependence from human resource perspective of employee
retention. Organizational identification, being an important parameter for the
continuance of the knowledge workforce in an organization, therefore becomes a key
subject of interest. While the literature shows evidence of work done in the area of

organizational commitment, not much of study has been done on the organizational
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identification, specifically on the expanded model by Kriener and Ashforth (2004).
While there are evidences in literature on studies done in this area by Sluss and
Ashforth (2008); Ashforth and Mael (1989); Shirbagi (2007); Cheney (1982), there is
no evidence of a study done in relation to the Bolman and Deal’s leadership

orientation and Peripheral vision, in a knowledge driven business.

Hence, importance of peripheral vision for a technologically driven business, its
impact on the leadership styles and therefore the outcome on the organizational
identification pattern of the knowledge workforce that forms the backbone for such
businesses, forms the key research interest in this study. A well studied and
established relationship between these constructs thus becomes a key tool in

formulation of the organization’s human resource policy.
y

2. Motivation

The peripheral vision need for every business differs based on the environment it
operates and the very nature of the business. Similarly, every organization has to
develop its peripheral vision capacity to address its needs for sustenance and business
growth. A perceived gap in this aspect makes the organization misaligned to its
business objective. Thus every organization gets classified into ‘aligned’ or
‘misaligned’. The earlier the organization identifies its status, the better its position in
correcting the anomaly. This aspect of aligning its peripheral vision capacity with its
need however demands certain leadership orientations. The four frameworks of
Bolman and Deal’s leadership approach, is a strong pointer to the desired leadership
orientation required to lead such organizations in the current business scenario. The

impact of this leadership approach on the identification pattern of the knowledge
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workforce that forms the backbone of knowledge driven businesses, is anticipated.
Hence an empirical study relating these three key managerial constructs in the
knowledge industry thus forms the basis of our research objective. The importance of
the outcomes from this study can hardly be overemphasized, since today most of the
businesses are driven technologically and are critically dependent on the knowledge
workforce, for their survival, sustenance and growth. Hence an alignment of the
strategic thinking on these three aspects of business is the need of the hour in
addressing the organizational requirement of low attrition, sustained motivation and
positive organizational identification of the knowledge workforce, in order to ensure a

congenial and progressive organizational ‘eco-system’.

3. Objectives and Scope

This study hence attempts to explore some key research questions originating from

the above ideas.

B How do the Bolman and Deals four framework of leadership, impact the
peripheral vision capability and address the need gap in an organization

comprising of knowledge workers?

B How are the organizational identification factors, impacting the Bolman and

Deal’s four frames of leadership, influence the peripheral vision gap?

B Are the elements of organizational identification and Bolman and Deal’s
leadership framework associated or related in an organization of knowledge

workers?
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B How can the peripheral vision capability of an organization be improved and

the gap between need and capacity reduced in a knowledge based organization

through the Bolman Deal’s leadership framework?

B How would the peripheral vision capacity, need and the resultant gap be

moderated by the four leadership frameworks of Bolman & Deal, in the back

drop of the four extended models of organizational identification namely

positive identification, ambivalent identification, neutral identification and dis-

identification, in a corporate set-up of knowledge workers?

The study framework thus can be depicted as below, in terms of three distinct

constructs with identified variables that are measured for studying the association

between these constructs generally and variables specifically.

Peripheral Vision Need

»  Complexity of
Environment.

» Volatility of
Environment.

Organizational

Peripheral Vision
Capacity

» Managerial foresight

> Strategy Making

» Knowledge
Management System

» Configuration,
Structures, Incentives

» Culture-Value, Belief,
Behaviour

Bolman & Deal’s Identification
Leadership Orientation

» Positive ID

» Structural orientation » Neutral ID
» Human Resource ——)( > Disidentification
orientation » Ambivalent ID

» Political orientation
» Symbolic orientation

Fig 1.0 Study Construct

4. Description of the Research work
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Organizations have existed in this world, in various forms and for different purposes,
since man began understanding the concept of division of labour. As organizations
began to become pervasive and dominant, it has become formidably difficult to
understand and increasingly tough to manage them Bolman & Deal (2003). While it is
increasingly becoming a challenge to manage organizations and the complexities
associated with these, it is also worthwhile to note that the organizations and the
people too are increasingly becoming complex. Though in the last five decades, a
great lot of management wisdom has been added to the knowledge domain, it is still a
fact to be reckoned with that managing knowledge workforce continues to be a

challenge, for the business leaders.

The recent incidences of failures of large organizations like Lehman Brothers and
Bear Stearns and the associated financial debacle, goes to prove the point of complex
business environment as well as the leadership challenges. All the management
wisdom and intelligence has not been able to prevent this debacle, which has
impacted a large number of people and national communities, across the globe. The
most surprising aspect on these incidents however is, that despite all the management
wisdom, knowledge, and the knowledge workforce at the main stream of the business,

these disasters could not be even foreseen, leave alone being prevented.

In the light of the above background, some questions that become very pertinent at

this point are:

e Could this have been prevented?

e Was it possible to notice the impending danger?
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Were the signs in the periphery not noticed when it occurred first or was it
noticed but not acted upon.

Were the organizations not capable of noticing the signs of danger when they
appeared at periphery?

Did the leadership and the knowledge workforce have the requisite peripheral
vision or lacked it?

How could organizations have reacted to these kinds of danger and respond to

them?

Where does today’s’ leadership of these technologically driven organization

stand? How do the people who are the backbone for these organizations perceive

the leadership and identify themselves. While we do not enter into discussions of

ethical and moral angle to these issues, nevertheless an organization must be

aligned with its needs. Its impact on the leadership and the consequent

identification by its knowledge workforce cannot be far behind, in ensuring

sustenance. Hence an empirical study on these constructs is the need of the hour

and quite appropriate. Some of the genmeral focus research questions thus

originating from the above ideas could be stated as below:

How is the Bolman and Deal’s four framework of leadership, impacted by
the peripheral vision capability and address the need gap in an organization
comprising of knowledge workers?

What is the impact on the organizational identification due to the peripheral

vision capability and need in a knowledge based organization?
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e  How is the organizational identification factors impacted by the Bolman and
Deal’s four frames of leadership as a moderating factor, and influenced by
the peripheral vision capacity and need, as an antecedent?

e Are the elements of organizational identification and Bolman and Deal’s
leadership framework associated in an organization of knowledge workforce?

e How can the peripheral vision capability of an organization be improved and
aligned in a knowledge driven organization to positively influence the
leadership styles?

e  How would the peripheral vision capacity, need and the resultant gap be
moderating the four leadership orientations of Bolman & Deal, in the back
drop of the four extended models of organizational identification; namely
positive identification, ambivalent identification, neutral identification and
dis-identification, in a corporate set-up of knowledge workers?

In a nutshell however, the key question, this model attempts to answer, may be

stated broadly as below:

What is the Relationship between Organizational Identification, Leadership

Orientation and Management's Peripheral Vision in the perception of the
Knowledge Workers?

The directions of the hypothesis under study is given in Table 1.0
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Table 1.0 — Hypothesized Directions

-5
e = = - = .5 - S =
S.N FEEE RS ef oS |8 EE 2
) Variables* = 5‘25-25 _85'55 b= §§b§
0 S = s =5 ES 28 | 1EE ZE
o |58 9 [ @ L & = = S |9 B
Sf |SE KEZEFRAE |2 [EE F S
nesEo O[S | =2 |3 K= | 2
s a
1 Confplexity of + ~ + _ _ + @ +
Environment
Volatility of
2 Oa_ o + _ + _ _ + @ +
Environment
3 Mana-gerial. ~ + _ + + ~ ~ @
Foresight
4 | Strategy Making + _ + _ + _ _ @
5 Knowledge + ~ ~ + + ~ ~ @
Management System
Configuration —
6 | Structure & + + _ @ + _ _ _
Incentives
Culture —
7 Value/Belief/Behavio + _ _ + + _ _ _
ur
STRUCTURAL
8 . . @ @ + +
Orientation
HUMAN
9 | RESOURCE + _ _ _
Orientation
POLITICAL
10 0 C _ + + @
Orientation
1 SY-MBO_LIC + ~ @ ~
Orientation

+ :- Positive association; - :- Negative association; @ :- No perceived association
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4.1 Though it was proposed to conduct the study across multiple groups and
multiple knowledge functions, the same was not plausible due to limitation of
participation by the corporate. Hence the study had to be restricted to the extent of

available participation.

4.2 The study was initially done on a group of Executive post graduate program
students, as a pilot study, in order to improve the instruments, that were already
validity and reliability tested for the purpose. The pilot study was used to get a
‘feel’ of the statistical treatment and also simplify the peripheral vision part of
questionnaire, for use in conducting the pivotal survey. The study with improvised
instrument was carried out by way of survey of 244 knowledge workers,
employed by a large reputed Indian conglomerate with diversified business
interests. This study, being related to the knowledge workforce, was carried out on
one of their information technology development business units. The survey was
administered through the web platform and the results were downloaded as MS-
Excel file for further analysis. The survey was pre-designed to prevent creation of
missing data altogether and hence all the recorded responses were complete. This
downloaded raw data file was evaluated, pruned and prepared for export to

various data files into SPSS and LISREL software.

4.3 The data imported from the spruced up raw data file was used in SPSS to
create further exogenous variables and was analysed for all the basic statistical
information. Regression and ANOVA were performed with the variables to study
the association among the constructs. It was however found during analysis, that

the data exhibited high incidence of multicollinearity, which was perceived to be
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detrimental to the statistical evaluation and interpretations. In light of this

observation, exploratory factor analysis (EFA) was performed on the variables

and the variables were optimised to nine from the initial fifteen, across the three

constructs. These newly created variables were suitably named based on the items

they were used for measurement. Table 4.1 gives the original and revised

variables in a nutshell, along with their reliability values.

Table 4.1 - VARIABLES POST EXPLORATORY FACTOR ANALYSIS VIS-A-VIS THE EARLIER

ONES
Reliability
Reliability Variables post Factor
Construct Initial variables [15] [Cronbach’s
[Cronbach’s a ] Analysis [9]
a]
- PVN Complexity of PVN - Environmental
3 0.72 0.82
E environment Dynamics
e
'E PVN - Business Dynamics 0.73
= PVN Volatility of
3 0.80 PVN — Regulatory
= .
= environment 0.68
E Influences
PVC - Managerial foresight 0.71 PVC - Managerial attitude
0.90
towards periphery
=y
g Strategy marking 0.79
]
®)
p Knowledge management
£ 0.85
S systems PVC - Resource and data
= 0.84
j:-i Configuration — Structure and management capability
% 0.79
& incentives
Culture — Values, Belief and PVC — Business
0.90 0.70
behaviour clairvoyance
= Structural framework 0.94
LB Astute Leadership 0.91
s &
I E‘ Human Resource framework 0.95




274

Political framework 0.93
Symbolic framework 0.96
Positive identification 0.76
= = Disengagement 0.90
g £ Dis-identification 0.77
- <
< S
g 8
g2 = Ambivalent identification 0.81
s = e .
o 2 Positive identification 0.76
c = Neutral identification 0.78

Structure Equation Modelling (SEM) was another statistical method that was
adopted to study the association of the variables. Various models based on the
theory were tested for fit and eventually a parsimonious model was identified to
be exhibiting the best fit based on the data analysis as well as the theory
supporting the constructs. SEM and the regression studies brought out an
interesting association among the variables under study and also created a strong

platform for further research, by certain encouraging leads from the outcomes.

4.4 The key interpretations from the statistical evaluation brought out the strong
association of, the managerial attitude towards periphery of the perceived
peripheral vision capacity of an organization and the astute leadership, as

perceived by the knowledge workforce.

The evaluation and interpretation also brought out the strong influence of astute
leadership on the positive identification and its negative influence on the
disengaged identification variables. The outcome also indicated that the
organizational identification pattern of a knowledge worker in an organization is
strongly influenced and impacted by his perception of peripheral vision capacity

of the organization, more particularly the leadership attitude towards periphery.
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Last but not least, the outcome led to emergence of a robust measuring instrument
that is observed to be an effective, reliable and strong tool to carry out further

research on these constructs.

5. Summary of the work

Summarizing the study outcomes and discussions, the key conclusions were:

(1) There is enough reason to believe from our study, that as far as the knowledge
workers are concerned, the managerial attitude towards periphery of the
perceived peripheral vision capacity of an organization and the astute
leadership are very strongly associated, at a very strong level of significance.
While it may not be possible to claim that the former causes the latter based on
the study with this available data, there is enough reason to strongly believe
that it could be so and needs further longitudinal research.

(2) This study also reinforces the theoretical fact that astute leadership strongly
influences the positive identification and negatively associates with
disengaged identification, with a very strong level of significance. This is
supported by the observed ‘acceptable’ to ‘good’ fit of the structure equation
model.

(3) The organizational identification pattern of a knowledge worker in an
organization is strongly influenced and impacted by his perception of
peripheral vision capacity of the organization, more specifically its attitude
towards periphery and the astute leadership of the organization. While the

current study does support this conclusion based on a single industry and
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homogenous business group, a multiple industry study on a larger sample with
multiple business groups could reinforce this conclusion, with greater validity.
(4) The measuring instrument that has emerged in course of various analysis of
this data set is observed to be an effective, reliable and strong tool to carry out
further research on these constructs, in this direction.
The above conclusions and interpretations have an immense value for the business
that depends on knowledge workforce for their business success. The finding, that the
managerial attitude towards periphery, by the senior management is perceived to be
an important antecedent of the astute leadership, can aid in prioritizing the
organizational resources deployed towards improvement. The fact that a positive
perception of astute leadership could impact the identification pattern of the
knowledge workforce, can lead to implementation of appropriate human resource

policies and procedures.

While attrition continues to haunt every human resource manager in the knowledge
industry, the issue could be effectively managed by understanding the behavioural
pattern of the knowledge work force; their expectations from the senior leadership and
knowledge sharing culture. The study reinforces this statistically and helps in
improving the understanding of the knowledge workforce by the corporate leadership,

more fully.

The study results also reveal attributes that are of lesser importance, thereby aiding

better utilization of resources by the corporate leadership.

To simply put, as a simile of a navigating ship, the knowledge workforce does not

seem to be significantly impacted by “conditions of sea” but are more influenced and



277

impacted by the astute leadership’s capability to “navigate the ship” through the
prevailing “conditions of sea”, that eventually determines whether they would

continue to sail with or bail out of the organizational ship.

Further study, on a substantially larger group, across businesses could enrich the key

observations made in this study.

This study too has certain limitations, which needs to be considered while
generalizing and extending the outcomes or results. Firstly, this study has been done
on a single Indian conglomerate, in one of its business units. Hence extending the
outcome beyond a point is too farfetched to be generalized. So a generic claim of the
outcome on the entire knowledge workforce cannot be concluded based on these
outcomes. Secondly, the knowledge industry studied here pertains to information
technology (IT) only. Extending the outcomes and interpretations to other knowledge
industry may not be scientifically sustainable. These study results and interpretations
therefore confines itself to one Indian IT organization, from the southern part of the

country, under a single senior leadership.

Thirdly, there is a possibility of an error factor having crept in, as the survey was kept
open for response for over sixty days, where in it cannot be assured that the thought
process and mood of the respondents could not have been influenced either way, due
to their ongoing experience in the organization. Nevertheless it could also be argued
that this extended period of survey window could have actually helped in getting a far
more genuine and balanced response that would not have been possible had the
respondents been asked to respond in a short period of duration. Restricting the

respondents to respond within a span a 45 to 60 minutes could have heavily
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influenced the responses and reflected their recent experience at the work over an
objective and balanced opinion, based on their overall experience. Hence,
consideration of this aspect as a limitation by itself is a point of discussion. So without
getting into the merits and demerits of this aspect, we do place on records this aspect
of extended response time, while leaving it to the judgment of the academic fraternity,
if this fact could be constituted as a limitation or an advantage. Lastly, for this study,
the entire response came from one business unit of this organization and the same
cannot be representative of, neither the organization nor the industry. So extending the
outcomes on any of these lines, based solely on this study, is once again not

scientifically sustainable.

According to Bozionelos (2003), path analysis models with more than ten variables
are difficult to analyse and interpret, and this study had nine variables, post
exploratory factor analysis. It however cannot still be conclusively presumed that the
path analysis and its interpretation would have been easy, sound and strong. Hence
the outcome of this study could be more of exploratory or indicative in nature,

opening up a wider scope through further longitudinal studies.
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