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Abstract

Most experienced managers know at the gut level that employees with higher
confidence and a positive belief in their abilities will perform better than those without them.
AsHenry Ford put it, "If you think you can or think you can't, you areright. Six Sigmaiis
but onein along line of programs (e.g. quality circles, kaizen, TQM, etc) to support to
development of a culture of continuous improvement. Thereality isthat arming individuals
with increasingly more robust approaches to identify new opportunities, at a cost of billons
annually (Bandura, 1997), has failed to eliminate the gap between knowing what needs to be
done and making it happen. Investigation of employee behavior and motivation within the
construct of socia cognitive theory, more specifically the concept of self-efficacy, provides
evidence for the importance of one’ sresilient self-belief as a predictor of success.

Thisresearcher’ s position is that a mastery experience influences one’ s level of
motivation to engage in organizational business processimprovement. Thisis consistent
with “mastery experience” as the most important source of self efficacy development. The
central hypotheses of this study investigated the relationship between the outcome of one's
most recent project leadership attempt and future intent to; a) use the methodology, b) lead a
project, or ¢) participate on a project team. The first research question had three hypotheses
that investigated the relationship between the outcome of a project |eadership attempt and
future intention to use BPI again. Future project leadership was the only hypothesis that
conflicted with what was theorized; though directionally consistent, the results lacked

statistical significance. The hypotheses for the second and third research questions,



investigating the relationship of the BPI Skill Self Efficacy measure to project leadership
outcome and future intentions, supported validity (discriminate and predictive) for researcher
developed BPI Skill Appraisal. The hypotheses for the fourth and fifth research questions
further support the importance of a mastery experience by demonstrating the importance of a

mastery experience in the past.
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CHAPTER 1. INTRODUCTION
Introduction to the Problem

Most experienced managers know at the gut level that employees with higher
confidence and a positive belief in their abilities will perform better than those without them.
AsHenry Ford put it, "If you think you can or think you can't, you are right.” Managers also
know that the ability to drive continuous improvement and change in an organization is no
longer an advantage, but rather a prerequisite for survival (Kotter, 1996a). The amount of
popular literature dedicated to the topic of change and leading change is representative of the
priority thisissue has with contemporary organizational leaders. Organizational leaders want
to know how to more effectively and efficiently seek out new opportunities and also what
can be done to ensure success in taking advantage of them.

Six Sigma has continued to gain popularity as the approach of choice for leadersin
today’ s business environment who recognize the vital importance of continuous
improvement. This methodology has gained momentum primarily as aresult of its
recognition as ameans of creating a corporate culture with abias for action, change and
improvement (Anonymous, 2006). This management system focuses on achieving lasting
business |eadership and top performance that will benefit not just the business, but all its
stakeholders to include; customers, associates, and shareholders. Evidence has shown
though, that this program and others like it are still prone to failure (Warnack, 2000).

To successfully implement change, there is the inevitable need for employees to enact
new behaviors so that desired changes can be realized (Armenakis & Bedeian, 1999). Six

Sigmais but onein along line of programs (e.g. quality circles, kaizen, TQM, etc)
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introduced in support of an organizational goal to create a culture of continuous
improvement. The reality isthat arming individuals with increasingly more robust
approaches to identify new opportunities, at a cost of billons annually (Bandura, 1997), there
has been afailure to eliminate the gap between knowing what needs to be done and making
the change aredlity. Investigation of employee behavior and motivation within the construct
of social cognitive theory, more specifically the concept of self-efficacy, provides evidence

for the importance of one' sresilient self-belief as a predictor of success.

Background of the Study

The basic premise of most approaches in the abundance popular change management
literature is that aleader can navigate and even influence change (Rosenberg, 2003), but that
managing it is nearly impossible. Most research on implementing change as a process has its
roots in the early work of Lewin (1947), wherein he conceptualized change as progressing
through three successive phases; unfreezing, moving, and freezing. This model has served as
abasisfor nearly every other change model introduced since. Models presented by people
such as Judson (1991), Kotter (1995), Galpin (1996), and Armenakis, Harris, and Feild
(1999) all described a multi-phase model for the implementation of change. A multi-phase
approach to change is consistent with the contemporary view of organizations as complex
systems; distinctly different from the cause and effect change model that fits traditional
management philosophy founded in Fredrick Taylor’s scientific management.

According to Peter Senge (1999), if today's business organi zations want to meet the

external challenges of globalization, changing workforces, evolving competition and new
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technologies, it is not enough to change just strategies, structures and systems. Organizations,
after all, are products of the ways that people think and interact.

"Sustaining any profound change process requires a fundamental shift in
thinking and action. We need to think of sustaining change more biologically and less
mechanistically. This requires patience as well as urgency. It requires area sense of
inquiry, agenuine curiosity about limiting forces. It requires thinking about how
significant change invariably startslocally, and how it can grow over time. And it
requires recognizing the diverse array of people who play key roles in sustaining
change - people who are leaders.” (Senge, 1999). "Most |eaders instigating change are
like gardeners standing over their plants, imploring them: ‘Grow! Try harder! Y ou can
doit!" If leaders don't understand the forces that keep significant change from taking
root and growing, all their entreaties, strategies, and change programs will produce
more frustration than real results." (pg. 15)

To this, Senge (1999) asks the appropriate questions “What thinking and behaviors reinforce
innovation - or impede it?’ (pg. 16)

The challenges facing the modern manager include; continually assessing how things
could be done better, getting employees to share their change goals, and working together
with them to achieve those goals (Paglis, LauraL & Green, 2002). With aneed for
continuous improvement achieved through dramatic and rapid change, managers need to
have a clear vision for the organization that takes into account the many factors that can
influence success (Rosenberg, 2003). Leaders who are successful at driving continuous
improvement in their organizations are also likely the ones who are successful at motivating
and retaining high performing employees. This relationship supports an investment in
investigations to understand what makes an employee motivated to step up and achieve the
type of real and sustainable business results a corporation needs to remain competitive.

When a person’ s high self-expectations result in high performance, the Galatea effect

issaid to occur. One of the key conceptual formulations of self-expectations of performance
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istask specific self-efficacy (McNatt & Judge, 2004). According to self-fulfilling prophecy
theory, one' s behavior is consistent with his or her expectations, and those behaviorsin turn
will influence outcomes (Merton, 1948). Research in the area of psychology has suggested
that individual personality type and efficacy may serve as predictors of |eadership
effectiveness especially in leading change efforts (Atkinson & Millar, 1999). Self-efficacy
isaperson’s conviction about his or her abilities to mobilize the motivation, cognitive
resources, and courses of action needed to successfully execute a specific task within agiven
context (Stajkovic, Alexander D & Fred Luthans, 1998). Not only does a person’s beliefs
about their abilities have an influence on the outcome of their actions, people tend to avoid
activities and situations where they believe they arelikely to fail, and will adjust their level
of effort based on the outcome they expect. Bandura (1986) contends that one’s behavior is
better predicted from his or her beliefs than from the actual consegquences of his or her
actions. The importance of thistheory is the implications it has on where a manager should
target hisor her energies in the hopes of devel oping employees who can and will succeed at
the efforts needed to change an organization.

Self-efficacy is developed in four ways, mastery experience, social modeling, social
persuasion, and affected state (Bandura, 2000; Goddard, Hoy, & Hoy, 2004). The mastery
experience, considered to be the most powerful source of developing strong self-efficacy, is
the focus of this research study. The perception that a performance had been successful tends
to raise efficacy beliefs, contributing to the expectation that attempts to use a particular skill
will be successful in the future with the opposite true in the case where perception is that the

performance was afailure. Development of aresilient sense of efficacy requires experience
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in overcoming obstacles through perseverant effort (Bandura, 2000). If the success can be
attributed to something controllable by the individual than efficacy beliefs are enhanced
(Goddard et al., 2004).

For over fifty years, |leadership researchers have attempted to identify the aspects of
leadership that improve organizational performance (Gordon & Y ukl, 2004). Despite the
countless studies that have been conducted during the fifty years with the intent of
determining why some |leaders are more effective than others, the answer has remained
elusive. Reasons for thisinclude the gap that exists between academics and practioners on
what leadership is. Additionally, thereis a continued overemphasis on finding universaly
relevant predictors of an effective leader without enough emphasis on situational factors and
the context in which leadership occurs (Gordon & Y ukl, 2004). Leaders continue to seek out
advice for developing motivated employees willing to make the changes necessary for a
company to succeed. An understanding of organizational change, the Six Sigma
methodology for continuous improvement, and the social cognitive construct of self-efficacy
provide the context for this study.

Statement of the Problem

Organizations face the dilemma of becoming more effective without increasing cost
(Stajkovic, Alexander D & Fred Luthans, 1998). The failure of organizational change
effortsis reported to be 70-80% (Higgs & Rowland, 2005). Considering that changeis
necessity for survival of the modern organization, improving the likelihood of success for

attempted change efforts is an obvious organizational opportunity.
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To successfully implement change, there is the inevitable need for employees to
enact new behaviors so that desired changes can be realized (Armenakis & Bedeian, 1999).
Six Sigmais but onein along line of programs (e.g. quality circles, kaizen, TQM, etc)
introduced in support of an organizational goal to create a culture of continuous
improvement. The reality isthat arming individuals with increasingly more robust
approaches to identify new opportunities, at a cost of billons annually (Bandura, 1997), there
has been afailure to eliminate the gap between knowing what needs to be done and making
the change aredlity.

Albert Bandura (2000) proposed that one's achievement is dependent on having the
required skills and aresilient self-belief in ones ability to apply the skills, and made this
concept the foundation of social cognitive theory. Organizations focused on creating a
culture of continuous improvement are interested in engaging al employeesin the use of the
desired behavior not just once, but as a norm going forward. To do this, organizations must
understand factors that impact whether or not employees have the motivation to step up to
the challenge of leading change. The modern organization needs all employees to be actively
engaged in continuous improvement efforts, in the target of this study, using Six Sigma
methodology. Asdepicted in Figure 1, motivation is both an output of aleadership attempt
and an input effecting whether an employee will step up to challenge when an opportunity
exists. This unique relationship has potentially powerful consequences in an organization that
has recognized the value of an engaged workforce that supports a culture of continuous

improvement.
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Figure 1. Conceptual Diagram
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Six Sigma has demonstrated the ability to achieve phenomenal financial resultsin
many notable companies. Limited engagement of individuals beyond a single project
though, seems to predict that this will become yet another in the long string of fads. Where
this approach and others in the past have surely had shortcomings, there seems reason to
guestion whether the critical shortcoming isin the methodology or elsewhere. Should the
focus be instead on the identification of factors that explain the lack of enduring employee
engagement in an organizationally desired behavior?

This research study will focus on one high tech company that introduced Six Sigma
six years ago. Despite impressive year over year growth in documented financial impact, the
number of individuals engaged in Six Sigmatype improvement effortsis afraction of those

that have been trained. Evidence would suggest that the methodology is not being adopted
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by the employees. In Lewin’sterms, the leadership and management isfailing at freezing
this new behavior into the culture of the organization.

Research in the field of psychology suggests that individual personality type and
efficacy may serve as predictors of leadership effectiveness especialy in leading change
efforts. Personality type research using the Meyers Briggs Type Indicator (MBTI) is most
prevalent as aresult of the undisputed robustness of the instrument. The MBTI isa
personality trait that does not tend to evolve. People can be taught adaptive behaviorsto
better address a particular situation, but one' s personality typeis unlikely to change over
time. In contrast, self-efficacy can be developed. Where the relationship between
personality type and leadership has received attention by researchers and practitioners alike,
self efficacy is atopic deserving more exploration. Managers can take deliberate action to
improve employee motivation by addressing the known sources of self-efficacy
devel opment.

Research on the topic of self-efficacy has grown. Studies focused on student
achievement and teacher performance (Goddard et al., 2004) are representative of the prolific
work that has been conducted in the field of education. Bandura (1997) also noted
numerous studies that investigated the significance of the relationship between self-efficacy
and work-related performance like; job search, sales, learning and task related achievement,
adaptability to advanced technology, career choice, naval performance at sea and more
(Stajkovic, Alexander D & Fred Luthans, 1998). Though there has been some, research of

self-efficacy in the field of organizational learning has been lagging (Goddard et al., 2004).
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A number of studies that investigated self-efficacy in organizations have highlighted
the significance of thisfactor. In one study, Paglis (1999) investigated management self
efficacy as afactor in the motivation of manager’sto lead change. Luthans and Stajkovic
(2002) have done a number of studiesto include; an empirical investigation of manager
efficacy as afactor in the level of employee engagement, and a meta-analysis (1998) to
investigate self-efficacy and work related performance. These studies have demonstrated the
validity of self-efficacy in the context of organizational learning.

Asall real world research does, these studies had limitations. Paglis used data
gathered via a survey of managers and direct reports to support the devel opment of an
instrument for measurement of leadership self efficacy (LSE) This study will also develop a
survey instrument, but will augment the analysis with the additional project datafrom a
leadership attempt. Paglis was focused on manager self-efficacy, proposing it asan
antecedent to employee behavior. Expanding on the scope, this study will investigate self-
efficacy of any employees regardiess of their status as manager or individual contributor. As
companies continue to recognize the benefit of having an empowered workforce, where
every employee is expected to step forward, self-efficacy has organization wide implications.
The Luthan and Stgjkovic (2002, 1998) studies investigated self-efficacy as afactor in
employee motivation to attempt and succeed at accomplishing simple tasks. In contrast, this
study will focus on attempts of medium to high complexity where a person must address
multiple tasks that included; influencing others, working across organizational boundaries,
applying advanced project management and problem solving tools and techniques to take

advantage of an opportunity for improvement.
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There have been a number of studies that addresses personality type as afactor in
leadership effectiveness (Culp, 1992), and development of a Six Sigma culture (Kaiss,
2004). Despite the research that has shown its effectiveness using personality type to predict
leadership outcome, personality typeis difficult to change. Self-efficacy can be developed in
employees and therefore is of more interest in this research focused on understanding
management opportunity address factors that will freeze into place a cultural change.

Purpose of the Study

The leaders of today's organizations need to be able to devel op employees who are
motivated to confront the inevitable organizational challenges and obstacles associated with
continuous improvement efforts. Research and observation has shown that individual
behavior changes precede measurable improvements in organization performance (Malone,
2001).

Thisresearcher’ s position is that one’ s perception of success at an attempt to use a
specified behavior will influence his or her level of motivation to attempt that behavior again
in the future. Thisis consistent with “mastery experience” as the most important source of
self efficacy development, and the factor that will impact the motivation of an employee’sto
engage in a specific type of organizational leadership activity again in the future. The
central hypotheses of this study investigated the relationship between the outcome of one's
most recent project leadership attempt and one’s stated future intent to engage in the use BPI
methodology again, lead a BPI effort, or participate on aBPI team.

Determinants of performance can be summarized in three themes: the effort applied

by the employee, their level of knowledge and skill, and the performance strategies they use
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(Bandura, 2000). People approach and explore situations within their perceived capabilities,
while avoiding situations they think exceed their ability (Bandura, 2000). Also, research has
shown that the greater confidence individuals have in their capabilities, the more vigorous
their effort and persistence (Bandura, 1986).

Socia cognitive theory and self efficacy have proven a beneficial extension of
traditional motivation and behavioral approaches. Both predictive and explanatory capability
have made the construct of self-efficacy one of obvious benefit in an organizational setting
where there are considerable implications for improving employee performance (Stajkovic,
Alexander D & Fred Luthans, 1998).

Noted in asummary of the research done on change in the 90's, there was a call for
additional research dealing with the behavioral and attitudinal reactions of organizational
members to change in efforts to further define its human cost and how best to cope with its
inevitable downside (Armenakis & Bedeian, 1999). Thisresearch will heed that call and

investigate behavioral and attitudinal factor of skill self-efficacy.

Research Questions and Hypotheses
The research questions are primarily based on the work of Albert Bandura (2000)
who theorized the mastery experience to be the most powerful source of self-efficacy. The
first research question investigates the relationship between the outcome of a project
leadership attempt and future intention to use BPI again. The second and third research
question investigates relationship of a BPI Skill Self Efficacy measure to the two

phenomenon, project leadership outcome and future intentions, addressed in the first research
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question, and provides validity for researcher developed BPI Skill Appraisal. The fourth and
fifth research questions further explores the influence of a mastery experience by
investigating beyond the most recent project leadership attempt to include the existence and

outcome of any attempt at BPI project leadership in the past.

Research Question One: Isone's self-reported likelihood to attempt Business Process
Improvement in the future dependent on the outcome of his or her most recent BPI project
|eadership attempt?

H1.Ao: On€'sintention tolead a BPI project in the futureisindependent of the
outcome of hisor her most recently led BPI project.

H1.A;: On€esintention tolead a BPI project in the futureisnot independent of
the outcome of hisor her most recently led BPI project.

H1.By: On€'sintention to participatein a BPI project in thefutureis
independent of the outcome of hisor her most recently led BPI project.
H1.B;: On€'sintention to participatein a BPI project in the futureisnot
independent of the outcome of hisor her most recently led BPI project.

H1.Co: On€'sintention to usethe BPI tools and techniquesin thefutureis
independent of the outcome of hisor her most recently led BPI project.
H1.C;: On€'sintention to usethe BPI tools and techniquesin the futureisnot
independent of the outcome of hisor her most recently led BPI project.

Research Question Two: Isone' slevel of BPI self efficacy (BPI SE) for the key tasks
that represent the obstacles to completing a BPI project dependent on and the outcome of his
or her most recent BPI project leadership attempt?

H2,: One'slevel of BPI Self Efficacy isindependent of the outcome of hisor her

most recently led BPI project

H2;: One'slevel of BPI Self Efficacy isnot independent of the outcome of hisor
her most recently led BPI project



23

Research Question Three: Isthere arelationship between an employee’s self-
reported likelihood to attempt Business Process |mprovement in the future and his or her
level of self efficacy (BPI SE) for the key tasks that represent the obstacles to completing a
BPI project?

H3.Ao: On€'sintention tolead a BPI project in the futureisindependent of his
or her level of BPI SE.

H3.A;: On€e'sintention tolead a BPI project in the futureisnot independent of
hisor her level of BPI SE.

H3.Bo: One€'sintention to participatein a BPI project in thefutureis
independent of hisor her level of BPI SE.

H3.B1: On€'sintention to participatein a BPI project in the futureisnot
independent of hisor her level of BPI SE.

H3.Co: On€e'sintention to usethe BPI tools and techniquesin the futureis
independent of hisor her level of BPI SE.

H3.C;: On€'sintention to usethe BPI tools and techniquesin the futureisnot
independent of hisor her level of BPI SE.

Research Question Four: Does one's self-reported likelihood to attempt Business
Process Improvement in the future depend on his or her total project |eadership experience?

H4.Ao: On€e'sintention to lead a BPI project in the futureisindependent of his
or her total BPI project |leader ship experience.

H4.A;: On€e'sintention to lead a BPI project in the futureisnot independent of
the outcome of hisor her total BPI project leader ship experience.

H4.Bo: On€'sintention to participatein a BPI project in thefutureis
independent of the outcome of hisor her total BPI project leadership experience.
H4.B;: On€'sintention to participatein a BPI project in thefutureisnot
independent of the outcome of hisor her total BPI project leadership experience.

H4.Co: On€e'sintention to usethe BPI tools and techniquesin thefutureis
independent of the outcome of hisor her total BPI project leader ship experience.
H4.C;: On€e'sintention to usethe BPI tools and techniquesin the futureisnot
independent of the outcome of hisor her total BPI project leader ship experience.



24

Research Question Five: Isone' slevel of BPI self efficacy (BPI SE) for the key
tasks that represent the obstacles to completing a BPI project dependent on his or her total
project leadership experience?

H50: One'slevel of BPI Self Efficacy isindependent of hisor her total BPI

project leader ship experience.

H5;: One'slevel of BPI Self Efficacy is not independent of hisor her total BPI

project leader ship experience.

Significance of the Study

Self-efficacy deals specifically with how a person’s beliefsin their capability will
influence both the level of motivation they have to attempt atask and their level of endurance
to persevere along the path to produce a desired outcome. Unless a person believes they can
gather up the necessary behavioral, cognitive, and motivational resources to succeed in a
task, they will likely dwell on the daunting task ahead, and either put forth too little effort to
succeed or never even attempt the task.

By examining the relationship between the outcome of aleadership experience and
stated intentions to use the behavior again in the future this study can give managers the
information they need to motivate and support employees toward a culture of continuous
improvement. While organizations struggle to maintain, if not reduce, the cost associated
with enabling employees to be more productive, a behavioral approach is at the sametime
potentially more effective and less costly than pursuing the introduction of yet another

program designed to achieve organizational goals.

Definition of Terms
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Black Belt is a person who has generally first earned certification as agreen belt. In
addition to the 1 week green belt training, a black belt will attend 4 additional weeks of
training focused on advance statistical tools and techniques. They might fill afull-time
position, but in the specified high tech company, that israre. They lead complex projects, or
portfolios of projects, that have either the potential for alarge financial impact or a cross-
functional or global scope, where the advanced tools and techniques are helpful in analyzing
the opportunity.

Business Process Improvement (BPI) the name of the Six Sigma based program in the
high-tech company used for this study.

Effectiveness of a processisits ability to deliver the desired outcome, either product
or service

Efficiency for aprocessisimproved by minimizing waste (time, resources, cost, €tc.).

Green Belt is a person who generally works on, applying the Six Sigma methodol ogy
to a specific process that he or she possesses a beneficial amount of subject matter expertise
and has some level of responsibility for how well the process performs (George, 2002). This
is viewed as an opportunity for an employee to excel in the organization by gaining training
and experience using an industry recognized methodology (George, 2002). These
individuals all receive 1 week of classroom training that covers the methodology and the
basic level quality tools and techniques that are the foundation of Six Sigma. Training also
includes areview of the applicable project management and team facilitation skills needed to

lead an improvement project.
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Master Black Belt is an internal expert consultant (George, 2002b). These
individuals are aresource that trains, mentors and coaches individuals and teams. During the
early part of implementation of a Six Sigma program, there are rarely individuals with the
skill and expertise to fill thisrole, so it ismost often filled by external consultants. The target
company for this research, having had their program in place for six years has certified only
4 people at thislevel.

Mastery Experience considered the most powerful of the four sources of self-efficacy
inanindividual. A behavior is considered a mastery experience when the person perceives
the performance as successful.

Project Tracking Tool (PTT) is an intranet database application used by all BPI
project leaders for documentation of key project information throughout the project life-
cycle. Thisinformation is used by other project leader for best practice sharing and
benchmarking of best practices, and used by program managers and organizational |eader for
project/program governance and reporting. This was the source used for identification of the
research population and provided the project information used for analysis.

Sf Efficacy refersto an individual’ s conviction (or confidence) about his or her
abilities to mobilize the motivation, cognitive resources and courses of action needed to
successfully execute a specific task with in agiven context (Stajkovic, Alexander D & Fred
Luthans, 1998).

Sx Sgma is a management system focused on achieving lasting business leadership
and top performance that benefits not just the business, but al its stakeholders to include;

customers, associates, and shareholders. It provides employees with a methodology and
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guidance regarding the application of tools and techniques that will result in bottom line
improvement to the profitability of the organization.

Total Quality Management (TQM) is a combination of quality and management tools
and techniques focused on increasing profit and reducing loss due to ineffective and
inefficient practices. The basic principles of the TQM philosophy are to satisfy both

customers and suppliers and continuously improve the business processes

Assumptions and Limitations

L eadership research has proved a challenge to the traditional research approaches,
challenges that can and are mitigated in light of avery real need for organizations to
understand this dynamic. Cooper and Schindler (2003) state that good research generates
dependable data derived from practices that are conducted professionally and that can be
used reliably for managerial decision making. Reporting of the methodology should clearly
address strengths and weaknesses; it should be complete and honest. Appropriate analytical
techniques should be used with conclusions drawn limited to those clearly justified by the
findings (Cooper & Schindler, 2003). Bottom line, good research is trustworthy.

The approach is a quantitative, non-experimental, descriptive correlation study that
uses recorded information regarding a pre-exiting event, explores the potential correlations
among two or more phenomenon, and uses a statistical approach to probe for reasons that
underlie the relationship (Leedy & Ormrod, 2001). It did not use a control and experiment,

or use randomly assigned participants, and will not determine cause of an effect (Creswell,
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1994). Asafixed design, the demands of good research are to ensure trustworthiness
through verification of validity and ability to generalize the findings.

The primary assumptions made regarding validity of this study include the validity of

the survey instrumentation and minimization of respondent bias.

Assumptions supporting the minimization of respondent bias:

1) Private collection of responses — The use of email and assurance of anonymity in
an email prior to the distribution of the survey support the minimization of
response bias (Bandura, 2005)

2) Social influence —Prior research has demonstrated alack of social influence on
self-efficacy assessments (Bandura, 2005). People are likely to provide an
unbiased personal assessment of this capabilities, and are unlikely to filter this
assessment based on a perception they might have about what answer might be
desired by either the organization or aresearcher.

3) Assessment Title —the use of “appraisal inventory” as opposed to “ self-efficacy”
(Bandura, 2005).

4) Business Process Improvement attempts- an assumption of this study is that the
projectsin this database reflect the al BPI project work in the company.

Limitations of the study:

1) One high-tech company — By far the greatest limitation to the generalization of
the research finding is the use of on high tech company for the study. Leadership

studies are challenged by the situational nature of the construct, but the size of the
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sample (n=759) is large enough to provide directionally valid conclusions
applicable to similar circumstances.

2) United States only — The potential effect of cultural differences on the responses
and interpretation of the questions on the questionnaire made limiting the study a
necessity. Thereisthe additional concern that sites outside of the US are also at
different levels of maturity in implementing the BPI methodol ogy.

3) Green Belt Projects documented in the PTT — Six Sigma methodology is better
known black belt projects. These projects are of increased impact and
complexity, and tend to leverage an advanced level of skill of a small number of
individualsin acompany. The green belt level projects are far more indicative of
a company wide culture of continuous improvement. These projects are
consistent with a culture of employee are empowerment to make a difference and
thisisthe behavior that companies know to be a competitive advantage.

These limitations and assumption will be addressed as applicable during the remaining
chapters.
Nature of the Study

Research Design

In this study the relationship between an employee’s likelihood of engaging in
opportunities to improve the organizationa performance through the application a
methodology for continuous improvement and the outcome of their most recent leadership
attempt using the methodology isinvestigated. The Project Tracking Tool (PTT), an intranet

application used to document all BPI efforts, is the source for identification of the population
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of BPI projects that completed in the last two fiscal quarters of 2005. This secondary data
source will provide additional datafor the study to include; the project leader, project
outcome, and project leader’ s previous leadership attempts. The identified project leaders
will be sent aweb based, two part questionnaire to gather self-reported information: 1)
confidence in successfully completing the tasks associated with BPI projects, and 2) intention
to use the BPI methodology and tools again in the future.
Sampling

A population of 759 green belt projects completed in any location in the United States
during the last two quarters of 2005 was identified using the secondary data source, PTT.
Green belt projects are the BPI projects that are most representative of a culture of
continuous improvement where all employees are empowered to drive change. The selection
of two quarters minimizes bias that could result from selecting a shorter time period. The
survey will be distributed to project leaders for each of the identified projects. Ascompany
email addresses will the means of contact, any employee who has departed the company will
not have an opportunity to complete the survey. The assumption is that individuals who have
departed the company will not bias the sample. The potential of thisissue as alimitation of
the study will be addressed during data analysis.
Data Collection

Datafrom the secondary data source (PTT) has aready been compiled. The
questionnaire will be distributed 1 day after sending an email notifying the participants of the
study and asking for their participation. The questionnaire consists of two parts; BPI Skill

Appraisal, and future intentions. The BPI Skill Appraisal has 13 tasks with a 10 point scale
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to assess one’ s confidence in completing the task. The second part, Future Intentions, has
three questions; about leadership of, participation in and use of the methodology for
improvement opportunitiesin the future. A number of steps were taken to minimize
response bias to include; the use of a non-descript title of “BPI Appraisal Inventory” rather
than self-efficacy, the use of aweb based survey tool manage an email distribution of the
survey to support the private recording of questionnaire feedback, and email prior to the
survey that; 1) encourages frank answers, and 2) assures anonymity of the responses
(Bandura, 2005). Additionally there is an assumption that employees will not bias their
responses to what appears to be socially desirable; evidence shows that making efficacy
judgments does not increase congruence between perceived efficacy and behavior regardiess
of either low or high social demands (Bandura, 2005).
Data Analysis

The analysis of the study will focus on the investigation of relationships between the
identified variablesin the study. Both parametric and non-parametric test will be used as
appropriate.

Organization of the Remainder of the Study

The following chapter contains areview of the relevant literature. Topics covered
include; organizational change, Six Sigma, and self-efficacy. Chapter 3, Methodology,
describes the population, research design, research hypotheses, instrument, data collection,
and dataanalysis. Chapter IV, Analysis and Presentation of Findings, presents the statistical
anaysis of the data and interpretation of the findings. Chapter V, Summary and Conclusion,

includes a summary of the finding, conclusions, and recommendations for future research.
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CHAPTER 2. LITERATURE REVIEW
Thereview of literature related to the proposed research includes the topics; (a)
leadership research, (b) organizational change and leading change success factors, (¢) Six
Sigma, and (d) self—efficacy.

L eadership Research

Good research requires methodological consideration for the issues of validity and
credibility. Researchisconsidered valid and credible when there is freedom from bias that
supports the generalization and transferability of the finding; in other words, it correctly
addresses assumptions and limitations of the study. Organization change has proven a
priority areafor leadership research. Organizational changeis a particularly complicated
event, one that has increasingly challenged managers who seek to effectively and efficiently
address opportunities to improve the profitability of their organization. Two characteristics of
leadership research are two factors that complicate selection of an appropriate methodol ogy;

1) the situational nature of leadership, and 2) the process focus.

Universal leadership theories attempt to identify leadership that is applicable in all
situations (Gordon & Y ukl, 2004). Contemporary approaches are based on contingency
theories that describe |eadership as situational, with behaviors and traits more beneficia in
some circumstance but not others. This later approach appears more practical in light of
organizational complexity, but provides for complications in research. Gordon and Y ukl
(2004) identified field experiments and qualitative ethnographic studies as the type of

innovative research approaches that best accommodate this challenge.
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Equally challenging to good leadership research is the past tradition of developing
theories to predict leadership effectiveness (Gordon & Y ukl, 2004). The true challengeto
understanding leadership effectivenessis the underlying process and the implication of
relationships. When leadership is viewed as ajourney as opposed to an event or destination,
traditional fixed designs are clearly inadequate. To capture the richness of the process, to
provide explanation, Gordon and Y ukl (2004) recommend longitudinal studies that leverage

both qualitative and quantitative techniques.

Gordon and Y ukl (2004), as an answer to the challenges of |eadership research,
suggest that further progress will require more innovative research methods. They suggest
that researchers should venture beyond the traditionally used survey method, and seek to
explore and explain the dynamic nature of leadership. This suggests that leadership research
should include methods like field experiments, simulations, and qualitative methods. By
using multiple methods when ever possible (Gordon & Y ukl, 2004), the applicability of the
findings are enhanced.

Six Sigma
Introduction

Today, nearly al companies are facing the harsh realities of a competitive
environment. Thisis no time for evolutionary change. Instead, companies are instituting
revolutionary changes meant to have impact within a very short time frame. Six Sigma can
be a powerful tool for corporate |eaders who recognize that the quality of their productsisa
critical factor of success. Segments such as computer technology and retail, where

innovation and speed often take priority over quality, establishing a culture of Six Sigma can



be challenging. Even in companies where quality isamajor driver discontinue
implementation of their Six Sigma program prior to seeing impact to the bottom-line. The
long term investment of Six Sigmaimplementation, as it has been pointed out, “it’s not for
everyone” (Henderson & Evans, 2000). Considering what Six Sigma is capable of
delivering, a better understanding of the reasons for failure to fully implement and sustain a
Six Sigma program can provide insight into why other beneficial organizational changes fail
to come to fruition.

The modern organization can no longer look to its ability to change as an
advantage, it is now aprerequisite for survival. Asthe managers and leaders are the ones
who are most responsible for the organizations survival, thisis priority issue. People and
companies will be leaders and have a competitive edge only if they maintain a consistent
mental attitude and seek out more effective ways to produce quality products and services.
The use of technologies, creative techniques and innovative programs will create amore
efficient, less expensive and better environment for companies and their customers (Defeo,
1999). Six Sigma provides a holistic approach of enablement and empowerment toward the
development the competitive edge every company desires.

Developed by Motorolain the mid-1980s, Six Sigma is a data-driven quality
methodology that seeks to eliminate variation, and its associated costs, from a process. Six
Sigma focuses on the needs of the customer to understand what needs to be improved, has
gained popularity through the published successes of respected company like GE, Allied
Signal, Kodak and many others. Itsreliance on data, proponents say, differentiates Six

Sigma from other methods (Scalise, 2001). The approach is based on rigorous Japanese
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theories of quality for use in the manufacturing process, where defects are relatively easy to
spot and count and thus well suited to the high-volume, high precision electronics industry
that has highly complex processes (Henderson & Evans, 2000).

Six Sigma has drawn the interest of |eaders mainly as aresult of the fact that it clearly
identifies the investment and resulting profit associated with improvements achieved as a
result of its application (George, 2002, p.17). Thisisthe language of corporate executives, a
differentiator that bridges the ambiguity of concepts like the "hidden costs of quality” talk of
past quality programs. Six Sigmais a management system focused on achieving lasting
business |eadership and top performance that benefits not just the business, but all its
stakeholders to include; customers, associates, and shareholders. Six Sigmais occasionally
presented as only a measure to define the capability of any process, but it isalso agoal for
improvement that reaches near-perfection, and the management system associated with
achieving these goals. The system to achieve Six Sigma creates a culture characterized by
(George, 2002a):

1. Customer centricity: Knowledge of what the customer's value most is the start of

value stream analysis.

2. Financial results: No project or effort is undertaken unless there is evidence

indicating how much shareholder value will be created.

3. Management Engagement. The CEO, executives, and managers are engaged in

Six Sigma. They have designated responsibilities for overseeing and guiding Six

Sigma projects to make sure those projects stay focused on organizational priorities.

4. Resource commitment: Typically 1% to 3% of an organization is devoted to Six
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Sigma efforts full-time. Other employees participate regularly on projects.

5. Execution infrastructure: The hierarchy of specific roles (such as black belts and

master black belts) provides ways to integrate Six Sigma projects into what the

organization does and supports a culture of continuous improvements efforts.

Six Sigmais not just an improvement methodology; it isfar more holistic than
that. It isconsidered a system of management, a measure of capability, and agoal for
improvement that reaches near perfection (George, 2002a). When understood in this context,
Six Sigma as a natural evolution of the teaching of Deming and the philosophy of Total
Quality Management. The Six Sigma Define-Measure-Analyze-Improve —Control (DMAIC)
model for achieving change isalogical extension of the Deming Cycle, Plan-Do-Check-Act
(PDCA).

Define-Measur e-Analyze-lmprove-Control (DMAIC)

The financial impact of Six Sigmaisthe result of the integration of the tools,
techniques and methodology into the DNA of an organization (George, 2002, p18). A
fundamental element of the philosophy isamodel that outlines the general methodol ogy.
This methodology serves as a step-by-step set of instructions for application of the tools and
techniques that characterize Six Sigma. Though numerous methodol ogical models are
available, the one most prevalent is Define-Measure-Analyze-lmprove-Control or smply
DMAIC (see Figure 2).

Figure 2. DMAIC Model (Harry & Schroeder, 2000)
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By definition Six Sigmais the achievement of eliminating defects of any processto a
level of six standard deviations between the mean and the nearest specification limit. The
Six Sigma statistic describes quantitatively how a processis performing. The sigmalevel
represents the number of errors; atrue Six Sigma process must not produce more than 3.4
defects per million opportunities. Errors are amost always due to variation of some type,
leading to the mantra of Six Sigma"variationisevil". A highlevel of variation means that
customers are not likely to get what they want, and this has far reaching impact on; retention,
marketing, efficiency, and revenue growth. Six Sigma s though, much more than a problem
solving methodology, and to view it as such isto significantly underestimate the potential it

has to improve an organization’s profitability and overall success.
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| mplementation

Thereality isthat customer's needs are always changing. Companies are challenged
to quickly detect environmental changes, but they are equally challenged to adapt their
organization to meet the new requirements. Company executives can not mechanically
replace an old culture with the new, like changing a drive shaft in acar (Gilmore, Shea, &
Useem, 1997). What they really need is a culture of innovation, a culture that has the built in
flexibility to self-organize quickly and repeatedly. An organization must have; 1) the ability
to clearly define and communicate a compelling, strategically appropriate vision and
management's commitment, and 2) support development of "learning to learn” skills, to
develop aculture capable of stabilizing an organization 3) have management that both
empowers their employees and has the patience to allow employees to self-organize.

The survival of businesses, careers, and domestic or international competition depend
increasingly on the kinds of competitive results produced by quality-driven strategies and
processes (Defeo, 1999). Six Sigmacan do just that. Successful Six Sigma leadership
requires more than management dedication; there must also be deliberate attention paid to the
alignment and balance of management support for employees and the organizational
processes that provide the resources employees need.

Asdepicted in Figure 3, the Six Sigma cycle is dependent on the successful training
of employees who then develop projects. The products, or outputs, of the Six Sigmacycle

are the completed projects that deliver on the promise of improved profitability. The



39

successful projects become inputs to the Six Sigma cycle that fuel; 1) identification of
additional projects, and 2) development of acritical mass of trained employees. Employees,
once involved in Six Sigma, become its biggest boosters (Defeo, 1999). Until this point is
reached, an organization will leverage consultantsto train staff at all levelsin project
management, project selection, change management, and in the use appropriate tools and
techniques. Of critical importance to the Six Sigma cycle is successful completion of
improvement projects, without which this cycle will become just another training program
that failsto deliver on promised results. With an estimated expense to train an employee at
approximately $8,000, including the time and resources devoted to overseeing Six Sigma
efforts, (Scalise, 2001) it is easy to recognize why a company will chose to abandon
implementation if the bottom line impact lags. Companies have recognized the challenges of
making a organizational change of this magnitude, and have integrated human resource
strategies to improve the likelihood of success.

Figure 3. The six sigma cycle (Scalise, 2001, p.43)
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Truly changing behavior over the long term requires that the Six Sigma goals be
internalized on an individual level. Six Sigma succeeds because it develops employee
camaraderie and new levels of confidence, pride and professionalism. In hopes of achieving
a Six Sigma culture, many companies have leveraged human resources-based actions to
promote desired behavior and results. Six Sigma accomplishments as a key measure for
management performance and compensation is alikely to encourage successful selection of
Six Sigma projects (Henderson & Evans, 2000), but this does not always result in motivating
the employeesto lead Six Sigma efforts.

Jack Welch said the following about people and their capabilities: "What we
call "stretch" simply means figuring our performance targets that are doable,
reasonable, within our capabilities, and then raising our sights higher - much higher
toward goals that at the outset seem to require superhuman effort to achieve. We have
found that by reaching for what appears to be the impossible, we often actually make
it. We wind up doing much better than we would have done. An exciting by-product
of stretch behavior is an enormous surge of self confidence, as people achieve things
they once suspected were beyond them (Henderson & Evans, 2000).”

Six Sigma provides a company with amore egalitarian and less hierarchical system of
reporting and decision making, where employees are encouraged to see themselves as
"owners' of the company and as “empowered" to do whatever it takes to meet customer's

needs. Empowerment is an enabler of behavioral change, and arguably afactor in supporting

the type of change that will make a company increasingly more profitable. It isthe human
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element, and attention to that element, that will determine the success or failure of Six Sigma
implementation. The human element is taking advantage of an era of technological
development to create a discipline based on the reality that higher levels of unbelievable
quality at lower cost are urgently required to compete in a challenging and tough global
economy. Six Sigmais aroad map for survival (Defeo, 1999). Where Six Sigmais a process
employees can use to achieve the challenging goals, it cannot motivate employees to take on

the challenge of leading change efforts in an organization.

Organizational Change

Only organizations that display the characteristics of being fast flexible, responsive
and totally customer focused will survive to meet the economic challenges of the 21% century
(Atkinson & Millar, 1999). Itisof little surprisethat virtually al companies want to build a
culture that is vision driven, entrepreneurial, team based, and "boundary less"; a culture that
favors nimble responsiveness to customers and market opportunities, all companies stress a
more egalitarian, less hierarchical system of reports and decision making. Company’swant a
culture where employees are encourages to see themselves as "owners' of the company and
as empowered to do whatever it takes to meet customer's needs. A review of the literature
regarding organizational change that addresses the topics of complexity theory and models
for leading change provides the necessary context for the introduction of self-efficacy asan
important influence on the success of change in an organization.

Complexity Theory



When organizations were studied and understood through the lens of scientific
management, as introduced by Fredrick Taylor, there was an understanding that leveraged
mechanistic laws and viewed people as automatons in a huge machine. From this
mechanistic approach, all actions are seen as something that is accompanied by equal and
opposite reactions; providing for alinear perspective of organizational dynamics and change.
Life seemsto contradict this classical view, and there is an increased realization by
academics and practitioners alike that organizations are anything but simple. In contrast,
modern organizations are instead seen as complex entities that operate as systems striving to
establishing equilibrium (Burnes, 2004a).

Evolution theory provides afar more complex view of how change occurs. Nobel-
prize winner Ilya Prigogine, in the field of non-equilibrium thermodynamics and phase
transitions, provides an explanation for the generation and development of order. Prigogine
presents change, development and transformation as taking place in open systems operating
ina far from equilibrium condition (Maclntosh & MacL ean, 2001). A complex system is
one where alarge number of agents interact with each other (Aram & Noble, 1999).
Complexity theory brings together research on complex systems from arange of scientific
disciplines that include biology, chemistry and physics to name afew. These complex
system, for survival purposes, operate at the edge of chaos yet have the ability respond
continuously to changes in their environments through a process of spontaneous self-
organizing (Stacey, R., 1996).

According to complexity theory, systems behave in arelatively stable manner until

they reach a critical threshold. Asthis point is approached, the system becomes stressed,



making it unstable. As the system moves from equilibrium to far-from-equilibrium
conditions there exists the potential for change. A system in a far-from-equilibrium
condition is open to the environment, importing energy and exporting entropy (whichisa
measure of disorder) (Maclintosh & MacLean, 2001). In this condition a system can make
use of disorder to fuel the process of change. Different than the cause and effect model, a
system uses feedback to escalate many tiny changes into globally different behavior patterns
(Stacey, R. D., 1995). According to thistheory, asystem isresult of every detail of its
history, and what it will become can be known only if every detail of its future isidentified
(Stacey, R. D., 1995). Sincethisisimpossible, the future of a system can really only be
known when it happens, and thus that challenge of leading change in an organization.

There are three concepts at the heart of complexity theories; the adaptive nature of
systems, self-organization, and the edge of chaos.

Systems are adaptive. They do not simply respond to events, systems evolve.
Individuals are guided not only by their own rules of behavior, but also by the rules that they
share with others in the group. Competition and conflict emerge and the evolution of the
system is driven by individuals who are attempting to exploit each other, a game that can
continue only if neither side succeeds completely or for extended periods of time (Aram &
Noble, 1999). Because organizations have come to be known as complex systems (and not
machines), they are adaptive too. They can be neither be controlled nor predicted, but will
adapt in amanner in which order will emerge on its own.

Complex adaptive systems are spontaneously self-organizing. Increased levels of

interconnectivity, shared identity, and collective capacity, all contribute to the self-organizing
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capability of the organizational system (Gilmore et al., 1997). These characteristics of
adaptation and self- organization create a distinctive dynamic within and between systems,
one of tension and paradox; of competition and cooperation for supremacy and for survival,;
of dominance for the currently fittest; and retention of redundancy in the sustaining of
recessive systems, aredundancy that sustains the potential for creativity (Whestley, 1994).
The “edge of chaos' is a space where order and disorder co-exist (Tetenbaum, 1998).
For complexity theorists, chaos describes a complex, unpredictable and orderly disorder in
which patterns of behavior unfold in irregular but similar forms; snowflakes are all different
but all have six sides (Tetenbaum, 1998). Chaos is often viewed as complete randomness, but
complexity theory viewsit asjust a different form of order. Chaos, which is both dynamic
and non-linear, has a hidden order that only appears to be utter chaos (Tetenbaum, 1998).
Stacey (2003) identifies three types of chaos, which he refers to as order-disorder:
stable equilibrium; explosive instability; and bounded instability. Only under the last of
these, bounded instability, are complex systems seen as having the ability to transform
themselvesin order to survive. If systems become too stable, they ossify and die. If they
become too unstable, as with cancer, they may get out of control and destroy themselves
(Tetenbaum, 1998).The edge of chaos is where life has enough stability to sustain itself and
enough creativity to deserve the name of life. It isthe constantly shifting battle zone between
stagnation and anarchy, the one place where a complex system can be spontaneous, adaptive,
and alive (Aram & Noble, 1999). This propels the system away from its current state toward
anew, ordered state in away which islargely unpredictable. This switch in statesiswhat is

by definition an organizational transformation (Maclntosh & MacL ean, 2001).
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There has been an ongoing search for techniques that support a“bounded instability”
approach than enables management and |eaders to optimize the edge of chaos type activities
by their employees without the risk of unmanageable, explosive instability.

Leading Change

Organizational change is often loosely categorized into two different models that
highlight the link it has to complexity theory; 1) episodic, discontinuous, and intermittent,
and 2) continuous, evolving, and incremental (Munduate & Bennebroek Gravenhorst, 2003).
The distinctive quality of continuous change is that small continuous adjustments can
accumul ate to become a substantial change. Because it requires both breaking the current
equilibrium and moving to a newly created equilibrium, it is most closely associated with
planned intentional change promoted by change agents (Munduate & Bennebroek
Gravenhorst, 2003). The continuous change intervention is characterized by the “logic of
attraction” that induces constant adjustments and improvements. “people change to a new
position because they are attracted to it, drawn to it, inspired by it” (Weick & Quinn, 1999).
Innovation and change need to be understood from the point of view of the actors involved.
From this perspective, the role played by managers who act as internal change agents affects
the employee behavior and is directly related to the type of change that istaking place. In
episodic change the manager’ sroleisthat of the prime mover who creates change, whilein
the continuous change model thisrole is characterized as a sense-maker who redirects change
(Weick & Quinn, 1999). That isthe difference implicit in Kotter’s (1996, p. 24) question:
“Is change something one manages or something one leads?’ To manage change isto tell

people what to do (alogic replacement) but to lead change is to show people how to be (logic
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of attraction) (Weick & Quinn, 1999). In an attempt to support continuous improvement
efforts, the role of aleader or manager is to bring about employee acceptance of change by
inciting positive feelings with regard to the desired behaviors (Munduate & Bennebroek
Gravenhorst, 2003).

The organizational change processis best understood in the context of Kurt Lewin's
seminal work on the topic of planned changes, most importantly, his 3-step model. This
model has served as a foundation for nearly every other model proposed sinceits
introduction.

Kurt Lewin and planned change

Kurt Lewin was a humanitarian who believed that only by resolving social conflict,
whether religious, racial, marital or industrial, could the human condition be improved
(Burnes, 2004b). He believed that the integration of democratic valuesinto all aspects of
society was the key to preventing the worst extremes of social conflict that he had seen in his
lifetime (Lewin, 1951). The model he proposed for supporting planned change involved all
individuals as a means of assuring understanding and affording every individual the time and
information needed to restructure his or her perception of the world around them (Burnes,
20043, 2004b). Lewin's planned change approach is based on four concepts; Field Theory,
Group Dynamics, Action Research, and the 3-step model.

Field theory is an approach to understanding group behavior by trying to completely
map out the complex environment where behavior occurs. Environments are in a continuous

state of adaptation, something he called ‘quasi-stationary equilibrium’' (Lewin, 1943a). Asa



result, change and constancy are relative concepts, with change always happening, just in
varying amounts (Lewin, 1951).

Group dynamics emphasize group behavior, as opposed to individual behavior, asthe
primary focus of change. Lewin's definition of agroup still the most accepted " it is not the
similarity or dissimilarity of the individuals that constitute the group, but the interdependence
of their fate" (Burnes, 2004c). He was the first psychologist to write about group dynamics
and the importance of the group in shaping the behavior of its members.

Action Research is atwo pronged approach. First, for change to occur thereisa
requisite action that must be directed at achieving the change. Second, successful actionis
based on analyzing the situation correctly, identifying all the possible alternative solutions
and choosing the one most appropriate to the situation at hand. Action research draws on
both of the two previously discussed elements (field research to understand the current
forces, and group dynamics to understand why the people are behaving as they are) to
understand the resultant group behavior when encountering environmental forces (Burnes,
2004c).

The emphasis Lewin placed on people and their perceptions, the constancy of change,
and the importance of the change itself highlights his reasons for stressing the characteristics
of participation and collaboration as vital to change. Change that succeedsin a higher level
of group performance often erodes to a point where performance returns to the previous
level. The goal of change can not be the attainment of adesired level of performance.

Instead, it is permanency at the new level or permanency for a desired period that should be
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the objective (Stacey, R., 1996). Thisled to the development of Lewin’s 3-step change
model; unfreezing, moving, and refreezing.
3-Sep Model. Lewin believed a successful change to be characterized by three steps:

Step 1: Unfreezing. Lewin believed that the stability of human behavior is

based on a quasi-stationary equilibrium supported by a complex field of driving and
restraining forces. He argued that equilibrium needs to be disrupted (unfrozen) before
old behavior can be discarded (unlearnt) and new behavior successfully adopted
(Burnes, 2004a).

Step 2: Moving. Unfreezing isnot an end in itself. Though it may create

motivation to learn it does not necessarily control or predict the direction (Schein,
1988). It is necessary to take into account all the forces at work, and identify and
evaluate, iteratively, the available options (Lewin, 1951). Lewin's view was that it
was not possible to change the behavior of a group successfully, unless one
understood the interactions (dynamics) between its members (Burnes, 2004a)

Step 3. Refreezing. Thisfinal step emphasizes stabilizing the group at a new

guasi-stationary equilibrium in order to ensure that the new behaviors are set and will
not return to the previous state. Lewin saw successful change as a group activity.
Because group norms and routines are also transformed, changes to individual
behavior will not be sustained. In organizational terms, refreezing often requires
changes to organizational culture, norms, policies and practices (Schein, 1988)
Lewin's planned change model supports improving the operation and effectiveness of

an organization by encouraging an approach that everyone. As the modern organization is
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faced with the reality that survival is contingent on an ability to transform rapidly and
successfully (Kanter, 1989), Lewin's model has provided a seemingly simplistic foundation
for understanding the interaction of factors influencing the success change. The seemingly
simplistic model is helpful in understanding organizational change in the context of
complexity theory.

Leaders desire a culture of innovation the flexibility to self-organize quickly and
repeatedly. Vision has consistently been identified as a key responsibility of managers. The
vision or goal must be tangible, measurable and realistic to the business and direct it toward
the end state (Atkinson & Millar, 1999). There has been a dramatic shift in role of an
effective leader or change agent from setting direction to developing strategic vision. The
modern change agent must create an environment for self-organizing, where purposeful
outcomes can be jointly created by diverse, interrelated, interdependent members of a
complex system (Atkinson & Millar, 1999). Thisis often easier said than done, leading
academics and practioners alike to search out models that accurately explain factors
associated with leadership success.

Models for Leading Change

John Kotter is probably one of the most well known names in popular business
literature. His eight steps for leading change include; 1) establishing a sense of urgency, 2)
creating aguiding coalition, 3) developing avision and strategy, 4) communicating the
change vision, 5) empowering a broad base of people to take action, 6) generating short-term
wins, 7) consolidating gains and producing even more change, and 8) institutionalizing new

approaches in the culture (Kotter, 1996b).
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He follows the unfreezing, changing, re-freezing organizational change model
introduced by Lewin. Those who fail to understand this about his approach often make the
mistake of taking actions out of sequence. Hisfirst four steps support unfreezing, the next
three steps support the move, and the final step is about re-freezing. It isabout having a
compelling vision, and wanting to lead the efforts that support the entire organization getting
there. He also highlights the importance communication plays in the successful change
efforts.

Another approach isthat of the "Heart, Heart, and Hands" (Gibson & Billings, 2004).
Gibson (2004) reminds us that change creates uncertainty, and that uncertainty is
accompanied by feelings like; a sense of loss of control, confusion, uncertainty, mistrust,
"me" focus, fear of letting go of what led to success in the past, low stability, high energy
(often misdirected), and an increased conflict. For change to happen, three areas must be
addressed; the head, the heart, and the hand.

Management must provide people with an understanding of the reasons for change
that are compelling and logical; in doing such, they have addressed the head. Managers must
also acknowledge the fears and concerns of all the employees. By helping them to develop a
sense of what the change will mean for them, managers are addressing the heart. Lastly, they
must address the hands by empowering them to gain the new skills needed to be successful
and aligning reward and recognition to reinforce the demonstration of desired behaviors.

In the context of Lewin’s 3-step model for change (unfreeze, change, re-freeze) the
challenge of successful change is more fully appreciated. Lewin’s model is at the foundation

of each of the discussed approaches.
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Unfreezing is about overcoming inertia. The actions taken here need to be consistent
with questioning the current status and seeing something logical and compelling enough to
create awillingness to change. Kotter (1996) addresses this need with his steps that include
creating a sense of urgency, creating a vision and communicating the vision. Thisiswhere
leaders drive. These steps, this phase of change, are about action and about standing up front
and being seen and walking the talk at every opportunity.

The second step, change, means a different approach, a different pattern, a different
rhythm and different culture. Change creates uncertainty; jumping the curvesislike letting
go of one secure place to try to get to another. The feelings experienced by employees are the
most challenging of any of the phases and include: sense of loss of control, confusion,
uncertainty, mistrust, a self-preservation focus, trepidation associated with moving from
something that worked in the past, instability, significant emotional stress, that in
combination can manifest outward as misdirected high energy and increased conflict. A
leader must anticipate these feelings without getting distracted, and focus on bring back a
sense of control and confidence (Gibson & Billings, 2004). It isthe management and the
leaders of the organization that enable an organization to re-establish the control and
confidence need to stabilize after a transformation.

Both change and re-freezing are the result of empowerment, recognition and patience
on the part of management. Once there is a compelling reason for change, the actual shift will
happen when it isright. Lichtenstein (1997) called the actual event grace, magic, or a
miracle, each of those terms suggesting the unexplained nature of the event. Honoring the

concept of equifinality, there is no one action that can be traced to the occurrence of change,
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though factors that can be seen asinfluential. Some of the more important enablers include
learning, or learning to learn, as an organizational competency. The support for change and
the support for stabilization are common in that they are about enabling. The leadership can
not "do" either of these steps for the rest of the organization; only the organization will be
able to figure out the right path and structure needed to support the new organization.

The managers and leaders that are at first challenged to identifying the behaviors
needed to implement a new strategy, are equally challenged to find ways to teach, nurture,
and reinforce the new behaviors needed to lead change. Managers and leaders can not stop
until the change is cemented in the organization. They must also take steps to support the
unlearning of older behaviors that are incompatible with the new. Feedback, both at a micro
and macro level ismandatory. They must show evidence of objective progressin support of
the vision. The modern manager and leader must never "let- up,” the effort needed to enable
changeisequal to that required to ensure gains are sustained, and evolution for the next
change can occur.

Gibson & Billings identify the 3" step of change as "making it stick, maintaining the
momentum" (Gibson & Billings, 2004). It is here that the changes are operationalized. Their
head, heart and hand approach focuses the attention of managers on ensuring the clarity and
understanding of the vision, continuously motivating people regarding the change, and
verifying that everyone is continuing to use new behaviors and skills (Gibson & Billings,
2004).

Kotter's addresses “freezing” in the last step of his 8-step process of creating major

change. He cdlsit "anchoring new approachesin the culture,” (Kotter, 1995). It is here that



he states the reality that the standards and shared values of a change in the organization
happen last, and these standards and shared values will happen as aresult of demonstrated
results, lots of talk, and potentially some turnover in personnel (Kotter, 1995).

Therole of the leader and the actions of a manager are not necessary different at this
time of "sticking the change”, they are just more intense. Empowerment isamust, as the
organization seeks out the best ways to accomplish goals. Support for learning to learn
ensures that everyone will continually learn new skills to adapt the changing needs.
Communi cation takes on a paramount role both in action and word as people need both
constant re-affirmation of the need for change and evidence that real progress toward the
vision that is being achieved. The vision must be reinforced again and again, successes need
to be shared and the people who achieved them rewarded to reinforce expectations of the
same from everyone else. Asthe market place continues demand change, organizational
changeis necessary for survival. This helps clarify the need for al managers to become
adept at these leadership skills.

L eading Change Success Factors

L eadership research has exploded over the last half century as both academic and
practioners race to understand the factors associated with effective leadership. In
understanding the challenge of leadership during change, Nadler and Tushman (1989)
present large scale organizational transformation as "frame bending”. Key to selection of this
term is an acknowledgement of change as an arduous undertaking. Organizations are
complex systems with two major elements, strategy and organization (Nadler & Tushman,

1989). Strategy iswhat a company does; organization is how it doesit. The organizationis
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composed of work, people, formal processes and informal process al of which must bein
congruence (Nadler & Tushman, 1989). The difficulty associated with change is the
conflicting responsibilities placed upon those attempting to lead change.

L eaders enabling change have the conflicting requirements to both support
congruence without making it an impediment to the creativity needed to take advantage of
the improvement opportunity. This entire process places an immense amount of pressure on
the employees of an organization. Much of the pressure created by organizational change
could be alleviated if those leading change focus on people aspects in addition to strategy and
other organizational elements (Woodward & Hendry, 2004). The impact of change on
people provides insight into understanding the key features of leading and coping with
change in an organization (Figure 4).

Figure 4. Leading and coping with change model (Woodward, 2004, p. 168)
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First of all, people will always look first to how a change will impact them. Asnew
directions and situations evolve, employees will assess them as either positive or negative
and will adjust expectations accordingly. The perception is often most influenced by an
assessment of the adequacy of resources and their capability to cope with the change.
Employees need the support of credible and capable managers. They will continually assess
the capability of management to deliver to them the resources they need. Employees
appreciate the difficulties managers face in leading change, but will still punish managers
who have been neglectful and who have created unnecessary pressures. Thisimpact of
judgment of managers and the effect it has on the success of change programsis often
dismissed. Employees are continually evaluating what is going on during change, and will
adopt various coping strategies to include denial, avoidance or stress, if they feel become
overwhelmed.

An employee’ s ability to cope with change is most influenced by the devel opment of
skills to manage the new situations and the ability they then have to show responsibility for
performance; this enhances their sense of autonomy and control. By providing support for
employees to learn new competencies, through formal training or informal coaching,
managers are providing the organizational support that employees require to develop the
sense of autonomy and control they need to succeed.

Unfortunately, managers leading change tend to stress the things they control asthe
most important factors for success, as opposed to stressing the development of their

employees’ ability and perceptions about factors they must control for organizational
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success. Successful managers recognize that the success employees experience in meeting
the requirements of the new situation will reinforce feelings of control.

The mix of optimism and patience associated with managing and leading during a
change highlight the situational nature of leadership, and also the need for ability in terms of
the skills associated with establishing reasonable goals and boundaries to initiate changein
an organization. Thereisthough, another ingredient, arguably the most important, that
represents a potentially illusive factor that can serve as a predictor of leadership success.
Faced with the challenge of |eadership, work rooted in Badura's socia cognitive theory

provides evidence for self-efficacy as a key factor in predicting success.

Self-Efficacy

The modern change agent must create an environment for self-organizing, where
purposeful outcomes can be jointly created by diverse, interrelated, interdependent members
of acomplex system (Atkinson & Millar, 1999). Thisis often easier said than done, leading
academics and practioners alike to search out other models that more accurately explain
factors associated with leadership success. Most notably, research in the field of psychology
suggests that individual personality type and efficacy may serve as predictors of leadership
effectiveness especially in leading change efforts. The field of social cognitive theory (SCT)
serves as a foundation for further discussion of this assertion.

Salf-fulfilling Prophecy
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The “Pygmalion effect,” occurs when a person’s high level of expectations of another
person resultsin high level of performance (McNatt & Judge, 2004). When a person’s high
self-expectations result in high performance, the Galatea effect is said to occur. One of the
key conceptual formulations of self-expectations of performance is task specific self-efficacy
(McNatt & Judge, 2004). According to self-fulfilling prophecy theory, one' s behavior is
consistent with his or her expectations, and those behaviors in turn will influence outcomes
(Merton, 1948). A key direction of further self-fulfilling research, of obviousimportance to
organizations, is to learn how managers might enhance employee self-expectations. Gist and
Mitchell (1992) identified the malleability of self-expectations, and self efficacy, as reason
for organizational interest in further research.

Social Cognitive Theory (SCT)

Socia cognitive theory (SCT) has been used as a conceptual framework for
explaining a variety of human phenomenon including academic performance, achievement
behavior, alcohol and drug abstinence, career choice, decision making, gender differencesin
performance, goal setting and motivation, healthy life-style choices, job performances, sport
and motor performance, and different forms of political participation (Bandura, 1997). The
framework of SCT explains a person’s behavior as arelationship between three reciprocal
dimensions (Figure 5) that include: 1) one’'s environment (e.g. consequences, good or bad,
from the organization), 2) one’' s social cognitions and other personality factors, and 3) one’'s
behavior (e.g. past successful of unsuccessful performance) (Malone, 2001; Mccormick &

Martinko, 2004). Because of the reciprocal influence of the factors, employees are at the
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same time both products and producers of their personality, behavior and environment
(Stajkovic, Alexander D & Fred Luthans, 1998).

Figure 5. Triadic relationship of Social Cognitive Theory

Environ ment

Behavier
Employee

Research in the field of Social Cognitive Theory has progressed over the last few
decades to include the addition of the factor of self-efficacy. Peterson’s (2005) formulafor
human performance (Figure 6) takes the two internal variables of ability (employee) and
motivation (behavior) and adds to it the variable of self-efficacy. Situational factors
(environment) are viewed as a constant in the equation.

Figure 6. The Human Performance Model (Peterson & Arnn, 2005. p.8)
Human Performance= f(self efficacy X motivation X Ability) + situational factors

Ability isthe capacity or possession of knowledge that one has to perform atask of
value to an organization (Mccormick & Martinko, 2004). It is the combination talent,
learning, and experience that play a critical role in human performance. Motivation or the
willingness to perform may be based on the belief in recelving some tangible reward. A

person may believe in an outcome that will satisfy a need or emotional reward, such as praise
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or recognition. While ability and motivation are obviously critical components of human
performance, situational factors also impact performance. Research and theory devel opment
in the fields of psychology, education, organizational behavior, and other disciplines have
clarified the roles played by ability, motivation, and situational factors in human performance
(Locke, 1997). The fourth element, self-efficacy, serves as afactor in the human performance
equation that adds insight to theory in the field of leadership and shown promise in
answering the question “why some people step forward to attempt difficult tasks and others

do not?’
Self-efficacy

Self-efficacy stems from Bandura's (Bandura, 1997, 1999) Social Learning Theory
and is "the belief in one's capabilities to organize and to execute the courses of action
required to produce given attainments' . Self-efficacy is a person’'s own judgments of their
competence to compl ete an action. Neither self-confidence nor self-esteem convey the
richness of self-efficacy. Where self-confidence is a person's assurance of an outcome, good
or bad; and, self-esteem is a person's estimate of hisor her own worth; self efficacy is
assuredness of a positive outcome. Neither of the two other terms come as close to the
concept of self-efficacy and the potential impact of this factor on a persons emotions,
actions, thoughts, and motivation (Bandura, 1997).

Self-efficacy isaperson's conviction about his or her abilities to mobilize the
motivation, cognitive resources, and courses of action needed to successfully execute a
specific task within a given context (Stajkovic, Alexander D. & Fred Luthans, 1998). A

person's beliefs about their abilities have an influence on the outcome of their actions. People
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tend to avoid activities and situations they believe they are likely to fail. They also tend to
adjust level of effort expended based upon their expectations of the outcome. Bandura (1986)
contends that person’s behavior is better predicted from their beliefs than from the actual
consequences of their actions.

A person with strong self-efficacy, when faced with task failure and frustrations, is
more likely to recover quickly, to demonstrate persistence, and to employ creative problem
solving when faced with challenges. Thistype of individua believes they will find away if
they work hard enough. When they are unsuccessful, it will not be attributed to their ability,
motivation or the situation, but instead to alack of effort on their part. People with high self-
efficacy will persevere at tasks even when they are doomed to fail. They will persevere even
when they really do not have the ability to perform atask; they will not “throw in the towel";
because they are spurred by obstacles to greater effort (Bandura, 1999).

Research within organizations (Bandura, 1999; Stajkovic, Alexander D. & Fred
Luthans, 1998) has demonstrated that self-efficacy is strongly related to performance.
Research has shown that self-efficacy affects peoples thoughts, actions, levels of motivation
and perseverance, and susceptibility to stress and depression. In light of what has been
recognized about the challenges of transformation in an organization, the impact of atrait
like self-efficacy seemsintuitive. The implications to managers seeking means develop
motivated employees, task specific self efficacy isincreased through successful performance,
but management could also structure successful repetitious and progressively more difficult
mastery experiences for employees, so that they learn that they can “do it” (Eden & Y aakov

Zuk, 1995; McNatt & Judge, 2004).
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Sources of Efficacy. There are four ways of developing a strong sense of efficacy;
mastery experience, social modeling, social persuasion and , and affected state (Bandura,
2000; Goddard et & ., 2004).

Social modeling provides a vicarious experience for people to see otherslike
themselves persevere and succeed. This vicarious experience buildsin individuals a belief
that they too are capable of success. If the modeler performswell, itislikely that the
efficacy of an observer will increase, with the opposite true if the performer does not do well.

Socia persuasion is encouragement or specific performance feedback from a
supervisor or colleague (Goddard et al., 2004). People are persuaded that they have what it
takes, and as aresult they will exert more effort than if they harbor self doubt. The potency
of the persuasion depends on the credibility, trustworthiness, and expertise of the persuader
Effective social persuaders do more than just convey faith in a person, they also take steps to
ensure success and guard against situation likely to result in failure (Bandura, 2000). Though
the power of social persuasion may be limited in terms of creating long term change, it can
counter the occasional short term set-backs that do have the potential of creating just enough
self doubt to interrupt persistence.

People aso rely on their physical and emotional states to judge their capability
(Bandura, 2000). Thelevel of stimulation, either anxiety or excitement, adds to an
individual’ s perception of self-capability or incompetence. Individuals with strong beliefs
can tolerate pressure and crises and continue to function without debilitating consequences,

they can learn to rise to the challenge when confronted with disruptive forces. Less
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efficacious individuals though, are likely to have a dysfunctional reaction, which in turn
increases the likelihood of failure (Goddard et al., 2004).

The final source isthe mastery experience. This source is considered the most
powerful, and is the source of efficacy investigated in this research study. The perception
that a performance has been successful tends to raise efficacy beliefs, contributing to the
expectation that performance will be proficient in the future. The perception that one’s
performance has been afailure tends to lower efficacy beliefs, contributing to the expectation
that future performances will also be inept. If people have only easy successes, then they are
easily discouraged by failure. Development of aresilient sense of efficacy requires
experience in overcoming obstacles through perseverant effort (Bandura, 2000). If the
success can be attributed to something controllable by the individual (i.e. like use of Six
Sigmatools and techniques) than efficacy beliefs are enhanced (Goddard et al., 2004).
Applicable Research

There has been a growing interest in the topic of self-efficacy, with research
supporting the investigation of this factor in wide variety of settings. Education is one of the
most prevalent areas with research targeting both students and teachers like the study by
Goddard (2004) that focused on student achievement and teacher performance. There are
also numerous studies that have investigated the significance of the relationship between
self-efficacy and work-related performance like; job search, sales, learning and task related
achievement, adaptability to advanced technology, career choice, naval performance at sea

and more (Stgjkovic, Alexander D & Fred Luthans, 1998).
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A scarcity of research of self-efficacy in the field of organizational learning though
has been noted (Goddard et al., 2004). Though limited in number, studies that investigated
self-efficacy in organizations have provided support for the significance of the factor. In one
study, Paglis (1999) investigated management self efficacy as afactor in motivation of
managers to lead change. This research project developed and tested aleadership model that
focuses on the source of a manager's motivation for stepping forward and attempting to lead
change. Paglis developed a new construct of leadership self-efficacy (L SE) with three
proposed dimensions: direction-setting, gaining followers commitment, and overcoming
obstacles to change. Her work leverage Bandura's (1986) socia cognitive theory, with the
primary hypothesis that managers higher in LSE will be seen by othersin the work
environment as engaging in more attempts at leading change (Paglis, Laura L., 1999).

Luthans and Stajkovic have done a number of self-efficacy studiesincluding an
empirical investigation of manager efficacy as afactor in the level of employee engagement
(2002), and a meta-analysis investigating self-efficacy and work related performance (1998).
The studies support the validity of self-efficacy in the context of organizational learning.
The meta-analysis examined whether combined reinforcement effects on task performance
are additive, redundant, or synergistic (Stajkovic & Luthans, 2003). The study identified
money, feedback, and social recognition as having a significant impact on task performance.

There have been a number of studies that have addressed personality type as afactor
in organizational change. Personality type has been investigated as a predictor of leadership
effectiveness (Culp, 1992), and as a factor in the development of a Six Sigma culture (Kaiss,

2004). Culp investigated the relationship of leadership styles of leaders to organizational
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commitment to Total Continuous Quality Improvement (TCQI). She used a comparative field
study involving 58 organizations. Three basic findings emerged as results of this study; (1)
leadership style is not amajor factor in the commitment to TCQI; (2) leadership satisfaction
is greater in those organizations committed to TCQI; and (3) organizations committed to
TCQI have more organic organizational structures than organizations not committed to TCQI
(Culp, 1992). Kaiss used a quantitative correlation study to: (a) to investigate if there was a
preferred influence style used by aleader in a high-tech organization when implementing a
Six Sigma change program, and (b) to determine if there was a relationship between a
particular influence style and the success of Six Sigmaimplementation. The study, conducted
in one company, concluded that the majority of Six Sigma Personnel (>80%) used rational
persuasion as their preferred influence style; and that persons using rational persuasion
achieved significantly higher hard savings as compared to peers who used other influence
styles(Kaissi, 2004). In addition, the effect of influence styles was mediated by the effect of
social culture (USvs. Far East vs. Europe). Kaissi (2004) concluded with an observation that
“human factor harmony in leadership with the statistical tool is the key to the successful
implementation of Six Sigma.”
Summary

The topics reviewed in this chapter where chosen for two distinct purposes; first, to
provide afoundation and context for the study, and second, to highlight the organizational
opportunities that this study might benefit. Leadership research is arguably one of the most
prevaent, but is challenged by both the situational nature of leadership and difficulty in

agreeing on adefinition for leadership. Organizational change has evolved from being a
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linear, cause and effect type event to a highly complex, system type phenomenon.
Companies strive to evolve effectively and efficiently in light of external changes and
internal opportunities. The systems approach to organizational change adds to the
complexity of determining factors that |eaders can and should address to achieve
organizationa goals. Social cognitive theory, more specifically the self-efficacy, provides an
interesting factor that has been linked to employee motivation. Where human capital is
increasingly viewed as an organizations most valuable resource, it is arguably its most
variable. Self-efficacy is malleable, and as such provides managers with the opportunity to

address specific opportunities to improve employee motivation.
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CHAPTER 3. METHODOLOGY
This chapter will describe the methodology used to investigate the relationship
between the outcome of one’s most recent project leadership attempt and one’ s intentions to
use Business Process Improvement (BPI) methodology (Six Sigma) in support future
continuous improvement effortsin the company. This chapter will address the research
foundations, the purpose of the study, and the research design. The chapter will also cover
the sampling design, research hypotheses, devel opment of the survey instrument, and data

collection and analysis.

Research Foundations

Self-efficacy deals specifically with how a person’s beliefsin their capability will
influence both the level of motivation they have to attempt atask and their level of endurance
to persevere along the path to produce a desired outcome. Unless people believe they can
gather up the necessary behavioral, cognitive, and motivational resourcesto succeed in a
task, they will likely dwell on the difficult task ahead, and either exert too little effort to
succeed or never even attempt the task.

Research on the topic of self-efficacy has grown in many areas. Studies focused on
student achievement and teacher performance (Goddard et a., 2004) are representative of the
prolific work that has been conducted in the field of education. There are a'so numerous
studies that have investigated the significance of the relationship between self-efficacy and
work-related performance like; job search, sales, learning and task related achievement,

adaptability to advanced technology, career choice, naval performance at sea and more
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(Stajkovic, Alexander D & Fred Luthans, 1998). Research of self-efficacy in the field of
organizational learning though, has been lagging (Goddard et a., 2004).

Despite being limited in number, the studies that investigated self-efficacy in
organizations have provided support for the significance of this behavioral factor. In one
study, Paglis (1999) investigated management self efficacy as afactor in motivation of
managers to lead change. Luthans and Stajkovic have done a number of studies to include an
empirical investigation of manager efficacy as afactor in the level of employee engagement
(2002), and a meta-analysis to investigate self-efficacy and work related performance (1998).
These studies have demonstrated the validity of self-efficacy in the context of organizational
learning.

Asall real world research does, these studies had limitations. Paglis used data
gathered via a survey of managers and direct reports to support the devel opment of an
instrument for measurement of leadership self efficacy (LSE). This study will also develop
asurvey instrument, but will augment the analysis with the addition project datafrom a
actual leadership attempt. Paglis was focused on manager self-efficacy, proposing it as an
antecedent to employee behavior. Expanding on the scope, this study will investigate self-
efficacy of any employee, regardless of their status as manager or individual contributor. As
companies continue to recognize the benefit of having an empowered workforce, where
every employee is expected to step forward, self-efficacy has organization wide applicability.
The Luthan and Stgjkovic (2002, 1998) studies investigated self-efficacy as afactor in
employee motivation to attempt and succeed at accomplishing simple tasks. In contrast, this

study will focus on projects of medium to high complexity where a person must address
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multiple tasks that included; influencing others, working across organizational boundaries,
applying advanced project management and problem solving tools and techniques if they are
to succeed at an attempted business process improvement.

There have been a number of studies that have addressed personality type as a factor
in organizational change. Personality type has been investigated as a predictor of |eadership
effectiveness (Culp, 1992), and as a factor in the development of a Six Sigma culture (Kaissi,
2004). Despite thisresearch and other like it that has demonstrated the effectiveness of using
personality type to predicting leadership outcome; personality typeisatrait that difficult to
change. Self-efficacy though, can be developed, and therefore is of more interest in this
research focused on identifying factors that management can proactively addressto freeze
into place a change in the culture of an organization.

This researcher asserts the investigation of self-efficacy as afactor in explaining the
engagement of employeesin an organizationally beneficial activity of driving continuous
improvement has not previously been done and therefore; helping to fill the void of self-
efficacy research in organizations, and is a benefit to the managers and leadersin the

company that is the target of this study.

Purpose of the Study
The purpose of this quantitative correlation research study isto investigate, in one
large high tech company, the relationship between the outcome of one’s most recent BPI
project leadership attempt, his or her self reported motivation to attempt future use the BPI

methodology, and his or her level of BPI Skill Self-Efficacy (BPI SE), as shown in Figure 7.



Figure7. BPI Project Leadership Experience, Future Intensions, and BPI SE
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