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TOP MANAGEMENT TEAM AND BOARD OF DIRECTORS’ TEMPORAL FOCUS 

AND STRATEGIC CHANGE: AN EMPIRICAL STUDY 

 

Abstract 

Top managers’ influence on strategic change has been widely addressed in the literature. There 

are plenty of findings that indicate the relevant role of cognition and behavioral responsibility in 

the decision-making process, lending credence to the bounded rationality theory. Researchers 

have dedicated special attention to the role of the CEO and the Top Management Team in 

strategic change initiation due to the fact that they are directly connected to the decision-making 

process. Grounded in the Upper Echelon theory and in the managerial cognition literature, the 

purpose of this study was to investigate how a particular filter, the temporal focus, serves as a 

mechanism that influences the decision-making of Top Management Teams and the Board of 

Directors and, consequently, the strategic change. This study adopts a qualitative approach based 

on a single case study and uses a broader perspective of the actors involved, including the role of 

Board of directors. Two main contributions were made to the Upper Echelon and strategic change 

theories: first, evidence of the influence of individuals’ temporal focus differences on the group’s 

dynamics and interactions in the decision-making process; second, a closer look at how top 

executives and Board of directors’ deliberation in decision-making and their interpretations 

influence the initiation of strategic change. This study can be of special interest for managers by 

calling their attention to subjective aspects of the decision-making process and helping them 

make better informed decisions. 

 

Key-words: Upper Echelon Theory; Managerial Cognition; Top Management Team; 

Board of Directors; Strategic Change; Temporal Focus. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

Resumo 

A influência do alto escalão nos resultados das mudanças estratégicas é um fato consolidado na 

literatura. Várias descobertas indicam o papel relevante da responsabilidade cognitiva e 

comportamental no processo de tomada de decisão, dando credibilidade à teoria da racionalidade 

limitada. Os pesquisadores dedicaram atenção especial ao papel do CEO e da equipe de gestores 

de topo na iniciação da mudança estratégica, devido ao fato de estarem diretamente conectados 

ao processo de tomada de decisão. Se embasando na teoria do Alto escalão e na literatura da 

cognição gerencial, o objetivo deste estudo foi investigar como um filtro específico, o foco 

temporal, funciona como um mecanismo que influencia a tomada de decisão das equipes de alta 

gerência e do conselho de administração e, consequentemente, a mudança estratégica. Este 

estudo adota uma abordagem qualitativa baseada em um estudo de caso único e usa uma 

perspectiva mais ampla dos atores envolvidos, incluindo o papel do conselho de administração. 

Duas contribuições principais foram realizadas para as teorias de alto escalão e mudança 

estratégica: primeira, evidências da influência das diferenças dos focos temporais dos indivíduos 

na dinâmica e interações do grupo no processo de tomada de decisão; segunda, um olhar mais 

próximo sobre como a deliberação dos gerentes de topo e do conselho de administração na 

tomada de decisão e suas interpretações influenciam a iniciação da mudança estratégica. Este 

estudo pode ser de especial interesse para os gestores, chamando sua atenção para aspectos 

subjetivos do processo de tomada de decisão e os ajudando a tomar decisões mais informadas. 

 

Palavras-chave: Teoria do Alto Escalão; Cognição gerencial; Time da alta gerência; 

Conselho de administração; Mudança estratégica; Foco temporal. 
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INTRODUCTION 

 

 The empirical world is seen by individuals through the lens of cognitive structures and 

decision-making is a present process in which people interpret the past, analyze the present and 

create a future expectancy of outcomes in their minds (Cyert and March, 1963; March and 

Simon, 1958; Walsh, 1995). Upper echelon theory, based on bounded rationality premises, 

investigates how CEO and Top Management Teams’ (TMT) cognition and characteristics (e.g.: 

functional backgrounds, education, personality traits) influence decision-making outcomes 

(e.g.: Hambrick & Mason, 1984). Recently, some researchers began to investigate how the 

subjectivity of time and temporal framing influence recognition of events and strategic change 

(Chen & Nadkarni, 2017; Kaplan & Orlikowski, 2013; Kunisch, Bartunek, Muller & Huy, 2017; 

Lin, Shi, Prescott, & Yang, 2018; Nadkarni & Chen, 2014; Yadav, Prabhu & Chandy, 2007). 

 In strategic change literature, some researchers have emphasized a view that the past 

predetermines the future and that executives’ shared schemas determine strategic outcomes. 

Given this consideration, frames allow individuals to make sense of the external reality. 

However, at the same time, they may narrow perception, reducing complexity in a way that 

harms decision-making (Huff, 1982; Levitt & March, 1988). Contrarily, other authors have 

discussed the human agency in interpreting past as a source of competitive advantage to strategy 

making, valuing past and history to strategy interpretation (Kaplan and Orlikowski, 2013; 

Miller, Gomes, Lehman, 2018).  

Defined as “the amount of attention that people allocate to the past, present, and future”, 

the concept of temporal focus is investigated here to access how a temporal personal trait may 

influence teams’ strategic change initiation. Several divergences in the literature regarding 

whether future (Gamache & McNamara, 2019; Lin, Shi, Prescott & Yang, 2018; West & Meyer, 

1998; Yadav, Prabdu e Chandy, 2007), past (Tata, Martinez & Brusoni, 2015), present 

(Nadkarni & Chen, 2014; Nadkarni, Chen & Chen, 2016), shared temporal frame (Bartel and 

Milliken, 2004; Gevers, Ruttes and Eerde, 2004; Waller, Conte, Gibson, Carpenter, 2001), or 

diverse temporal frames (Chen, Miller & Chen, 2019; Gibson, Waller, Carpenter & Conte, 2007; 

Kaplan and Orlikowski, 2013; West and Meyer, 1998) are better for positive transformations 

or performance. 

 Specifically, although there are general empirical findings on the positive and negative 

effects of temporal focus tendencies, diversity, and homogeneity, comprehending how 
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individual’s temporal focus influences the dynamics of group’s decision-making and how their 

different temporal focus influences the decision-making analysis is still necessary. 

 In addition, these studies have mainly focused on CEO and Top Management Team’s 

influence. Understandings about different actors’ temporal focus and interpretation of events, 

including the Board of Directors, and their influence in strategic initiation may add 

contributions to strategic change and upper echelon literature. 

 Moreover, uncovering the process of temporal focus and interpretation by multiple 

actors and their role in strategy outcomes can bring practical benefits, for example, more 

precaution to hire the right people to occupy positions of change, and the development of 

training or solutions that promote beneficial outcomes for companies when evaluating new 

opportunities (Walsh, 1995). 

 This work intends to contribute to the literature in two major aspects: first, with data 

analysis in order to comprehend the influence of individuals’ temporal focus differences on the 

groups’ dynamics and interactions in the decision-making process, directly measuring the 

temporal focus for the first time, which is a recognized limitation of past studies; and second, 

with an empirical analysis of the influence of Board of Directors and top executives’ 

deliberation in decision-making and their interpretations influence on the strategic change 

initiation. In addition, this work addresses a recent call for other actors’ role in strategic change 

initiation, adding the Board of Directors in the data analysis sample and study (Muller & 

Kunisch, 2018). Considering that, this work intends to answer the following research question: 

How do the TMT and Board of Director’s temporal focus differences influence strategic 

change initiation? 

 In order to answer this question, this dissertation is structured in 4 chapters. (1) This 

introduction, which presents the problem and the research objectives (Table 1). (2) The 

literature overview, divided in four major sections: Strategic Change, as the starting point of 

the literature and, at the same time, the background phenomenon of this research; Upper echelon 

theory, presenting the actors involved in the process of decision-making, a process that is the 

main research object of this dissertation; Framing perspectives, a relevant concept to understand 

the cognitive assumptions of the study; Time in strategy research, a narrower panorama in 

which this study is situated, and where the phenomenon of temporal focus is framed. (3) 

Methodology, which presents the epistemological, ontological, and methodological 

assumptions that guide the research. (4) Analysis and discussion of results, where the theory 

and methodology meet to address the research question and specific objectives presented.  
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Table 1 – Question and objectives that motivated the research.  

Research Problem 

Definition 

How do the TMT and Board of Directors’ temporal focus differences influence 

strategic change initiation?  

General Objective Identify how temporal focus of Board of Directors and TMT influences the strategic 

change initiation decision. 

Specific objectives - Identify how the individuals’ different (Top executives and Board of 

Directors) temporal focus influences group decision-making. 

- Identify how the top executives and Board of Directors’ interpretations 

influence strategic change initiation. 

 

2 LITERATURE OVERVIEW 

2.1 Strategic Change 

 

 Strategic change perspectives are varied in the literature; some researchers use the 

concept more generally as changes that transform missions and priorities of the organization 

(Gioia, Thomas, Clark & Chittipeddi, 1994; Muller & Kunisch, 2018); some focus especially 

on the environmental forces and changes as external causes (Greenwood & Hinings, 1993; 

Hannan & Freeman 1977); others define it as a change in the cognitive structure or 

interpretations to cope with environmental events when focusing on the actor’s role of strategic 

change (Gioia & Chittipeddi, 1991; Kaplan & Orlikowski, 2013; Mantere, Schildt & Sillince, 

2012). 

 In this present work, due to the understanding of strategic change as a broader construct, 

which is very complex, and specially due to the recognized important role of different groups 

of actors in the strategic change process, the definition of strategic change is understood as “the 

multifaceted, dynamic process involving various actors (change strategists, change agents, and 

change recipients), which allows firms to seize (new) opportunities and/or cope with threats in 

order to become or remain competitive in the market environment” (Kunisch, Bartunek, Muller 

& Huy, 2017, p. 1008). 

 This definition exposes a broad perspective that can be investigated and 

comprehended in strategic change, which also imposes a necessity for clarifying the scope of 

this present work. As long as the interest in this work is not in the strategic change trajectory 

until its implementation, but in the interpretation of the events by the Board of Directors and 

Top managers and the influence of their temporal focus on strategy change initiation, the scope 

of this work considers the initiation process of strategic change, which is: the decision-making 

to undertake strategic change, or, in Dutton and Duncan’s (1987, p. 108) view, “the initial 
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activities in the change process, when knowledge of the need for change is built and a decision 

to make a change is made”. 

 Some authors who study the initiation phase of strategic change have contributed to the 

literature with many findings that support the importance of studying top management and chief 

executives’ role in strategy initiation. Gioia & Chittipeddi (1991) illustrated the important role 

of sensemaking and sensegiving processes in the phases of strategic change development, 

asserting that the CEO and top management team have a fundamental role in interpreting events 

and also in influencing stakeholders in order to create change. 

 In the same line, but more concerned with demographic and diversity characteristics, 

Boeker (1997) found evidence that long tenure and homogeneity of the CEO and TMT 

contributed to diminishing strategic change initiation. Stress was another antecedent of strategic 

change found by Barr & Huff (1997); the authors found good evidence that shows that the 

interpretation of the environment triggers enterprises’ response, with a strong variation between 

the time of response of the five companies investigated, and it clearly suggested that stress 

triggers change.  

 Further contributions of the strong effect of environment events interpretation in 

strategic change were made through a longitudinal study with six pharmaceutical firms. 

Contrasting past knowledge views of interpretation as stable activities, findings suggest that the 

amount of information that the company has is crucial to increase the interpretation of 

unfamiliar events over time, changing the interpretation from a broader to a defined and familiar 

one through a process. Environmental events interpretation influences the speed of companies’ 

strategic response and manager’s past experience has more influence on unfamiliar events 

interpretation than on familiar ones (Barr, 1998). 

 These previous  studies have in common the inclination to value the cognitive aspect and 

characteristics of important decision-makers in the process of strategic initiation and in 

influencing companies’ outcomes, which is often triggered by an environment event. The 

influence of this line of reason comes from the concept of bounded rationality (March & Simon, 

1958) and it is aligned with the fact that people have particular knowledge structures, which are 

socially constructed and may be shared by groups, influencing their decision-making and the 

company’s outcomes.  

 The bounded rationality perspective is also the route to understand the Upper Echelon 

Theory, in which this project draws on, due to the cases that have been chosen to be studied: 

the teams that make up the top management in the enterprises.  
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2.2 Upper Echelon Theory 

 

 The main idea of the Upper Echelon theory is that there are characteristics, traits of 

personality, functional backgrounds and preferences of individuals that shape attention to 

external stimuli, strategic decision-making, and company responses (Hambrick & Mason, 

1984). This theory is built on the concept of bounded rationality (Kahneman, 2011; March & 

Simon 1958), that is, decision-makers have limited cognitive capacity of processing 

information; they cannot always make “optimal” and rational choices, but only decisions that 

they consider satisfactory. What they consider, however, may be judged by an intuitive system 

that unconsciously and rapidly processes information, resting on previous learning (Kahneman, 

2011). In other words, people do not really see what they want to see, but what they can see, 

which is previously determined by past experiences. 

 This research stream, also known as the top management teams (TMT), takes two 

different routes of analysis: one of the CEO’s influence on firm outcomes (Chatterjee & 

Hambrick, 2011; Gerstner, König, Enders & Hambrick, 2013; Hambrick & Fukutomi, 1991; 

Miller, De Vries & Toulouse, 1982; Schepker, Kim, Patel, Thatcher & Campion, 2017) and 

another of the aggregate teams’ influence on outcomes (Cho & Hambrick, 2006; Hambrick, 

Cho & Chen, 1996; Jarzabkowski & Searle, 2004; Knight, Pearce, Smith, Olian, Sims, Smith 

& Flood, 1999).  

 In the perspective of top executives, for example, CEO’s narcissism demonstrated an 

increase in company dynamism and choices of more visible strategies (Chatterji & Hambrick, 

2007); and a personality characteristic (locus of control) has showed to affect companies’ 

strategic profiles (Miller, De Vries & Toulouse, 1982). Regarding the TMT, according to 

Hambrick, Cho & Chen (1996, p. 664): “the top team can thus be considered as the aggregate 

informational and decisional entity through which competitive moves are made”. Some studies 

have showed that team tenure and experience (Bantel & Jackson, 1989; Hambrick et. al., 1996), 

team heterogeneity (Hambrick et. al., 1996), TMT attention (Cho and Hambrick, 2006; Vuori 

& Huy, 2016), and TMT mental model (Barr, Stimpert & Huff, 1992) influence company 

outcomes.   

 The seminal authors of the upper echelon theory believe that cognition is a critical factor 

for performance, in their words: “Organizational outcomes – both strategies and effectiveness 

– are viewed as reflections of the values and cognitive bases of powerful actors in the 

organization” (Hambrick & Mason, 1984, p. 193). The consequences of mental models were 

empirically tested in strategic action and change by Barr et. al. (1992), suggesting that they 
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predict better than other managers’ characteristics (e.g. demographic characteristics) if changes 

in the TMT were responsible for changes in strategy, which led to action or inertia.  

 Another great example of how these individuals’ characteristics may affect decision-

making is cited by Hambrick & Fukutomi (1991) in the case of CEO replacement in General 

Eletric, in 1981. The authors’ conclusions about the changes that happened when Jack Welch, 

a very impatient person with a history of innovation, replaced the previous CEO were:  

 

There seems little question that Welch had a mandate to inject youth and dynamism into 

GE; he was picked precisely because it was thought that his paradigm - his schema and 

repertoire - would make the growth and dynamism occur; he was under pressure to 

behave in line with such expectations. It was not surprising that Welch immediately sold 

off numerous low-growth businesses, put major resources into high-growth businesses, 

and sought technological advantage in industries that had never been considered in 

"technological" terms, such as appliances and lighting. (Hambrick & Fukutomi, 1991, 

p. 722). 

 

 To the authors, the term “paradigm” is a concept broader than schema. It is the outcome 

of schemas and of the repertoire accumulated by individuals. On the other hand, a schema is 

“an abstract or generic knowledge structure, stored in memory, that specifies the defining 

features and relevant attributes of some stimulus domain, and the interrelations among those 

attributes” (Crocker, Fiske & Taylor, 1984, p. 1). The differences between those two terms are 

that schemas shape the individuals’ interpretation of the environment, and repertoires are the 

abilities they develop to put these interpretations in action (Hambrick & Fukutomi, 1991, p. 

721).  

 These concepts are discussed in a vast literature review of managerial and organizational 

cognition led by Walsh (1995), where he demonstrates that aggregated knowledge kept by 

individuals is not only known as “cognitive schema” but also as “mental models”, “causal 

maps”, “templates”, “managerial lenses”, “frames of references” and various other 

denominations. The author also presents many routes and influences that authors had from 

sociologists, psychologists, and other researchers in the development of managerial theory, 

which seemed to have produced a historical body of disaggregated knowledge. In order to 

clarify the use of this concept in the present work, the section 2.3 is dedicated to understanding 

framing formation and its consequences to groups’ interaction and decision-making. Also, it 

addresses the frame perspective adopted. Before that, the section below evolves the theme of 

strategic change recognizing and focusing on the actors that are part of the studied phenomenon 

of strategic change initiation. 
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2.2.1 Strategic Change and the Upper Echelon Theory 

 

 Top Management Team research seems to have been especially beneficial regarding 

cognition influence on strategic change. This is not surprising given that these contexts have 

the necessary characteristics for using the optics of bounded rationality: uncertainty creates the 

need for decision-making with limited and asymmetric information between firms, and 

managers are not rational actors that always maximize rewards (Cyert and March, 1963). 

According to Nadkarni & Barr (2008, p. 1396) “how top managers construct their environments 

has been argued to both influence which environmental events attract the attention of strategic 

decision-makers and which events are selectively ignored in strategic decision-making”. 

 A broader analysis of this literature informs a vision that the outcomes of strategic 

change are a combination and an interaction between external and internal events that the 

company confronts and pursues, the characteristics and cognition of the main decision-makers 

of the company and the interaction between their capability to recognize, perceive and generate 

this process of change. Some authors pointed out the inability of top teams to recognize change 

(Barr et al. 1992), the necessity to control CEO’s tenure to generate change appropriately 

(Hambrick & Fukutomi, 1991), the benefits of team heterogeneity in creating change or in 

leading to conflicts and slowing decision-making (Hambrick, Cho & Chen, 1996), the effects 

of TMT attention and emotion in poor innovation outcomes (Vuori & Huy, 2016) and the 

mediator role of attention between TMT characteristics and strategic change (Cho & Hambrick, 

2006).  

 In the context of an external event, the deregulation in the airline industry, Cho (2006) 

investigated the effects of TMT turnover, functional orientation and demographic heterogeneity 

on managerial acquisition and perception of information (environmental scanning). The author 

found evidence of changes in the environmental scanning; the perception of information was 

greater with turnover and even greater with increase in heterogeneity (functional experience, 

industry tenure, educational background). In the same previous setting, Cho and Hambrick 

(2006) found that TMT’s composition in some companies altered their attention to change, 

showing the influence of executives’ characteristics on environmental changes. 

 Also, in the context of radical environmental change, Kaplan (2015) investigated the 

role of John Reed, Citibank’s CEO, in the process of overcoming inertia to keep the bank’s 

survival in a moment of crisis. The author expresses that “routines represent (implicit) 

organizational “truces” amongst conflicting interests, which also come to embody a set of 

cognitive frames about how things are done” (Kaplan, 2015, p.4). This article not only 



17 

 

 

 

elucidated the difficulty of making changes but also the fact that the CEO actively changed the 

way of thinking and the structures was necessary to prevent chaos.  

 Studies on innovation, also a process of strategic change, show not only the critical role 

of CEO’s attention to  innovation (Yadav, Prabhu, Chandy, 2007), but also his or her important 

role in interpreting the technology that may be framed in different ways, given the history of 

technology and actors’ experiences; in addition, consequences of implementation may change 

the frame in a positive or negative way. According to Kaplan & Tripsas (2008, p. 801) “by 

examining the role of cognition across the technology life cycle, we enrich our understanding 

of the mechanisms by which technological frames affect outcomes. In particular, the notion of 

a system with interactions forces us to expand our concept of cognition.”   

 Chief executives and TMT are not the only groups that received attention regarding their 

influence on strategic change. Although they are the majority of researchers’ attention, some 

studies also considered the role of Boards of Directors and middle managers in enabling 

strategic change. Initial understandings in the literature present a crucial role of Board of 

Directors in providing leadership for corporate restructuring (Wiersema, 1995). An interesting 

study of corporate strategies by Westphal and Fredrickson (2001) suggested that prior results 

of top management teams can hide an influential role that the board has in the companies’ 

outcomes. The authors informed the important part of the board’s preference in determining 

CEO’s succession and, consequently, influencing the strategic direction and its initiation; also, 

they discussed the board’s previous experiences in other companies influencing present 

strategic change. A quantitative research with 406 companies demonstrated a non-significant 

relation after modeling the strategy experience of board members, which changed the results of 

a previous test that had showed significant effects of top executive’s experience in strategic 

change. These findings expose the importance to direct attention to this group of actors and that 

there are possible findings in the literature that could also remain insignificant in predicting 

strategy if the board’s experience is included. 

 Moreover, adding other actors to strategy change comprehension is a promising area of 

study encouraged by Muller and Kunisch (2018), including the circumstances under which the 

board directs strategy change, the relationship between the CEO and the Board of Directors, 

and the role of this relationship in initiating strategic change, a gap that this research intends to 

fill. For that, in a more inclusive perspective, the next section presents some past studies that 

contemplated strategic change and the role of the Board of Directors, which are also part of the 

units of analysis of this project. 
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2.2.2 The influence of the Board of Directors on Strategic Change  

 

 The directors of the board, complementarily to top executives, affect decision regarding 

the approval and initiation of strategic change. Board structure (e.g., number and tenure of the 

members) has been shown to have a U-shaped effect on strategic initiation and such effect is 

positively moderated by the power of the board, particularly when firm performance is 

unsatisfactory (Golden & Zajac, 2001). 

 Other aspects of board structure also affect strategic change. While the capital breadth 

(occupational, functional and interlock heterogeneity) of the board has been shown to be 

positively associated with with strategic change, capital depth (industry occupation and industry 

interlocks) presented a negative influence, with CEO power serving as a negative moderator 

(Haynes & Hillman, 2010). Surprisingly, the combination of board breadth heterogeneity and 

high CEO power increased the adherence to industry norms, an inconsistency with theoretical 

explanations and other results of the study, which they discuss that may be attributed to other 

relations. This interesting interaction finding between power of the CEO and board capital 

breadth exposes the possibility for other contextual explanations and a third possible 

explanation for the correlations presented.  

 The need to take the context into account is also attested in a health sector study that 

considered three types of change: service addition, service divestiture and reorganizations 

(Goodstein, Gautam & Boeker, 1994). The authors showed that larger hospitals that added more 

service were the ones that already had more service comparing to smaller ones, which suggests 

that industry experience influences strategic change initiation. They also found that more 

homogeneous boards, regarding occupation and background, are more likely to initiate change. 

 In the same line, analyzing senior managers’ strategic response to change, Balogun, 

Bartunek and Do (2015) criticized the limitation of previous studies in acknowledging the 

different sensemaking and sensegiving process according to settings in organizations. The 

authors claimed that “the relationship between the wider organizational change and local 

change action is mediated by the senior management team’s local change narratives” (2015, p. 

16). Moreover, they explained that distinct contexts generated different patterns of interactions 

and different change interpretations among groups in the company, thus indicating that previous 

studies were mistaken in treating teams as homogeneous.  

 The focus of this study is on TMT and board’s traits and behavior influence in group 

decision-making, specifically, in one specific cognitive filter influence: the temporal focus. The 

next sections present how “frames” are understood in this work, then introduces the field of 
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“time in strategy research”; and sequentially, the main concept investigated in the area of time 

in strategy research is presented: the temporal focus. 

 

2.3 Framing 

 

 Prior knowledge shapes people’s future perception, that is, previous experiences of 

people shape how they see the world around them. The name “Framing” is given to the process 

of reducing the complexity of the environment and making sense of objects, physical and 

abstract experiences, which individuals are confronted with (Goffman, 1974). Frames are also 

mentioned as “recipes” in the work of Weick (1979), as similar to “codes”, or “schemes of 

interpretation”, which people use to make sense out of other members. In organizations, this 

process of simplifying and creating patterns are collective activities (Weick, 1979). 

Given that this study of behavior and cognition will be fulfilled not only in the 

individual, but also in the group level of analysis, the concept of knowledge structure is the 

shared frame among the actors of the organization, which, according to Walsh (1995, p. 293) 

“emerges from a social process marked by negotiation and argument, as well as by a host of 

unarticulated internal and external triggers for change”. This term has also been characterized 

as “strategic frame” (Huff, 1982), suggesting a common understanding of groups that directs 

organization action. 

 Frames are by no means stable. Externalities and people’s reflexivity change the 

structures of knowledge (frames/schemas) that they temporarily carry; they also promote 

changes in the environment through social interactions, leading to a circle of cognitive 

restructuration in the individual and collective level. That is, framing is enabled through 

people’s knowledgeability, a process that happens in the individual and in the collective level 

in a dialectical construction, and it is, necessarily, a social process. 

 The social process is based on a reciprocity between objects and subjects, a two-sided 

influence, which Weick called a “two-way influence, between enactment and sociological 

change” (Weick, 1979, p. 166).  With that in mind, the organization may also be understanding 

as social activities, and, according to Weick (1979, p. 34), they form patterns that can 

“withstand a turnover of personnel as well as some variation in the actual behavior people 

contribute”. This affirmation was indeed asserted by organizational learning researchers in the 

study of routines, Levitt and March (1988) explained that routines can remain after a turnover 

of actors. And although routines may be interpreted as a source of stability and inertia, Feldman 

and Pentland (2003) defended that routines are also sources of flexibility, introducing the 
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concept of “dynamic routines”, that comprehends the role of human agency in influencing the 

future direction in routines with novel actions (ostensive aspect of routines).  

 This turn in the interpretation of routines as sources of flexibility arises exactly with the 

understanding of agency and social interactions, that establishes the conditions for actors’ 

reflection and action in their environment. This content about framing establishes an important 

fact to interpretation and cognition studies: the social process is responsible for framing 

construction, development and maintenance. Hence, the influence of frame in strategic 

decision-making should also be comprehended based on previous social activities in 

organizations, with human agency and schemas interacting in dealing with strategic issues.  

 This cognitive concept was elucidated in order to understand the mechanism responsible 

for groups’ interpretation. The interpretation “pertains to the process by which managers 

translate the data into knowledge and understanding about the environment” (Daft & Weick, 

1984, p. 291) and it will be directly related to strategic changes in companies by top 

management teams.  

 

2.4 Time in Strategy Research 

 

 Time is a growing interest of researchers in strategy and organizational studies (Chen & 

Nadkarni, 2017; Crossan, Cunha, Vera & Cunha, 2005; Eisenhardt, 1989, 2004; Kaplan & 

Orlikowski, 2013; Kunisch et al, 2017) and a promising perspective to Upper Echelon and 

strategic change theory development (Muller & Kunisch, 2018). The reason to study time is 

related to the effect it has on people’s behaviors: “The possibility that time can explain other 

phenomena, especially human behavior, is the scientific raison d’être for studying time and 

caring about it: If times differ, different times should produce different effects” (Bluedorn, 

2002 p. 6). 

 In strategy literature, time has been studied as chronological, measured in sequential 

orders, as the “clock time”, or cycles of the organizations.  For example, with this chronological 

perspective, Eisenhardt (1989) investigated decision speed and found that TMT that made 

faster decisions performed better than the ones that were slower.  

 Nonetheless, this perspective of time does not focus on its subjectivity, that is, the 

premise that there is no real and objective assessment of time: as history, time is mutable in the 

representation of reality by individuals (Suddaby, Foster & Trank, 2010). That means that the 

concept of time is perceived differently by people, and it exists in several manners (Bluedorn, 

2002). Time is always a “subjective time” (Kaplan & Orlikowski, 2013), and in this case, which 
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is exactly the perspective assumed in this project, “subjective time implies that in the present 

moment individuals may recollect the past, perceive the present, and anticipate the future” 

(Shipp, Edwards & Lambert, 2009, p.1). 

 In this view, past is not only a source of fixed frames, but also something that can be 

reinterpreted. The function of history is, therefore, a contribution with the human agency role 

in interpreting it, rather than only a source of determined fate. According to Suddaby et al. 

(2010 p. 149), history is an “important symbolic resource in its own right” and a source of 

competitive advantage, and it is not an objective reality, but a consensual and shared reality. 

In this sense, history can be a source of strategic innovation and a driver of future performance, 

a useful content that some companies may use through the reinterpretation and reenactment of 

a historical strategy to an imagined future, as a different type of strategic change (Kaplan & 

Orlikowski 2013; Miller, Gomes & Lehman, 2018). 

 In this case, the history that matters is not linear, commonly comprehended as the events 

in a timeline. In accordance with Kaplan and Orlikowski’s (2013) study, this work uses this 

lens of the subjective time and contradicts the deterministic view of past that comprehends it 

as a cause of schemas and behaviors without considering the human agency role as a 

mechanism that reinterprets past, changes perceptions and creates new realities. 

 The temporal subjectivity view is a nascent perspective in strategy research that adopts 

a psychological base of individuals’ environmental interpretation. Moreover, it is a valuable 

field for strategy behavior given that subjective time has an important role as an antecedent of 

CEO and Top Managers’ attention (Chen & Nadkarni, 2017; Lin, Shi, Prescott & Yang, 2018; 

Nadkarni & Chen, 2014), and that decision-making is preceded by cognition. According to 

Simon (1963, p. 739), “perception and cognition intervene between the decision-maker and his 

objective environment”. 

 

2.4.1 Temporal focus 

 

 Defined as “as the allocation of attention to the past, present, and future”, temporal focus 

can be understood as an attentional filter bias that determines not only differences in attention 

but also people’ actions and motivation (Karniol & Ross, 1996; Shipp, Edwards, Lambert, 

2009, p. 2). Although it is slightly similar to time perspective, temporal focus is a narrower 

concept than time perspective, the latter a term once defined by Lewin as “the totality of the 

individual’s views of his or her psychological future and psychological present existing in a 

given time” (Lewin, 1951, p. 75). 
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 As a matter of fact, this similarity encompasses a greater number of concepts. With just 

a brief literature review, it is possible to visualize the scattering of concepts related to time 

perspective. Temporal focus is just one of many constructs that the literature investigates, as it 

is presented in Table 2 below: 

 
Table 2 – Distinguishing temporal focus from related concepts. 

Concept Definition 

Balanced time 

perspective (BTP) 

“mental ability to switch flexibly among TPs depending on task features, situational 

considerations, and personal resources rather than be biased towards a specific TP that is 

not adaptive across situations’’ (Zimbardo and Boyd 1999, p. 1285). 

Entrainment 

 

“the adjustment or moderation of one behavior either to synchronize or to be in cycle or 

rhythm with another behavior” (Ancona and Chong, 1992, p. 7). 

Future time 

perspective (FTP) 

 “Future time perspective is defined as the present anticipation of future goals” (Simons, 

Vansteenkiste, Lens & Lacante, 2004, p.122).  

Long-term 

orientation 

“managers’ subjective preference to focus on and value the future” (Lin, Shi, Prescott & 

Yang, 2018, p. 2). 

Pacing style “how individuals distribute their effort over time in working toward deadlines” 

(Mohammed & Nadkarni, 2011, p. 490).  

Polychronicity “the extent to which people in a culture prefer to be engaged in two or more tasks or 

events simultaneously; and believe their preference is the best way to do things (Bluedorn, 

Kalliath, Strube, & Martin, 1999, p. 207). 

Synchrony 

preference 

“the willingness to adapt one’s pace and rhythm within social interactions for the purpose 

of creating a sense of synchrony and flow between interaction partners” (Leroy, Shipp, 

Blount & Licht, 2015, p. 761). 

Temporal 

leadership 

“the degree to which CEO’s schedule deadlines, temporally synchronize behaviors, and 

allocate temporal resources” (Chen et. al., 2019, p.2). 

Temporal depth “the temporal distances into the past and future that individuals and collectivities typically 

consider when contemplating events that have happened, may have happened, or may 

happen” (Bluedorn, 2002, p. 114). 

Temporal focus “as the allocation of attention to the past, present, and future” (Shipp, Edwards & 

Lambert, 2009 p. 2). 

Time horizon “degree to which executives consider distant possible future outcomes of their current 

behaviors” (Chen, Miller & Chen, 2019).  

Time perspective ‘‘totality of the individual’s views of his [sic] psychological future and his [sic] 

psychological past existing at a given time” (Lewin, 1951, p. 75). 

Time urgency “includes a frequent concern with the passage of time, is a relatively stable individual-

difference variable” (Conte, Mathieu & Landy, 1998, p. 2). 

Temporal work “reimagining future possibilities, rethinking past routines, reconsidering present concerns, 

and reconstructing strategic accounts that linked these interpretations together” Kaplan 

and Orlikowski (2013, p. 973). 

 

 The concept temporal focus was chosen in this work since the current study is in line 

with the understanding that temporal focus is not a continuum, but a matter of degree; in other 

words, people can remain in more than one focus at a time; temporal focus is composed of 

three independent constructs: past focus, present focus, and future focus (Shipp, Edwards & 

Lambert, 2009).  
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 Despite this choice, when this literature review was done, the similarity of concepts’ 

definitions led to the addition of some studies in this work that addressed strategic change and 

the subjective time with similar perspective of temporal focus definition. Without any harm to 

the comprehension of the studied phenomenon, articles that addressed “time orientation”, 

“future focus”, “long-term orientation”, and “temporal depth” were included. The premise to 

those choices was that the content had to include the notion of the individual’s attention to the 

past, present or/and future and its relation to strategic change initiation somehow. 

 The psychological literature on temporal focus explains its influence on motivation and 

goal pursuit and posits that people’s efficiency in goal grasp may be related to their temporal 

patterns. According to Karniol & Ross (1996, p. 607): 

the past can come to mind uninvited, color the present, and push individuals into action; 

people can use their memories to guide their selection of goals and plans; and people 

can use their memories to help them achieve their chosen goals. Finally, goals can affect 

how people retrieve, construct, and interpret their memories.  

 

 Researches on temporal focus show that past temporal focus is related to better learning, 

due to individuals’ tendencies to think about previous actions for future ones. Also, past focus 

is negatively related to satisfaction, well-being and optimism; and people that are past 

orientated tend to be more averse when dealing with changes and reluctant to unfamiliar 

experiences (Keough, Zimbardo & Boyd, 1999; Shipp, Edwards & Lambert, 2009). 

 On the other hand, present focus is related to impulsive behaviors, risk-taking, and 

search for well-being. People that have a present (or current) focus tend to ignore future 

anxieties and worries, they are not able to delay gratification, and may be more committed to 

goal pursuing. The literature on future focus emphasizes a positive relation between individuals’ 

future focus, motivation and goal achievement (Keough, Zimbardo & Boyd, 1999; Shipp, 

Edwards & Lambert, 2009). 

 Besides these transitions between past, present and future and goals affecting the 

decisions and behaviors of agents, other traits and emotions are also important antecedents in 

the difference of experiencing time and attaining desirable outcomes (Stolarski, Matthews, 

Postek, Zimbardo & Bitner, 2013). For example, some individuals may anticipate a negative 

outcome and avoid it (Bandura & Dienstbier, 1991); others tend to discount the future and 

enjoy present situations more than other people (Green, Fry & Myerson, 1994); some are more 

intolerant with dealing with uncertainty and present a greater need for cognitive closure 

(Webster & Kruglanski, 1994); others may have routinization propensity and are less flexible 

to changes (Laureiro-Martinez; 2014). 
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 Also, other conditions may influence different individuals’ perception of environment 

events, for example, the information process of individuals can differ and make them perceive 

events in a distal and more abstract manner or with concreteness and proximity (Forster, 

Friedman & Liberman, 2004; Steinbach, Gamache & Johnson, 2017).  Their role in the 

organization may trigger different construals of the environment, as predicted in the studies 

about hierarchy, which demonstrated that power and temporal distance are not only related to 

abstract thinking but also to exploration behaviors (Berson & Havely, 2014; Forster, Friedman 

& Liberman, 2004; Yudkin, Pick, Hur, Liberman & Trope, 2018). 

 Contextuality also plays a role in future, past and present tendencies to decision-making. 

Specific situations may trigger a temporal focus, for example, some cultures lead people to 

have a stronger future orientation, such as Canada, and others of past orientation, which is the 

case of China (Guo, Ji, Spina & Zhang, 2012). Incidents also might make people change their 

future orientation after traumatic events, which was the case of the drop-in rate of future 

orientation after the September 11 terrorist attack (Holman & Silver, 2005). These findings are 

in line with the work of Ancona and Chong (1992, p. 7) that expressed the conscious or 

instinctive character of matching the external and internal time pace in groups: 

 a top management team may instinctively be entrained to the pace of the external 

environment, or it may choose to shift its pace to match that of the environment, or it 

may even try to shift the pace of that environment to better match its own. 

 In the same direction, Bartel and Milliken (2004) demonstrated that the organizational 

context may impose certain temporal issues as a result of situational factors, given that their 

study showed that time orientation perception of work groups did not vary substantially across 

their study sample and a prevailing future focus was found in the sample. 

 These statements about subjectivity time influence on individual’s behavior and 

contextuality influence on temporal focus highlight the importance of understanding the 

organization settings and their relations to different temporal focus. Also, more evidence is 

necessary about the fact that groups may have a prevailing temporal focus related to this 

organizational environment, which increases the relevant importance of studying temporal 

focus in strategy research. 

 

2.4.2 Temporal focus and Strategic Change 

  

 Notwithstanding that the discussion of time in strategy and organizational research is an 

old topic, the literature that seeks empirical evidence regarding the influence of subjective time 

on strategic change in the microlevel is still scarce. The arguments of this influence follow four 
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major trends: the importance of the future focus to changes in the present; the importance of 

the past focus as a source of transformation; a fit between the environment dynamics and the 

temporal frame for better performance; and the group’s temporal diversity or temporal 

equivalence as a source of advantage for strategic change. 

 One of the first studies that assumed that a focus on the future is the most important in 

promoting changes in the present was made by West and Meyer (1998) with technological-

based firms. Although the authors measured future orientation with rudimentary methods, they 

investigated 22 top management teams and found evidence that a greater average of future time 

orientation of TMT was positively related to strategic change. 

 In the same line, one of the first authors to rescue this kind of studies and show how 

CEOs’ attention to time influence innovation were Yadav, Prabhu and Chandy (2007). They 

found evidence that CEO’s attention to innovation and the development and deployment of 

products increased with their future focus. Using the banking industry as the sample, they found 

that CEO’s attention to external environment predicted a new technological detection and 

development, and that CEO’s attention to internal environment predicted a faster technological 

development. The main contribution of the authors is that CEO’s attention to future has a long-

term impact on innovation outcomes. 

 Also advocating for the future impact on firm outcomes, Lin et. al. (2018) assessed 

whether long-term orientation altered comprehensiveness, speed and creativity of the decision-

making process. The authors surveyed 750 firms and found a positive correlation among these 

three variables and long-term orientation. In the same line, high past focus showed to negatively 

influence the relation between CEOs’ reaction to negative media coverage of an acquisition and 

future acquisitions, instead of CEOs that had high future focus (Gamache & McNamara, 2019). 

These authors found that CEOs with future temporal focus were not too sensitive to negative 

feedback of media coverage as those with past focus. 

 These findings are in accordance with the psychology of time studies that posit that 

individuals who focus on past orientation are more averse to dealing with change and reluctant 

to unfamiliar experiences instead of those who are future oriented and tend to be good at 

achieving goals and planning for long-term orientation (Keough, Zimbardo & Boyd, 1999). The 

reasoning behind these studies’ findings regarding future focus’ influence on behavior is varied. 

Some authors defend, for example, that temporal orientation may influence the affect 

magnitude: people with future focus tend to value future events more positively than similar 

past events (Guo, Ji, Spina & Zhang, 2012).  
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 Contradictorily, Tata, Martinez and Brusoni’s (2015) study with CrunchBase and 

Twitter data informed that startup founders have better outcomes if they have past focus instead 

of future focus. The underlying assumption of this finding is the learning ability of the founders 

with temporal past focus; according to the authors, a higher past focus can enhance 

understanding of their environment and facilitate faster detection of new opportunities. This is 

also explained by Keough, Zimbardo & Boyd (1999, p. 150); the authors explain that people 

with past orientation are “able to appreciate and honor traditions and previous obligations and 

review memories that may have a corrective influence on current decision”. Another 

explanation may be found in the specificity of startups’ functioning, which may have 

differences in temporal focus’ advantage outcomes regarding its stage and operations.  

 This contradiction may also be interpreted as a contextual matter, for example, authors 

that bring this vision discuss that there is a dependency of the present environment uncertainty 

influence in temporal focus and strategic change outcomes. In this line, investigating new 

product introduction (NPI) with five-year secondary data from 221 firms, Nadkarni & Chen 

(2014) found great suggestions that CEO’s subjective bias influences how past and present time 

frame affect the rate of NPI. They presented that these outcomes are moderated by environment 

dynamism, where strong past and present focus are important to increase NPI rates in stable 

environments and strong present focus and weak past focus are related to superior rates in 

dynamic environments. The authors stated that “CEO temporal focus may serve as an 

attentional filter in determining the degree to which past knowledge and experiences, current 

real-time information, and future speculations drive an NPI” (Nadkarni and Chen, 2014, p. 

1825). 

 In this same line of reasoning, Nadkarni, Chen and Chen (2016, p.3) investigated the 

influence of temporal depth (or time horizons) in competitive aggressiveness (competitive 

actions of firms, or “the propensity of a firm to directly and intensely challenge rivals in order 

to maintain or improve its market position”) in a panel data study. The long past temporal depth 

has similar effects as the past temporal focus concept, regarding the use of past learning to solve 

current challenges, which enhances decision-making effectiveness in companies.  

 On the other hand, a future temporal depth is positive for foresing and preparing for 

future developments; however, at the same time, it can harm the adjustment for short-term 

changes and rigidity. In this study with 23 different industries (fast and slow), it was discovered 

that past temporal depth was related to aggressiveness in low-velocity industries but not in high-

velocity industries, in summary, past knowledge would be more useful in a slow industry and 

not so useful in a very inconstant dynamic with rapid changes. Also, they found that executives 
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with future temporal depth encouraged aggressiveness in low-velocity industries and had an 

inverted-U relationship in high-velocity industries. The underlying assumption for that was that 

future temporal depth causes an acute awareness of the competitive environment by executives; 

however, in high-velocity industries, an extreme future temporal depth and a very short 

temporal depth could be negative to the company given the tendency of short temporal depth 

to generate myopia and long future temporal depth to create rigidity.  

 The findings regarding future, past, and contextual temporal tendencies influence on 

strategic change and performance are presented in the table 3 below. 

 

Table 3 - Summary of past studies regarding strategy and temporal frame. 

 

Focus trend 

Temporal  

Concept 

Unit of  

Analysis 
Findings 

Temporal Concept  

Measure 
Author 

Future 

Time 

orientation 
TMT 

Future orientation was 

positively related to strategic 

change.  

Mean attributed 

by other members 

of future and 

present 

orientation. 

West & 

Meyer 

(1998) 

Future 

focus, 

external 

focus and 

internal 

focus 

CEO 

CEOs that have a future focus 

are faster in detecting new 

technological opportunities, in 

developing initial products 

based on these technologies, 

and better at deploying these 

initial products. 

 

Companies’ letter 

to shareholders 

Yadav, 

Prahdu & 

Chandy 

(2007) 

Long-term 

Orientation 
TMT 

Top Management Teams’ 

long-term orientation 

positively influences 

comprehensiveness, speed and 

creativity; industry-level 

complexity and 

innovativeness enhance the 

comprehensiveness and 

creativity of decision-making. 

Three-item scale 

from “Atuahene-

Gina and Li” 

(2006) assessing 

concerns with 

long and short-

term performance. 

Lin, Shi, 

Prescott & 

Yang (2018) 

Temporal 

Focus 
CEO 

CEO’s future temporal focus 

positively moderates the 

relationship between 

sensitivity to negative media 

coverage and subsequent 

acquisitions.  

Documents 

(Letter to 

shareholders) 

using LIWC 

measures. 

Gamache & 

McNamara 

(2019) 

Past 
Temporal 

Focus 

Startup 

Founders 

and Team 

Level 

Past focus is associated with 

performance (fund-raising). 

Psycholinguistic 

tool to code 

twitter and 

CrunchBase data. 

Tata, 

Martinez & 

Brusoni 

(2015) 

Contingency 

with 

Present 

environment 

Temporal 

Focus 
CEO 

Faster new product 

introduction (NPI) when 

CEOs had high past and 

present focus and low future 

focus in stable environments / 

Faster NPI when CEOs had 

low past and high present and 

future focus in dynamic 

environments. 

Documents and 

psycholinguistic 

approach. 

Nadkarni & 

Chen (2014) 
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Temporal 

Depth 
Executives 

Executives with short-term 

thinking about the past and 

moderate-term thinking about 

the future have a positive 

effect on competitive    

aggressiveness (propensity of 

a firm to challenge rivals) and 

performance. 

Documents 

(Letters to 

shareholders, 

MD&A and 

conference calls) 

analyzed with 

correspondence 

with the six-item 

temporal depth 

index (TDI). 

Nadkarni, 

Chen & 

Chen (2016) 

 

 Further, despite the future, past and contextual tendencies to the present, there is also 

the “balance discussion” of groups’ temporal focus. Some researchers do not discuss the 

influence of the tendencies to past, future or present focus itself, but they focus on the 

heterogeneity or homogeneity of temporal focus’ influence on the performance and on strategic 

change initiation. The following section is dedicated to these discussions.   

 

2.4.2.1 Shared and diverse temporal frames 

 

The literature of shared and diverse time frames for strategic initiation is also scarce; 

there are few studies that dedicated to this understanding, especially empirical ones. On the 

other hand, heterogeneity and homogeneity studies on upper echelon theory are vast; they 

investigated diversity mainly on CEO and TMT demographics such as background, tenure, age, 

etc. and they were considered to be very relevant by researchers in the past years, giving that 

Top Management Teams are a critical group that define the main strategic decision of the 

company (Buyl, Boone, Hendriks & Matthyssens, 2011; Eisenhardt, Kahwajy & Bourgeois, 

1997; Hambrick, Cho & Chen, 1996; Simons, Pelled & Smith, 1999). 

Eisenhardt, Kahwajy & Bourgeois (1997, p. 42) affirmed that “together, members of the 

top management team not only shape the vision of the corporation, but also articulate and 

execute that vision through and on-going series of group interactions and decisions”. The 

authors agree that conflict is essential for effective strategic choice; they discuss, for example, 

different findings on demographic heterogeneity and affirm that such diversity is usually 

associated with different life experiences and diverse perspectives, which can be a source of 

creativity. Following the same line of reasoning, different time orientation can also be seen as 

a source of different interpretation and, consequently, different opinions. 

 In strategic change initiation, the first evidence of diversity impact on exploration in 

strategic change was found by West and Meyer (1998). The authors investigated 22 top 

management teams in technological-based firms and found evidence that heterogeneity of time-
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orientation among top managers was necessary to strategic change. One of the underlying 

assumptions on the benefits of the heterogeneity reasoning is that shared time perspectives may 

occasionally blind the individuals from valuable information (Mohammed & Harrison, 2013).  

Social interaction is another argument of heterogeneity’s great influence on strategic 

change; in an interesting study conducted by Kaplan and Orlikowski (2013), the authors discuss 

the importance of social interactions to strategic change. They claim that teams’ temporal 

interpretation through their interactions help the status quo maintenance or change generation. 

In a fine-grained study with a grounded theory approach of five technology projects within The 

Advances Technological Group (ATG) of CommCorp (multidivisional communication 

equipment manufacturer), they progressed understandings of strategic outcomes with the 

concept “temporal work”, an act of “reimagining future possibilities, rethinking past routines, 

reconsidering present concerns, and reconstructing strategic accounts that linked these 

interpretations together” (Kaplan & Orlikowski, 2013, p. 973). In their study, the multiple 

interpretations and the actors’ subjective time perspective contributed to understand the 

important role of temporal work intensity in the creation of strategic decisions that departure 

from the status quo.  

The team combination of time perspective was also suggested by Gibson, Waller, 

Carpenter and Conte (2007) as a source of competitive advantage to create innovative 

knowledge. In their study of multinational organizations, the authors posit that the more 

competitive the environmental context is, probably the more important it would be to have 

heterogeneity in time perspective and rapid creation. On the other hand, they also discuss the 

disadvantages, considering the possibility for conflict and slow action in teams, leading to poor 

team performance. 

In strategic planning, individuals with different temporal orientation have different 

preferences for different strategic planning horizons (Das, 1987); groups’ members with a 

present orientation may be more motivated by immediate deadlines compared to groups’ 

members with a future time orientation, who are more likely to be highly goal oriented (Simon, 

Vansteenkiste, Lens & Lacante, 2004; Waller, Conte, Gibson & Carpenter, 2001). The 

consequences of individuals’ different temporal orientation to strategic planning can be of 

extreme importance; according to Das (2004, p. 63):  

an individual with comparatively restricted capacity to grasp the distant future would be 

unable to bring to the strategic decision making process any insight about that distant 

future. In contrast, an individual with a greater capacity to see into the distant future 

would have a more relevant input for the strategic decision making processes. 
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The work about temporal frames influence on strategic change and performance is not 

only scarce, but contradictory; team temporal diversity did not predict better startup 

performance in the investigation conducted by Tata, Martinez and Brusoni’s (2015), for 

instance; the authors explain that the specific nature of the companies’ activity and stage may 

be an explanation for the differences regarding the diversity influence on performance. 

Differently, a broader range of studies were produced by organizational behaviorists and 

group process researchers on the heterogeneity versus homogeneity dispute, not only in 

temporal matter but, generally, in team diversity research (Gevers, Rutte & Eerde, 2004; Van 

Knippenberg & Mell, 2016; Waller, Conte, Gibson & Carpenter, 2001). Some authors discuss 

that a temporal match (when cognitive representations of problems overlap to a significant 

degree) among team members may be responsible, in some level, for creating shared cognitive 

representation and good performance. One of the underlying reasonings behind these authors’ 

positioning is that individuals with different temporal perspectives may disagree and delay the 

engagement behavior to accomplish tasks or goals, diminishing the adaptability behavior of 

groups; on the other hand, homogeneity may diminish temporal ambiguity and tension among 

individuals, leading to good performance  (Waller, Conte, Gibson & Carpenter, 2001). 

Gevers, Rutte and van Eerde (2004) suggest that shared cognition on time among team 

members can enhance team performance; one of the reasonings defended by the authors is that 

“sharing cognition on time means that team members attack equal importance to these reference 

points on the basis of shared temporal norms” (Gevers, Rutte & Eerde, 2004, p. 75); in other 

words, they may establish similar references to work functioning. The authors also emphasize 

the importance of communication and meetings to coordinate goals and to make members adapt 

to each other’s activities. 

This contextual influence was a finding of another study, although it was not the authors’ 

beliefs initially: Bartel and Milliken (2004) explained that groups view temporal issues 

similarly as a result of the factors they faced in an organizational context and not because of the 

alignment with other individuals’ time orientation (commonly known as entrainment). The 

authors also found that variation within and across groups may be related to environmental 

factors, which poses less credibility to the supposed finding. In addition, they also defended 

that “differences between individuals in how they perceive time and time pressure may 

complicate work group functioning” (Bartel & Milliken, 2004, p. 99) and that shared time 

frames may be more valuable in fast-changing market because it increases coordination. The 

authors’ main idea is that the coordination effect of shared temporal orientation may benefit 

performance.  



31 

 

 

 

Advocating for a contextual dependency explanation in a different perspective, some 

authors discuss that diversity may be better with multifaceted and dynamic tasks environments 

(Mohammed & Harrison, 2013) and not exactly in all situations; according to Eisenhardt (2004, 

p. 273): 

 there is also lack of clarity surrounding when heterogeneity vs. homogeneity of 

temporal group composition is valuable. It seems likely that the temporal heterogeneity 

of individual group members can be effective in situations such as dynamic 

environments and uncertain tasks.  

 

Another different perspective was proposed by Mohammed and Nadkarni (2011). The 

authors posit that identifying critical moderators can be relevant to clarify the divergent findings 

regarding temporal diversity effects on performance in the literature. The authors demonstrated 

that team temporal leadership moderated the relation between temporal diversity and 

performance, where strong team temporal leadership enhances the positive correlation of time 

urgency and pacing style diversity on team performance. The underlying assumption behind 

this reasoning is that temporal leadership can help leverage the positive effects and reduce the 

problems of diversity, such as conflicts and ambiguity. Regarding time perspective diversity, a 

concept more important to this present work, the authors defended that a diverse time 

orientation could be useful for achieving not only present goals but also longer planning 

behavior; in addition, they defended that individuals with different time frames may ignore 

certain information from other members. Surprisingly, the hypothesis of the moderation role of 

temporal leadership between future perspective and performance was not supported by the 

authors; the alternative explanation was that, in the context of business process outsourcing, the 

short-term actions of the organization are more rewarded than distal goals, and a present 

orientation could be better for performance. The authors also express that “diversity of future 

perspective may be more applicable in teams that simultaneously require the consideration and 

management of short-term and long-term goals, such as product development and top 

management teams” (Mohammed & Nadkarni, 2011, p. 501). 

The accumulated studies demonstrate that not only team characteristics and the 

moderation role of leadership are responsible for different outcomes, but also contextual factors 

(inside or outside the company). In the same line, the influence of time perspective, as well as 

values and other characteristics of individuals in strategy change, will probably be conditioned 

to the level of power and leadership characteristics, which can strongly differ among companies 

(Chen, Miller & Chen, 2019; Gevers, Rutte & van Eerde, 2004; Mohammed & Nadkarni, 2011). 

In a strategic context, for instance, Chen, Miller and Chen (2019) found evidence that TMT’s 
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mean time horizon and time horizon diversity were positively related to organizational 

ambidexterity; they also found that CEOs with stronger temporal leadership had better effect in 

organizational ambidexterity with teams that were more diverse in time horizon and had higher 

means of long-term orientation.  

These important recent findings from Chen et. al. (2019) encourage a more fine-grained 

analysis of executive’s temporal frames diversity influence in decision-making interactions, 

considering different degrees of company’s exploration and exploitation in different 

environment dynamics and industries. 

In a nutshell, this literature review recognizes that not only intrinsic aspects of 

motivation such as the temporal focus may influence strategic change initiation, but also other 

traits and their relationships with contextual factors. Although temporal focus is a more stable 

characteristic during life, environmental forces may trigger changes in the perception of time, 

for example: the level of competition may trigger long or short-term focus, groups may align 

their temporal focus with the organizational context (Bartel & Milliken, 2004; Shipp et. al. 

2009), and culture may differentiate people’s temporal focus (Guo et. al., 2012). In addition, 

the degree of autonomy of executives, their influences on other individuals’ frames and 

decision-making through negotiation and dialogue, and their position in the company may also 

have a huge impact on their temporal distances, perception, and subjective time (Berson & 

Havely, 2014; Forster, Friedman & Liberman, 2004; Yudkin et. al., 2018). The previous 

literature regarding temporal diversity is represented in the table 4 below. 

 

Table 4 - Summary of past studies regarding temporal frame diversity and heterogeneity effects. 

 

Focus trend 

Temporal  

Concept 

Unit of  

analysis 
Findings 

Temporal Concept  

Measure 
Author 

Temporal 

diversity 

 

Time 

orientation 
TMT 

Heterogeneity of time-

orientation among top 

managers was necessary to 

strategic change. 

Standard 

deviation of top 

manager time 

orientation 

West & 

Meyer 

(1998) 

Temporal 

Work 
Executives 

Temporal work intensity 

(multiple interpretations of 

subjective time) 

contributed to strategic 

decisions that departure 

from the status quo. 

Qualitative 

inquiry. 

Kaplan & 

Orlikowski 

(2013) 

Time 

urgency and 

Time 

Perspective 

Members 

(group 

functioning) 

Homogeneity may 

diminish temporal 

ambiguity and tension 

among individuals, leading 

to good performance. 

Theoretical 

article. 

Waller, 

Conte, 

Gibson & 

Carpenter 

(2001) 

TMT Time 

Horizon and 

CEO 

Top 

Management 

Team and 

CEO  

TMT mean time horizon 

and diversity are positively 

related to organizational 

ambidexterity. 

Time Horizon 

Scale and 

Temporal 

Leadership Scale. 

Chen, Miller 

& Chen 

(2009) 
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Temporal 

Leadership 

Shared 

temporal 

frames 

Shared 

cognition on 

time 

Members 

(group 

functioning) 

Shared cognition on time 

contributes to the 

coordination of team 

members’ actions. 

Theoretical 

article. 

Gevers, 

Rutte & Van 

Eerde (2004) 

Time 

orientation, 

time 

compression

, and time 

management

. 

Members 

(group 

functioning) 

Shared perception of time 

and time pressure may 

benefit teamwork 

functioning. 

Theoretical 

affirmation. The 

authors measured 

the concepts with 

three different 

scales.  

Bartel & 

Milliken 

(2004) 

Leadership 

Moderation 

TMT Time 

Horizon and 

CEO 

Temporal 

Leadership 

Top 

Management 

Team and 

CEO 

CEO with stronger 

temporal leadership had 

better effect in 

organizational 

ambidexterity with teams 

that were more diverse in 

time horizon and higher 

means of long-term 

orientation. 

Time Horizon 

Scale and 

Temporal 

Leadership Scale. 

Chen, Miller 

& Chen 

(2009) 

Temporal 

time 

urgency, 

future time 

perspective, 

and pacing 

style 

Members  

Team temporal leadership 

moderated the relation 

between temporal diversity 

and performance, with 

strong team temporal 

leadership enhancing the 

positive correlation of time 

urgency and pacing style 

diversity on team 

performance. 

Used within-

group standard 

deviation to 

measure 

separation 

diversity and 

scales for time 

urgency, future 

time perspective, 

pacing style, and 

temporal 

leadership. 

Mohammed 

& Nadkarni 

(2004) 

 

The several opposing findings in the literature encourage a wider comprehension of the 

temporal focus phenomenon; empirical work is still necessary to investigate how exactly 

individuals’ temporal focus differences influence the process of TMT and Board of Directors’ 

decision-making. 

In addition, the analysis may benefit the comprehension of temporal focus measures in 

the past studies. For example, in Nadkarni, Chen and Chen’s (2016) study, the letters to 

shareholders derived the executives’ temporal depth. The authors collected data from CEOs 

and recognized that “as the chief cognizer and chief attention regulator of the firm, the CEO 

must heed competing perspectives of other influential executives and integrate the perspective 

for decision-making” (Nadkarni, Chen & Chen, 2016, p. 17). Although that was a premise 

adopted by the authors, there is a huge chance that, after negotiating different temporal focus 

frames and interpretation, the output of CEO’s data does not exactly reflect the group or CEO’s 

temporal depth, but possibly the temporal depth of one particular influential person to that 
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decision. The letters to shareholders probably present a final version of previous discussions 

and possibly disagreement until they are defined and shared.  

For instance, with another line of reasoning, Gamache and McNamara (2019, p. 6) 

gathered data of CEO’s past and future focus with content analysis of letters to shareholders 

and used the premise that the data informed the CEO’s temporal focus, and not the groups’ 

temporal focus. The authors reflected that, by “studying CEO temporal focus, we look at a 

motivational attribute likely to shape executive’s field of vision and selective perception of 

information”.  

 Regarding those differences in the literature, temporal focus and its diversity influence 

on group dynamics are investigated through a qualitative study and direct empirical data. A 

qualitative inquiry may help comprehend how the temporal focus trait, as a filter, influences 

the attention, framing, and participation of individuals in strategic changes. Scanning and 

interpreting are cognitive aspects of agent’s behavior in the organization that influence strategic 

decision-making and actions (Thomas, Clark & Gioia, 1993). The qualitative study is conducted 

to access the consequences of temporal focus in a micro analysis, not in a macro one. That is, 

the main objective is not to comprehend the effect of temporal focus on variation of strategic 

change, as past studies have done, but to advance the literature comprehending how individuals’ 

temporal focus diversity influences decision-making and how groups’ (top executives and 

Board of Directors) deliberation process occur until the strategic change initiation is done.   

 

3. METHODOLOGICAL APPROACH 

Guided by the objective of answering the research question “How do the TMT and 

Board of Director’s temporal focus differences influence strategic change initiation?”, this 

study employs a qualitative approach, which is, in essence: “the study of things in their natural 

settings, attempting to make sense of, or to interpret, phenomena in terms of the meanings 

people bring to them” (Denzin & Lincoln, 2000, p. 3). 

The qualitative inquiry choice is in line with the objectives proposed in this work that 

require detailed comprehension of the individuals’ interactions and the collection of decision-

making process data in real settings, rather than the search for a quantitative or variance 

confirmation, which would require a different methodological approach (Stake, 1998; Creswell, 

2009). 
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3.1. Metatheoretical Assumptions  

 The researcher’s journey is full of choices and renounces, from the theory and research 

question until the methodology and study design. Those choices include not only the endeavor 

to guarantee that the research question will be answered in the best way, but also include the 

assumption that those choices need to fit the researcher’s interest. Besides, there is the adoption 

of theoretical and philosophical approaches that are in accordance with the way the researcher 

comprehends the reality, the researcher’s worldview. In other words, the researcher makes 

multiple choices, consciously or unconsciously, during the research process. 

 Choices restrict opportunities; those metatheoretical and theoretical choices lead the 

researcher to a narrow path in which he or she begins to dialogue with a much smaller group of 

researchers. The exposure of underlying assumptions and theoretical positioning is important 

to define the boundaries of the study and in which kind of dialogue it intends to participate. 

 Considering the focus on understanding the relationship between the executives’ 

temporal focus differences and the strategic initiation, and also, on seeking information on how 

the executives’ frames and decisions develop in a process view, this research path has its own 

assumptions and starting points that must be clarified. This explanation is important given the 

fact that this initial definition of metatheoretical assumptions guides the research from the 

beginning to the end and indicates how the researcher fits into the research (objectivity or 

subjectivity perspectives) and how he or she understands the reality posed. 

 This work is grounded in critical realism, with an subjectivist epistemology and a realist 

ontology. In other worlds, the epistemology poses that the world is socially constructed, but 

also real. In Easton’s (2010, p. 122) words: “they construe rather than construct the world. 

Reality kicks in at some point”. That does not mean that empiricism and matter are the same as 

“real”, but something is considered real in this epistemology “if it has an effect or makes a 

difference” (Fleetwood, 2005, p. 9). This epistemological base assumes that there is a reality 

that may be objectified, and commonality shared (Cunliffe, 2011). 

 Also, given the ontological grounds, this reality does not accept replicability, which is 

a principle of the scientific assumptions defended by the empiricists and the statistics and 

natural science paradigms, as understood in the Cartesian thinking, for example; however, that 

cannot always support the complexity of the unique realities of the social science. This ontology 

is, according to Bhaskar (2013), stratified in three layers: the real, the actual events, and the 

empirical. The latter, the empirical world, is actually the one that can be reported by the 

interpreters; the “real” layer refers to “the way of acting of things” (Bhaskar, 2013, p. 175), that 
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may or may not give rise to events. These events appear in the “actual” layer and may be 

experienced or not.   

 These metatheoretical assumptions guide the position that the research assumes in this 

endeavor, the way the research was designed, and how the work was analyzed and presented. 

In this sense, the researcher is notoriously responsible for making sense of the data collected 

and mediates the meaning of actors; the reality is contextualized, and the human nature is made 

of interpreters: actors that are knowledgeable and interpret the reality (Cunliffe, 2011).  

 These underlying assumptions advance social science comprehension beyond causal 

inferences and look for unveiling potential explanations rather than correlations between 

variables. According to Miller and Tsang (2011, p. 145) “the search for explanations also goes 

beyond the pragmatic concern for whether acting on a theory produces the expected and desired 

effect”. 

 Given that this philosophical issue is explained, the ground is prepared to present the 

chosen methodology in the sequence. The research strategy to be presented is also in line with 

the metatheoretical assumption, since critical realism “seems ideally matched to case research” 

(Easton, 2010, p. 127). 

 

3.2 The Research strategy 

 

A single case study was chosen as the research strategy. The choice for the case study 

strategy methodology is in accordance with the purpose of understanding the case in its 

specificity, a study of the case itself, in a more individual inquiry. In fact, the understanding of 

the interplay between individual preferences (as regards their temporal focus) and group 

dynamics of the team of decision-makers demands an in-depth approach and adaptive data 

collection, so that insights from initial collection efforts can serve for further inquiry in future 

data collection from other informant. The needed flexibility of such approach is better served 

by a case study, not by a fully structured research design. 

This methodological strategy of research permits the use of different sources of 

information, including documents, interviews, questionnaires and observation. The use of 

multiple sources of evidence is also a form of ensuring rigor of data collection, allowing for 

data triangulation (Gehman, Glaser, Eisenhardt, Gioia, Langley & Corley, 2018; Gioia, Corley 

& Hamilton, 2012; Yin, 1981).  

 The study is conducted in a multilevel approach (i.e., the individual and the team level), 

with data collected from decision-makers that are part of the executive team, others who are 
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part of the Board of Directors and others that serve in both teams. The independent interviews 

run with different participants in the decision-making process allow both: to gather their 

perception about the strategic change initiation and to gather the information necessary to 

understand the groups’ interpretation about the same strategic change events.  

 In addition to the interviews, a scale of temporal focus was applied to gather data of the 

individuals’ perception of time, using a Temporal Focus Scale (TFS) from Shipp, Edwards and 

Lambert (2009), a 12-item, 7-point semantic-differential scale.  

 These multiple sources increase the validity of the qualitative study. According to Stake 

(2006, p. 38), “the qualitative research is interested in diversity of perception, even the multiple 

realities within which people live. Triangulation helps to identify these different realities”.  

 

3.2.1 The case selection 

 

 The case selection is critical for gathering fundamental data to comprehend the 

phenomenon that is analyzed. The study tends to grow in quality when a purposive case is 

chosen (Creswell, 2009; Miller & Tsang, 2011; Stake, 1998). The case is the Top Management 

Team and Board of Directors from a family-run industry of home appliances in Brazil. 

 An invitation letter was sent to the company that accepted it (Appendix E – Invitation 

letter). It was a case purposely chosen, given that all members of the Top Management Team 

of this company are directly involved in the strategic change process of the company and have 

a formal process of decision-making. Also, the company is clearly in a slow-moving industry, 

one of the main specific contexts (besides fast-moving industries) discussed in the literature 

regarding temporal focus, which makes it a relevant case (Stake, 1998).  

3.2.2 The case 

 The case is the TMT and Board of Directors of a private limited company in Brazil, 

situated in a stable industry. At the time of the study, the company had around 4.500 employees 

and a revenue of one billion and two hundred million reais a year. This enterprise was founded 

in 1923 by an Italian immigrant and it is still managed by his family. As a privately held 

company, the family holds one hundred percent of the enterprise’s shares.  

 Since its beginning, the company has worked in various sectors such as maintenance, 

manufacturing and assembly of machines for factories, porcelain for low voltage electrical parts, 

gas generator for motor vehicles, among others. In the 1950s, the production of automatic eletric 
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showers started; it was a major milestone for the company, as it became the main leader of this 

product in the market. 

 At the time of the study, the company maily manufactured home appliances products, 

which were: water heaters, gas heaters, electric water heaters, toilet seats, showers, eletric 

showers, lighting, sanitare ware, toilet flush, metal accessories, plastic accessories, pressurizers, 

pumps, water purifiers, shower resistances and electric faucets. 

 Considering the product life cycle, the environment of this company can be 

characterized as an industry where "standards are well-defined, product expectations are clear, 

product life cycles are known, and often long and limited number of competitors may slowly 

push the development envelope with anticipated innovations" (Bingham et. al., 2011, p.21). 

 In fact, the company is in an oligopoly market structure and it competes by price. The 

business strategy adopted by the company is an important factor to understand the case and its 

environment; according to Bingham, Eisenhardt and Furr (2011), the strategic positioning of 

this kind of company is related to efficiency and it fits the important resources of the company, 

ensuring what the authors call “leverage strategy”. This is different from the companies that are 

in a more dynamic sector and are opportunity-driven, which, according to the authors, tend to 

adopt an “opportunity strategy”. 

 A case can be defined as “a phenomenon of some sort occurring in a bounded context” 

(Miles, Huberman & Saldana, 2014, p. 24), and, also, as the unit of analysis. The case is always 

a specific entity and has its own singularities; according to Stake: “each case to be studied is a 

complex entity located in its own situation” (Stake, 2006, p. 12). 

 The case is composed of twelve members, men and women of different ages, with 

different tenure and professional backgrounds. The top management executive team is formed 

by six members, three are part of the family and three are external professionals (C1, C2, C3): 

President (D1), Vice-president (D2), Financial Director (D3), Industrial Director (D4), Estate 

Director (D5), and Commercial Director (D6). 

 The Board of Directors was established in 1990 and is nowadays formed by eight 

directors, all members of the family that started the company; two of them are also executive 

directors (D1 and D5). Three members of the Board are managers in the company, the Legal 

Manager (M1), the Industrial Manager (M2), and the Lighting Department Manager (M3). The 

other three members are not directly involved in operations, but act as consultants to the 

executive Board (C1, C2 and C3). Figure 1 illustrates the case composition. 
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Figure 1- Composition of the top management executive team and of the 

Board of Directors (the organization chart is illustrative; it does not intend 

to show the real hierarchical organizational structure in the company).  

 

 The forums of discussion operate separately; the Board of Directors’ meetings are 

always with the participation of the vice-president and the CEO (president). The full executive 

directors team have their own meetings where strategic issues are previously discussed, 

clarified and refined with details for the Board of Directors to provide their approval (or 

otherwise). The meetings of the executive directors have a deeper and technical strategic 

analysis compared to the board meetings; the Board of Directors is more concerned about the 

future of the company and emphasizes long-term return (according to the Lighting Department 

Manager - M3). 
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3.3 Data Gathering 

 

 A preliminary interview with one of the managers (M3, the lighting department manager) 

helped identify strategic changes that had been analyzed recently by the executive team and the 

Board of Directors. The manager was informed that a strategic change is “the multifaceted, 

dynamic process involving various actors (change strategists, change agents, and change 

recipients), which allows firms to seize (new) opportunities and/or cope with threats in order to 

become or remain competitive in the market environment” (Kunisch et.al. 2017, p. 1008). 

 With the help of the manager, there were purposefully chosen two distinct issues: one 

potential strategic change that was analyzed, but later on not approved; and a strategic move 

that was approved and conducted. The rationale of choosing contrasting events sampling in the 

within-case revolves around gaining insights about the research question. A unique sample 

selection could lead to erroneous inferences that contrasting cases help expose; also, the 

contrasting cases selection is one of many types of sample selections that may “increase 

confidence in analytic findings on the grounds of representativeness” (Miles, Huberman & 

Saldana, 2014, p.28).  

 The selection of a recent strategic change contributed to minimizing the bias of report 

of past events, which is influenced by memory and retrospective rationality (Golden, 1992). 

Besides, the two issues had to be relativevly recent, so that the decision-makers involved were 

still in the company and could be interviewed. All informants reported on the same two strategic 

changes. 

 The strategic changes selected for the study were: enter a new market (the sanitary ware 

industry), which had been approved; and shift the location of the company, which was not 

approved. Table 5 provides details. 

Table 5 – Strategic changes analyzed and respective decisions taken by the company  

Key participants Strategic Change Description Decision (if made or not) 

All members of TMT and the 

Board of Directors (12 people, 

two of which with double 

appointment) 

Enter a new market (Strategic 

Change 1).  

Approved in 2008. Implemented in 

2015. 

All members of TMT and the 

Board of Directors (12 people, 

two of which with double 

appointment) 

Move the location of the company 

(Strategic change 2).  

Not approved (presented for discussion 

more than once in the 2001–2019 

period). 

 

 Six semi-structured interviews were made, with three members of the Board of Directors 

and three members of the top management team (one of them was also a member of the Board 
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of Directors). Details of interviews and their duration are presented in Table 6 – Data sources. 

Formal procedures were made before the interview: the interview protocol was pretested with 

three executives of other companies (the flexible interview script is presented in Appendix A 

and B); and a consent form was signed by the interviewees (Appendix H). 

Table 6 – Data sources 

Group 
Respondents 

(Scale)  
Interviewees 

Interview 

duration 

TMT (5) Members 
(3) Financial Director, Industrial Director and Estate 

Director. 
2h 48 min 

Board of 

Directors 
(7) Members 

(3) Legal Manager, Industrial Manager and Lighting 

Department Manager 
2h 17 min 

 

 The intention of the interviews was to gather data on the decision-makers’ 

interpretations of the strategic changes and their temporal focus predispositions. The questions 

concentrated on respondent’s interpretations of strategic change events, their opinions and main 

considerations about the possible initiation. The content of the interviews were transcribed in 

71 pages and 42.386 words.  

 The qualitative and quantitative data were collected from all the informants: after 

conducting the interviews, a scale of temporal focus was administered to gather data about the 

individuals’ perception of time. The decision-makers who did not participated in the interviews 

filled the scale in a monthly company meeting with the collaboration and instruction of the 

sponsor (M3). The instrument used was a 12-item Temporal Focus Scale (TFS) developed by 

Shipp, Edwards and Lambert (2009) that informs thoughts about past, present, and future with 

7-point response scales, in which respondents indicate how frequently they think about each 

time period (1= never; 3= sometimes; 5= often; 7=constantly). This instrument provided data 

about the individual temporal focus of the decision-makers (both the directors of the board and 

the executive directors and managers). Appendixes F and G present this structured instrument.

 Translation accuracy of the scale was guaranteed by five independent translators – four 

native Portuguese speakers and one native North American speaker fluent in Portuguese. Also, 

a meeting with one of them was made to define the best translation and another adjudicator 

judged the last version of the scale in the translated version. Further, a reverse translation was 

made by a native speaker and two expert researchers compared the original version with the 

reverse-translated one and suggested adjustments (Douglas & Craig, 2007). The translated scale 

was considered almost perfect, excepting for  item “11 - I think back to my earlier days”, which 

was carefully revised once again by the author of this work and one academic researcher. 
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3.4 Data analysis 

 

 Designed to be exploratory and not theory testing, an inductive inquiry was carried with 

qualitative data analysis applying the Gioia (2012) methodology. The intention of the 

interviews was to gather data on the top decision-makers’ interpretations of the strategic 

changes as well as their temporal focus inclinations: the qualitative data served to inform about 

individuals’ interpretations and their perceptions about the teams’ interpretations, as well as the 

individuals’ temporal focus. The latter was compared with the quantitative data.  

 The research followed standard procedures from the literature (Corley & Gioia, 2004; 

Gioia & Chittipeddi, 1991) to derive the groups’ interpretation to their decision-making, both 

with first and second-order analyses. This main frame of analysis is in accordance with the 

objective of investigating the group level of analysis in the organization. To ensure the objective 

of answering the research question, another part of the analysis was done at the individual level, 

crossing the individuals’ temporal focus measures with the individuals’ influence on the 

groups’ process, trying to understand how the differences in TMT and Board of Directors’ 

temporal focus influenced the initiation of strategic change. 

 The group level of analysis was developed in two stages: one broader that comes from 

initial interaction with interviewees and that creates many categories, with the dominant themes 

expressed by the interviewees; and another narrower that comes from progressing the research 

and finding convergence and divergence in the data in a more theoretical perspective. The 

outcomes of these two stages are what Gioia called “data structure”. 

 The analysis started with the process of coding the articles with the support of the 

software Atlas TI. This initial coding involved open coding and finding common themes related 

to the phenomenon (decision-making process). This process of first-order analysis was made 

separately, considering two different types of individuals and groups’ consideration to decision-

making: the ones related to strategic change 1 (enter a new market), strategic change 2 (move 

the location of the company). A second round of coding was done to combine and classify the 

codes in similar first-order categories. This development reduced the number of codes, although 

all of them seemed important; the demi-regularities were constructed with the most dominant 

codes and they were decreased from 72 to 34 codes. 

 In the sequence, a careful reading of the dissertation and of the previous notes kept 

during the research process was done, which helped guide the insights on the interpretations 

and antecedents of individuals’ decision-making. Finally, some new groups emerged to compile 
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the categories that were labeled to describe the main meanings of the first-order categories, but 

with abstract concepts, creating a second level of themes, which are the second-order categories. 

The second order classification was composed of 12 categories, which where condensed in two 

aggregated dimensions of strategic change initiation phenomenon. These findings are discussed 

in the next section with the illustration of the data structure related to each strategic change 

(Figures 2 and 3).  

 In the sequence, the code process and analysis at the individual level considered each 

temporal focus tendency of the individuals and how their perspectives about strategic change 

initiation were related to the groups’ interpretation. For that, the coding procedure was also 

divided between the two strategic changes and each individual was treated as a unit case with 

the focus on understanding each one’s individual perspective compared to the group’s. 

 Although multiple strategies to present the data are recommended in the literature, 

multilevel analysis poses a challenge of dividing the presentation of each level data, giving their 

interdependence. Therefore, a narrative perspective was chosen (Langley, 1999). 

   

4. PRESENTATION AND DISCUSSION OF FINDINGS 

 

 I divided the analysis and discussion of results in six sections. After an introduction of 

the quantitative data analysis, I presented the first and second sections with the analysis of the 

data regarding the strategic change of entering the new market. These sections presented the 

data that emerged in the group level in the open coding process: (4.1.1) Strategic change 1 – 

enter a new market; and the data that emerged in the individual level of analysis (4.1.2) Strategic 

change 1 – The prevalence of subjective present considerations for strategic change initiation. 

 In the third and fourth sections, I focused on the second strategic change of moving the 

company’s location, presenting the data of the group level analysis: (4.2.1.) Strategic change 2 

- move the location of the company; and in the individual level of analysis (4.2.2) Strategic 

Change 2 – The CEO’s power as a force to stick to status quo. Finally, in the fifth section (4.3), 

I discussed the findings and in the sixth (4.4), the limitations and directions for future research.  

 One of the first impressions with the observation of the quantitative data collected was 

the similarity across the individuals’ inclinations of past, present, and future focus allocation. 

This finding is very interesting, and it was commonly discussed in past studies that attributed 

the shared time frame to the effect of entrainment or even to the organizational environment 

context (Ancona & Chong, 1992; Bartel & Milliken, 2004).  
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 Table 7 presents their similar tendencies. The numbers were calculated considering the 

average of each category in the 7-point response scale: past, present, and future.  

 

Table 7. Distribution of individuals’ temporal focus. 

 

 

 Furthermore, I observed that most individuals have a high value on the three temporal 

focuses (past, present, and future), which confirms that individuals may have temporal focus 

tendencies in different time perspectives simultaneously; this also confirms that this construct 

of temporal focus is not a continuum.  

 In the qualitative data analysis, the individuals’ tendencies were analyzed considering 

their individual temporal lens (recollection of past, perceiving the present, and anticipating the 

future) interference in each strategic change initiation, to understand whether there was a 

predominance on each strategic deliberation and what was the effect of the individuals’ 

temporal focus diversity. 

 

4.1.1 Strategic Change 1 – Enter a new market 

 

 The opportunity to enter the market of sanitary ware was a focus of the top executives 

after a segment study done by members of the company, as part of an in-company MBA 

program in 2009. In that occasion, some products were analyzed, and the executives of the TMT 

and Board of Directors deemed that sanitary ware was the best sector to enter. This selection 

was made according to the congruence of this opportunity with the company’s businesses, 

identity and capacity, and with positive future expectations created by internal motivation, 

market analysis, and future consideration for the company. The findings overwiew is presented 

in Data structure 1 (Figure 2), and the data analysis is detailed in the text in the sequence. 

TMT PAF PRF FUF
Board of 

Directors
PAF PRF FUF

D1* 3 6 3,75 M1 4,5 5,5 5

D2 4,5 5,5 7 M2 5 4,75 5,5

D3 5 4,5 5,75 M3 6,25 5,25 5

D4 3,75 5,25 6   C1** 0 0 0

D5* 5 5 4,5 C2 3 4,75 5,75

D6** 0 0 0 C3 6,25 5,5 5,25

*** Legend: PAF (Past Focus); PRF (Present focus); FUF (Future Focus).

** Did not fill the scale. 

* Also members of the board of directors.
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Figure 2 - Data structure 1 – Synthesized analysis of the groups’ reflections upon strategic change 1. 
 

 Fixed shared frames for strategic change initiation. 

 

 A common and almost indisputable speech emerged from the interviewees when they 

were confronted with the question about the opportunity that they had to enter the sanitary ware 

market: they stated that the company needed to do it and no other option seemed to be more 

suitable for the companies’ identity, business segment, and capacity. The group shared a 

positive perspective of alignment among the company’s distribution channels and sector, the 

company’s purpose and objectives, and its experience to enter the sanitary ware industry. 

“There was a promising market for this segment; it was a segment that the company wanted to 

add to the line because we would distribute this product practically in the same places that we 
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already sold sanitary accessories and showers. So, our sales workforce would be the same, 

there would be this advantage, this is a cost reduction; adding value to the company, adding 

brand value, adding revenue and results, so all views were positive and continue to be”, 

highlights the Financial Director (D3).  

 Past studies acknowledge that frames of reference may be a source of attention and 

decision-making of the group, contracting the lens of perception and allowing individuals to 

make sense of opportunities. Also, the organization may not be able to adequately respond to a 

change in the market because of a shared frame that predominates in the company, leading to 

cognitive rigidity and inertia (Kaplan, 2008). In the case studied, the individuals clearly made 

sense of this strategic change opportunity by framing the strategic initiation as strategically 

congruent with their identity, competence, and business model. 

 The groups’ interpretation of the strategic change had a basis, a criterion that was 

established for opportunity selection: the resonance with the business model they already had. 

This exploration behavior may be seen as guided with a fixed frame of reference; the scope of 

opportunity attention is automatically reduced, in the words of the Estate Director (D5) “We 

are going to expand to things that complement our line; are we going to make TVs? It had 

nothing to do with us, it does not complement anything, they are other sales channels”.  

 The alignment with the business model as a fixed frame of reference resulted not only 

in a condition to consider some options but enhanced the confidence of individuals’ choice to 

agree on pursuing the opportunity even with some considerations that were not so positive, for 

example, as indicated by the Industrial Manager (M2) regarding their profitability prospects: 

“Although it had been argued that the profitability of sanitary ware would be slightly below 

other segments that we had already participated in, a consideration was made that the global 

value of the company would gain a lot in aggregating sanitary ware and, in addition, it could 

facilitate a lot the commercialization itself of our sanitary accessories”.   

 This may be a source of competitive advantage if you consider that a shared point of 

view may establish a positive environment for goal pursuing; however, it may also be a source 

of threat to opportunity exploration, given the context of the organizational environment, for 

example, if a broader scope of opportunities is necessary for a competitive advantage. Usually, 

this is not the case for stable environments but rather in dynamic ones, or where the introduction 

of technologies is frequent and imperative to companies’ survival. For example, Rosenbloom 

(2000) conducted a single case study and concluded that the company leadership was 

responsible for breaking with the past and exploring new technologies when the company’s 
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capability did provide the means for that. Unlike that, in the present case study, the fixed frame 

of reference did not seem to be a threat, but something that put everyone on the same page. 

 The discussion of background influence on decision-making comprehends the 

perception of a shared belief in the competitive boundaries of the industry; Benner and Tripsas 

(2012) discuss, for example, that some companies are more likely to add new features to their 

products concurrently with other firms of the same industry. Top managers frame their 

competitive environment through a categorization process in which they classify the companies 

that participate in their competitive arena (Baum & Lant, 2003). Other theorists discuss that this 

is a mimetic behavior that leads to a high degree of firms and fields’ similarity, according to 

DiMaggio and Powell (1983, p. 148): “strategies that are rational for individual organizations 

may not be rational if adopted by large numbers. Yet the very fact that they are normatively 

sanctioned increases the likelihood of their adoption”. These comparisons to other companies 

demonstrate the existence of a fixed frame of reference of competitive boundaries that enhances 

the fixed frame of the business model alignment, as it is possible to notice in the Legal 

Manager’s expression (M1) when she was questioned about the sanitary ware market entrance: 

“I don’t know, it was a very good complement for the company; if you are in the water field, 

you have a very good complement, it is a good complement! We have sanitary accessories, you 

see Alpha has accessories, Alpha had sanitary wares and they got in the shower business, they 

bought Beta, right? So, you see that it is not just our company that wanted to enter, right?”.  

 Organizational identity, as opposed to other concepts, is a more abstract concept and 

it is not fixed for every company: employees may not recognize their organizational identity in 

the same way. In this company, the same organizational identity is shared by the top executives 

and directors of the board; they collectively agree on what the organization does and what it is, 

and this is also a frame of reference for goal pursuing. As pointed by the Legal Manager (M1), 

considering why they should enter this market, she stated that it is “because it has a lot to do 

with our business, right? So, we deal with water, our goal is always to deal with water because 

we already have showers”.  

 The organizational identity informs the essence of “who we are”, describing the main 

attributes of the company (Navis & Glynn, 2010) and the company’s collective shared meaning 

may be a source of advantage or not. Considering goal alignment as a motivational factor, 

having a congruence among individuals about the identity perception of the company could be 

positive, decreasing conflict in the strategic change interpretation. However, in an opposite way, 

it is possible that this fixed frame of reference may occasionally blind individuals from other 

possibilities and information, diminishing creativity, and consequently, the performance of the 
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company. An interesting sentence of one Manager (M2) points to prioritizing the alignment 

with organizational identity instead of profitability, when he expressed his point of view of 

exiting from another business: “I saw there was no synergy with the company and I always saw 

that we should grow and add products and segments that had more synergy with our 

distribution channels, with our customer network and with the company’s DNA. So, it really 

made a lot more sense for us not to be in this segment of capacitors where the big sales were 

for companies [not to end consumers]; it was a component that sold a lot to companies, it had 

its profitability, but, as a manager, I didn’t see that this business unit was one that we should 

invest money in”.  

 The perception of positive capacity of the company to pursue this challenge was also 

a factor for this strategic change initiation, not only because the company had a similar 

production in the manufacturing sector, but also because they felt the company had a history of 

good decision-making and good ability to face challenges. The Lighting Department Manager 

(M3) expressed that he was very optimistic when he first thought about pursuing this objective: 

“more optimistic than anything, right? Especially regarding the recent history of the company, 

having managed to transform the various challenges that we faced into good and average 

success stories. So, I wanted this to happen too”. 

 Capabilities accumulation and top managers’ interpretation may affect exploration 

behavior; for example, past studies recognize that technological knowledge may become also a 

source of inertia when managers’ beliefs do not accept different market sector accommodation 

(Tripsas & Gavetti, 2000; Benner & Tripsas, 2012). The executives’ interpretation about the 

background of the company informed that the company history influenced the way they 

perceived this strategic change opportunity, enhancing their confidence in handling this 

challenge. Although the consistence-orientation may be a threat for exploration in some 

contexts, considering that companies’ capabilities may restrict the scope of TMT’s focus of 

exploration, this specific case study showed to be benefited from the perception of positive 

capacity.  

 

Positive future expectations for strategic decision-making 

 

 The groups’ data analysis indicated a promising market and a good financial analysis 

that enhanced the positive expectations of the group to initiate the strategic change. This process 

appeared in the data as a formal process to guarantee that it was a good option for the company. 

When an important decision has to be made, conflict and doubts are very common, especially 
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as regards uncertainty about the consequences of the choices to be made; in the present case, 

there was not a trace of conflict to decision-making, but there were sources of positive 

antecipation of future consequences, which were enhaced by the market analysis and internal 

groups’ motivation, converging to decision-making. 

 Although organizational members are bounded rationality actors, they still have some 

control of the environment analysis. To a certain degree, data is a fundamental ingredient for 

decision-making especially in stable environements; market analysis and information 

gathering may enhace or diminish the future expectations of groups of decision-makers. In other 

words, cognition may provide guidance to choices, but it does not strictly determine action; 

companies have their formal process of analysis that will either attest the possibilities framed 

by groups or not. In this case study, the market analysis enhaced the positive expectation of 

entering the new market, as the Financial Director (D3) explained “there was an unmet demand 

for almost one million units a year, so there was room to enter because the players in place 

were not meeting the demand at that time”.  

 There was a promising future for the TMT on this decision-making, and they based their 

impressions considering their studies in the area; “we had studied some other segments, sanitary 

ware we had studied some years before, I mean, we even did some MBA work here”, said the 

Industrial Manager (M2). And the analysis process was a source of confidence for the groups’ 

decision-making, as the Financial Director (D3) explained: “the company has a very capable 

technical team, and I am part of it, right? Within the context, we trust that we are capable of 

making good assessments, we know how to count, to do studies on economic feasibility, so we 

have marketing, we have finance, we have commercial, we have industrial, all together to reach 

a study that supports you, we do not make decisions based on nothing”. 

 Imagining future consequences of present decision-making is a mental process that 

determines the choice of pursing an opportunity or not. The group’s future considerations for 

strategic change were not only positive, as the market analysis presented; the intention to 

forseek growth and new objectives was a shared perspective of top managers that also boosted 

individuals to perceive the necessity to initiate the strategic change. Top management’s 

discourse expressed this necessary condition to have company growth, as the Estate Director 

(D5) afirmed:  “for us to be recognized, for us to grow, we have to have the sanitary ware, I 

was convinced of that and everyone was convinced, although today it is a company that is still 

causing us losses”. 

 In addition, they had in mind that the future consideration was important even with a 

trade-off of present profit, considering they already knew that this product market was not as 
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profitable as other possibilities were, as this director (D5) explained; “it was not a product that 

was going to give great margins, but it was a line complement; it was going to make it easier 

for us to sell sanitary accessories, which was a problem that we always had to enter the 

construction sector, we are going to sell to construction companies and the construction 

company wants to buy packages”.  

 Besides, internal motivation factors seemed to be present for the strategic change 

initiation; this was true not only for the Board of Directors but also for the top management 

team, as expressed the Industrial Manager (M2), “I do not remember the advice of having had 

any objection to enter that segment, okay?” and the Lighting Department Manager (M3): “the 

executive board was very emphatic and stood very firmly saying ‘we are going to do it’”.  

 This data evidence is summarized in Table 8 and further evidence is presented in 

Appendix C (Data evidence in the data structure of Strategic Chamge Initiation 1).  

 

Table 8 – Data evidence of Strategic Change Initiation 1 

DATA EVIDENCE (OF 1st ORDER CONCEPTS) 
2 st ORDER 

THEMES 

AGGREGATE 

DIMENSIONS  

"So, today there is much more synergy for us to sell a line of sanitary 

ware than a line of portable appliances; let’s put in this way, we studied 

some specific products, but that we had another main distribution 

channel, channels that we did not have such a strong presence". (1.1 – 

M2) 

"Sanitary ware may open some doors that can be very productive for us". 

(1.1 – M2) 

"And the second is to look for a business that had a lot of synergy, to 

take advantage of this synergy as much as possible". (1.2. – M3) 

Alignment 

with the 

business 

model 

FIXED SHARED 

FRAMES FOR 

STRATEGIC 

INITIATION 

"I think it was like “in the dna” of the company, let’s assume". (1.5. – 

D5) 

"What else can we do to complement what we do? What is our vision? 

Making products for homes, for home improvement; and where are most 

of our products?". (1.5. – D5) 

"I saw there was no synergy with the company and I always saw that we 

should grow and add products and segments that had more synergy with 

our distribution channels, with our customers network and with the 

company’s dna. So, this really made a lot more sense for us not to be in 

this segment of capacitors where the big sales were for companies; it was 

a component that sold a lot to companies, it had its profitability, but, as a 

manager, I didn’t see that this business unit was a business unit that we 

should invest money in". (1.5. – M2) 

Alignment 

with the 

organizational 

identity 

"There wasn’t, because we already had a ceramic company, we thought 

it would be much easier". (1.9. – M1) 

"More optimistic than anything, right? Especially for the recent history 

of the company, for having managed to transform the various challenges 

that we faced into good and average success stories. So, I wanted this to 

happen too". (1.9. – M3) 

"We knew that we would have to go through a learning process, but we 

believed we had this capacity". (1.9. – D3) 

Positive 

perception of 

the company’s 

capacity 
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"One is that it had to be a business of preference whose market was large 

enough for the company to put in it a good part or all of its future 

growth, aiming to double its size". (1.11. – M3) 

"And it would open another door in a segment that we are still very weak 

today; we are growing in this segment, but it is still too small for us, 

which is the construction companies’ segment. We notice even more 

products, more opportunities for us to enter segments that would carry 

the rest of our products". (1.11. – M2) 

"We are going to enter this market, we studied for about 6 months, when 

we said we were going to buy this factory in Jundiai from Epsilon, Alpha 

went there and bought it first". (1.12 – D5 ) 

Market 

Analysis 

POSITIVE 

FUTURE 

EXPECTATIONS 

FOR STRATEGIC 

DECISION-

MAKING 

"For us to be recognized, for us to grow, we have to have the sanitary 

ware, I was convinced of that and everyone was convinced, although 

today it is a company that is still causing us losses". (1.14. – D5) 

"And it has a lot to do with the company’s future strategy because... it 

is... actually…it is a first step towards setting the company on the right 

path, the company right? On the path of this market. And the 

expectation, not the expectation, what is desirable and necessary is that 

the company grows a lot and it may even become the main product of 

the future, surpassing everything it is today". (1.14. – M3) 

"There was a promising market for this segment". (1.15. – D3) 

Future 

Consideration 

for strategic 

change 

"The Board of Directors is really more conservative, but not for this 

sector because we had been asking for an acquisition for a long time". 

(1.16. – M1) 

"I do not remember the advice of having had any objection to enter that 

segment, okay?" (1.16 – M2) 

"The executive board was very emphatic and stood very firmly saying 

'no, we are going to do it'". (1.17. – M3) 

Internal 

Motivation 

Factors 

 

4.1.2 Strategic change 1- The prevalence of subjective present considerations for strategic 

change initiation 

 This opportunity took the individuals’ attention in 2008 given the market competition 

historicity. As expressed by the Industrial Director (D4) “So, it was kind of natural as we bought 

the sanitary accessories factory; we should have a complement, right? If you look at the 

competitors in this segment, they are already entering floors and ceramic tiles”. It was a deeply 

established shared frame by the group, there was no conflict about that: the group recognized 

that this was the best option to grow in the market and they mainly used a present focus to 

justify their decision.  

 The Legal Manager (M1), for example, expressed how the focus on the present was a 

source for decision-making as a comparison with their competitors: “We have sanitary 

accessories, you see Alpha has accessories, Alpha had sanitary wares and they got in the 

shower business, they bought Beta, right? So, you see that it is not just our company that wanted 

to enter, right?”. This same present comparison was expressed by other actors; the Industrial 

Director (D4) explained: “Our competitors in the market had sanitary wares as a line 

complement”. He continued “Gamma, Alpha, even Delta had some of these ceramics, all of 
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them have a ceramic complement, so, strategically, it would be important for us to embrace the 

whole family in the bathroom segment with ceramics”.  

 The present seemed to be the main focus of attention of the Industrial Director (D4), not 

because of his focus tendencies, but because of his position in the company: “My speeches are 

made like this to the board: how far is our own factory from another in Brazil, and from a 

factory in Europe in terms of technology and etc.? So, we have some important knowledge, I 

think that I can still make some contributions, right?”. 

 The present was a source of consideration for strategic initiation to the Estate Director 

(D5) too: “It was a complement that was missing for us, so that’s fine, but today, you get Alpha 

that was a reference for us, they have sanitary accessories and ware, so, for us to be recognized, 

for us to grow, we have to have the sanitary ware”. In addition, he also focused on the present 

market opportunity to explain this decision-making, “but we still have 80% of the market, so it 

is a very large number and it is difficult to grow more, it is difficult and very expensive”. 

 Besides the focus on the present for strategic change initiation, the group had, since the 

beginning, a high degree of receptivity to this strategic change initiation. This receptivity is 

explained as a motivational factor, which is a behavior more correlated with present and future 

focus orientation in the literature. The Lighting Department Manager (M3) explained his 

thoughts: “I thought… I had an optimistic thought. I mean, I liked the idea, I thought it was a 

good idea in the concept. Of course, at the same time, I was in doubt about how we could turn 

this into a successful venture, but more optimistic than anything, right?  

 This positive consideration toward change was also expressed by the Legal Manager 

(M1). She informed that she always thought that diversification was positive to the company: 

“So you can also diversify a little, right? Diversification is a good thing in all businesses, and 

we thought that”. In the same direction, the Estate Director (D5) presented his positive thoughts 

about changes in the company “Always looking for opportunities, I think it was one of the 

reasons why our company has existed for 96 years”.  

 The other members thought in the same way, the Industrial Manager (M2) he explained 

that he was in favor of this strategic change initiation; “I was in favor, I was always in favor of 

entering this new sector”. He also explained that he fought to have another strategic change 

initiated in the organization: “and let’s say that I fought hard to sell this division, I even was… 

let’s say… I was repressed a few times because I wanted to sell the division”. 

 There was also another contribution for this strategic change to initiate: the Vice-

President was very committed to this endeavor, as another member reported: “The VP, our 

CEO, he had a very clear vision about the role of this project in the long-term strategy, and 
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about the consequences that this would bring to the company in various aspects, etc.. So, he 

was very... he defended it well”. The future was the main focus of the VP’s attention at that 

time, as reported by the members; this indeed matches his trait of temporal focus, in which he 

has the highest future focus allocation in the sample. (D2: 4.5; 5.5; 7.0). 

 There were also some reflections for strategic change initiation; some actors were more 

critical than others. Although these considerations were important for strategic change 

implementation, they did not affect the strategic change initiation. The main factor for this 

initiation was considering the present and the other competitors in the market. Anyhow, the 

ponderations were important to balance expectations about implementation in the group, as 

presented by the Industrial Director (D4): “We have an industrial director who is very fond of 

technology, who likes to read, but I think he considered it, but not in that term, he made an 

observation “Look, this is not what we have done, this needs a little more care”, but he also 

wanted it, he thought it was interesting for the business, understood?” The past experience as a 

source of learning is an important factor of past consideration that was presented in his 

narratives, but it did not determine decision-making. In this line, he continued his reasoning “I 

would tell my group that we shouldn’t have a high expectation of financial return; it could be 

a great strategic move to complement the line that could be perceived by our consumers, our 

customers”.  

 This past experience was a source of precaution for the Lighting Department Manager 

(M3) too, regarding the perceptions of others: “they said ‘no, but we have already dealt with 

it’. I said ‘no, we have, but it wasn’t quite that, right?’ So, I will make an analogy... we have 

baked a cake, but we have never made pizza”.   

 It is important to notice that different temporal focus influences were present in this 

decision-making process. Past consideration of some members helped increase some 

precautions; past focus enhanced their perception of internal capacity in the company to do it; 

although past and future expectations were reported, the selection of this opportunity was made 

considering the individuals’ present focus and the group’s fixed frames of reference.  

 Given the groups’ comparison with their competitors’ product adoption and their fixed 

frame of references, the first focus on the present determined the decision-making and it seemed 

to have been sufficient so that the teams could give less attention to past and future. Past and 

future served as sources that reinforced strategic change initiation. 

 

4.2.1 Strategic Change 2 – Move the location of the company 
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 The opportunity to change the company location was first addressed around 2001, when 

many companies were leaving the industrial area of São Paulo and going to cheaper and more 

distant places. The data analysis of this second strategic change demonstrated that some factors 

led to ambivalence and to a unilateral decision-making in the company. In the case, this 

presented itself as, what is called, a strategic deviance: a strategy that is against the common 

behavior of other firms in the field. Some factors may be understood as triggers of this condition: 

the prevalence of ambivalence and the imposition of unilateral decision-making by the main 

top managers in the company. These findings overwiew is presented in Data structure 2 (Figure 

3). 

 

Figure 3 - Data structure 2 – Synthesized analysis of the groups’ reflections upon strategic change 2.   
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Ambivalence to decision-making  

 

 Inertia or delay may be established in strategic change initiation depending on the 

groups’ interpretation of strategic change opportunities and of external and internal 

environment, therefore, they are a result of the meanings constructed by specific groups. 

Usually known as an antecedent to paralysis by analysis and inertia, ambivalence to decision-

making (the simultaneous experience of positive and negative cognitive and emotional 

orientation toward an object) showed to interfere in the groups’ decision-making. This 

phenomenon is observed through the group’s conflict of many contrasting considerations 

regarding the same strategic change initiation. In the case, opposing views enhanced 

ambivalence, which was the outcome of the contrast among concerns about the future (as a 

factor to make strategic change), low threat perception in the short-term, decreases in concerns 

about the strategic change during time, and risk perception with the strategic change. 

 Correlated with a long-term mindset in the literature, one important component of the 

group’s considerations for this strategic change was its degree of concern about the future. The 

case presented a high concern about the future, as expressed, for example, by the Industrial 

Manager (M2); “you would have a very large growth potential because we didn’t have any 

more growth potential here”. Future considerations were also made regarding the activities of 

the organization, “Imagine you have it all in a single plant, you know, that you move within a 

more modern flow, within better logistics, so I think it’s a situation that, inevitably, there will 

come a time that it has to be thought out, I don’t know when”, affirmed the Financial Director 

(D3). The underlying reasoning for the future consideration importance to strategic initiation is 

that TMT (with long-term orientation) may anticipate the future and be more oriented to 

changes. 

 Contrasting with future concerns, there was a low threat perception in the short-term, 

which increased the decision-makers’ confidence in what they were doing, as the Legal 

Manager (M1) said: “we are fine here, we are making money, why are we going to risk?”. 

Usually, companies that do not perceive a risk in continuing with the current strategy do not 

make an effort to invest in strategic changes (Hodgkinson & Wright, 2002). Previous studies 

acknowledged that incumbent firms tend to maintain their strategy and to avoid changes unless 

they perceive a threat (Christensen & Bower, 1996); for example, one of the main antecedents 

of strategic change is poor performance (Boeker, 1997; Golden & Zajac, 2001); this was clear 

in the words of the Lighting Department Manager (M3): even considering a lot  of factors to 
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move their location, they did not perceive a bad performance in the short-term “Even with all 

this mosaic of things that I told you, it is still feasible, it is very good, we are fine”.  

 In addition, to enforce this tendency, changes during time decreased the groups’ 

concerns about the future. For example, the purchase of new locations and the absence of 

external environment pressure for this strategic change. The Financial Director (D3) explained 

the transformations that allowed their permanence: “Since then, there have been two 

phenomena, The first phenomenon: technology change, more modern, more productive and 

more compact equipment in a way. Industrial process that was replaced, for example, 100 

people who worked in the process with a machine with two operators, technology, okay? Here, 

administratively, I had costs, price formation, I had 16 people, the company quadrupled and 

today I have 10, why? Technology, computing, systems, we stopped doing a lot of things 

manually that started to be processed more quickly”.  

  Also, their perception of the factory being in the wrong place changed, “The concept 

itself that factories are not for metropolises, or that they cannot be inside the city, lost a little 

strength, right?”, expressed the Lighting Department Manager (M3); this concept helped 

decrease their concerns about the future.  

 Finally, although there has been a concern about the necessity to make location changes 

in the future, they have been seen as a threat by itself; there was a perception of strategic 

change as a risk, giving its uncertainty. The members recognized that, although the data 

informed that it was a good choice, it was not possible to ensure whether it would be better or 

not for the company’s performance. With the change, there were other factors that did not seem 

so predictable, as expressed the Financial Director, “There was some doubt about how we would 

supply the labor, how much our costs would increase giving that our suppliers would deliver, I 

don’t know, 30, 50, 100, 200km away. The further away the land is, the cheaper; the 

construction costs are practically the same, cement, sand, that you would pay, it may even 

decrease a little bit depending on where you bring it from”. Even with their evaluation that it 

should be better for financial performance, the higher costs made it become a very risky 

decision, and the impact of some adaptation was very difficult to measure: “Demobilizing here 

and mobilizing there is a huge cost! This is the first, the second is the question that I told you, 

right? Wow, everyone is here. What would be the impact of not being here physically on all of 

our executives?”, explained the Lighting Department Manager (M3). 

 

Unilateral decision of the main director to not initiate the strategic change 
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 In the prevalence of ambivalence, two other factors were antecedents of the decision to 

not move the location of the company: the presence of disagreements in the groups and the 

unilateral decision-making of the main top managers. 

 Conflict in organizations may promote good outcomes, for example, the 

comprehensiveness and commitment in TMT or better decisions, and bad outcomes, for 

example, the decision-making delay. Dissent in strategic decision-making is a common fact 

(Cosier & Schwenk, 1990; Dooley & Fryxell, 1999); however, it usually imposes the necessary 

condition of an influent TMT member (generally the CEO) to create group alignment or to 

make the final decision.  

 For this strategic change, disagreement was present in the Board of Directors and in the 

Top Management Team, as the Legal Manager (M1) said: “Also because it was a request from 

the Board of Directors, the top management team that did not want it, it was a board request, 

‘I think we need to leave, I think it’s time’, that was a request, it makes no sense, the top 

managers who were very resistant because of the facility”. However, the final decision was 

made by few members of the top management team, giving the existence of top management 

power, what led to some unsatisfied members in the group.  

 When reported about this strategic change initiation, some members explained that this 

decision had never been made, meaning that it had not been defined until that day; while others 

had clearly in their minds that the decision had been made by the top management team to not 

move the location. This divergence may be comprehended in the dynamics of power; although 

it was not clearly imposed by the top management team and clearly mentioned as a defined 

decision-making, they could approve some purchase orders during time and exercise their 

power. This was a source of complaints for some members but also diminished future worries 

about the company during time. 

 This veiled power is expressed by the members when they were asked about this 

deliberation process, as the Lighting Department Manager (M3) explained: “The dynamics of 

power have an implicit influence on the roles and positions of each one, right? So, it’s not a 

neutral group, let’s say, that follows the rules of the boards’ bylaws or something. The reaction 

intensity of some members’ defense will depend on who diverges”. 

 The members recognized that the final decision was an action of one or two people, 

members of the top management team, as the Legal Manager (M1) highlights: “I think it was a 

more personal question of the directors who wanted to stay because it was near”. This personal 

and unilateral decision-making tend to lead to different strategies; as some authors discuss, the 
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power of dominant CEOs usually influences the strategy deviance from the tendencies of 

industries (Tang, Crossan, & Rowe, 2011). 

 Moreover, the interaction dynamics of decision-making were very affected; members’ 

opinions were inhibited opposed to others, depending on their position, as explained the 

Lighting Department Manager (M3): “So, if there is a key figure who diverges, others tend to 

decrease their reaction intensity of their point of view, or try to put it in another way. Similarly, 

if the one who diverges is someone who doesn’t have much influence, it ends.. his voice ends...”. 

 The fact that the Board of Directors usually adapts its opinion to the top managers’ 

acceptance is an evidence of the imbalance power: “they know the dynamics very well and they 

also operates these dynamics, so I never saw and I don’t know if it will happen; someone to 

bring a proposal that breaks the paradigm in here. He’s going to have a lot of trouble operating, 

so, he won’t bring”, continued the Lighting Department Manager (M3).  

 Reaffirming this company’s conservatism, he explained that the employees’ history in 

the company made them accommodate the top management team’s way of thinking:  “They 

are employees of long-term careers, 20-30 years in the company. So, they have already 

absorbed the way of thinking of shareholders, owners, management etc. They don’t propose 

anything that goes far beyond that, right? Or they build the proposal considering these aspects. 

It is not a short-term thing, it is not something risky, adventurous, none of that”.  

 With that arrangement, disagreement is seen as a bad sign in their group, “Our Board of 

Directors is very good, we never had any problems,  no need to have any type of matter put to 

vote, so I think this is very important”, affirmed the Estate Director (D5). This generally tends 

to create a homogeneous group that avoids confrontation, as the Industrial Manager (M2) 

explained. This reality is reinforced in the words of the Financial Director (D3): “I don’t 

remember when we had a tougher voting, but it is normally closed in consensus.” 

 Finally, a better understanding may be found in the situated case of a family-run firm; 

the CEO (D1) is the eldest of the family and he is a very respected man. In the Industrial 

Director’s (D4) words: “In fact, the respect for D1 is very high, even the respect for his age, we 

respect a lot, he belongs to the family. There has always been respect in our board, it’s family, 

right? It’s not a professional board, so we would like to have a more professional Board of 

Directors.” 

 The evidence discussed in this section is presented in Table 9 and a more detailed 

evidence is presented in Appendix D – Data evidence in the data structure of Strategic Change 

Initiation 2. 
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Table 9 - Data evidence of Strategic Change Initiation 2 

DATA EVIDENCE (OF 1st ORDER CONCEPTS) 
2 st ORDER 

THEMES 

AGGREGATE 

DIMENSIONS  

"Imagine you having it all in a single plant you know, that you move 

within a more modern flow, that you move within a better logistics, 

right? So, I think it’s a situation that... really... that will come a time 

that it has to be thought out, I don’t know when". (2.1. – D3)  

"You would have a great growth potential because here we did not 

have any more growth potential; we were repressed here in terms of 

physical space". (2.2. – M2) 

"The company needs to grow, and the space is small, where will it be 

taken to?" (2.2 – D3). 

Concerns about 

the future as a 

factor for 

strategic 

change 

AMBIVALENCE 

FOR DECISION-

MAKING 

"Look at the city hall, they want companies, they want shopping 

malls, they want to have a mixed area, they want a little bit of 

everything". (2.4. – M2) 

"I think that what really pushes towards a decision that is perhaps 

faster or more strategic... not so strategic... but faster is really a real 

estate development, that we would start to have some neighborhood 

problems, something that we don’t have. Also, an extraordinary 

appreciation of our asset, ok?" (2.4. – M2) 

"Whether we like it or not, we are in a well-located area, with 

transport, water… in short, we have everything we need here. There’s 

no pressure (to leave)". (2.5. – M3).  

Low threat 

perception in  

the short term 

"The cost of changing location was too high". (2.6. – M2) 

"And in the end, what most supports this decision today, at least in my 

point of view, I say this: leaving here is an incalculable cost…and it is 

almost. We would have to sell the company to get it out of here". (2.6. 

– M3) 

"Lack of manpower, will we have labor, installation?". (2.7. – M1) 

Risk perception 

with the 

strategic 

change  

"We ended up putting down roots here and we also had the issue of 

buying very good properties for very good prices". (2.8. – M1) 

"What we saw was an opportunity to acquire these warehouses that 

were emptied here, which are empty and had their prices dropped 

substantially. So, we acquired other square meters; and from a 

company of 45 square meters, we have 120 thousand square meters in 

the area, buying houses and taking the entire block". (2.8.- D4) 

"Technology gave the company survival, with equipment, with more 

productive processes that produced more with the same space; and it 

compensated, met the needs or even reduced space". (2.9. – D3) 

Decreased 

concern about 

the future given 

changes during 

time 

"Also because it was a request from the Board of Directors, the top 

management team that did not want it, it was a board request, ‘I think 

we need to leave, I think it’s time’, that was a request, it makes no 

sense, the top managers who were very resistant because of the 

facility. I think the Board of Directors was in favor of leaving here”. 

(2.11. – M1) 

"There were several members of the Board of Directors who were 

more emphatic in this risk issue and had the counter points of other 

Board of Directors’ members, right?". (2.12. – M1) 

"I say that there is no consensus until today". (2.13. – M2) 

Disagreement 

in the group 

UNILATERAL 

DECISION OF THE 

MAIN DIRECTORS 

TO NOT INITIATE 

THE STRATEGIC 

CHANGE 

"D1 really dominates at this point, he is a guy who dominates, and we 

respect his role, his success. I think that sometimes he makes mistakes, 

but in the end his persistence in some points made some victories and 

we cannot deny it. I think that he was stubborn sometimes, and we 

have been respecting his opinion; the Board of Directors sometimes 

wanted to change, I also thought about changing and etc., but we 

always come to consensus and he (D1) makes a strong a political 

action to follow his thoughts". (2.16. – D4) 

"And I also think that, when there is the older generation and with 

Employment of 

top 

management 

power 
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influence and power, I don’t think it will change". (2.16 – D3). 

Interviewer: "And who were the main people who influenced 

staying?" D4: "D1 has always been a very conservative person, you 

know, D1 has always been conservative, maybe because of his age, he 

also feels a little, probably… a little out of his hands". (2.17 – D4) 

 

4.2.2 Strategic Change 2 – The CEO’s power as a force to stick to status quo  

 

 The same receptivity to decision-making of the first strategic change initiation, with a 

few exceptions, may be found in this strategic change. The Industrial Director (D4) explained 

his positive vision in the past: “So, it’s funny, I had a vision, maybe because I was younger, I 

think, I thought ‘wow, let’s make a linear factory, all organized and stuff, let’s do it in 

Jacarei’[a medium-sized city about 50 miles away form where the company’s plant was 

located] ”. He continued “At that time, I thought it was very important to move from here. 

Today, I don’t know, due to my age or convenience, I think that we have to stay here with the 

factory, in part because we have easy access for our employees”, explaining that he had 

changed his thoughts. 

 This was the same line of reasoning of the Lighting Department Manager (M3) “When 

it started, I had the following perspective: it seems to me that the issue of leaving makes perfect 

sense, you really need to set up this linear structure, it’s good, it’s a good idea”.  

 The Industrial Manager (M2) was also very supportive for this change to happen: “I 

was totally in favor of moving from here, I was on the Board of Directors, but I was totally in 

favor of moving…”; and the receptivity of the Industrial Director (D4) to change was even a 

source of unsatisfaction for him at that time, giving that the decision-making was not 

happening: “Look, I actually thought we were losing the timing because there were those tax 

incentives in the northeast, so, our competitor, which today doesn’t exist anymore, Beta, for 

example, went to Sergipe, made a factory there, they were going to win 10%”.  

 Some members were also receptive to change, but in a more conservative way, having 

other ideas; for example, the possibility to perceive a more incremental strategic change, as 

explained the Legal Manager (M1) about her opinion: “I think we should start differently, 

change, of course this process is also very expensive, a study is always done and this study 

would have to start little by little, we would have to buy it far away from São Paulo”. The 

Financial Director (D3) had the same opinion: “My opinion has always been this, it was to 

transfer the warehouses, the stocks to more distant and bigger places and leave the factory 

here, so you manufacture, load in trucks, and transport, because you need a few people to 

distribute”.   
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 The present scenario showed a clear need for them to do something, and there were 

other companies moving their location too. The Industrial Manager (M2), explained his 

thoughts about the future at that time; “thinking and making a projection of the future, I saw 

that we had nowhere else to grow… we had already done a study, in my process area, I had 

been trying to ask people to chip in for two years, to find a little area for putting the machine”.  

 Even with other possibilities to continue with this strategic change initiation put on the 

table and the clarity of the fact that there was no space, the final decision was the CEO’s: to 

stay. The CEO is known in the company as a person averse to changes, especially radical ones, 

and as a controlling leader, as expressed, for example, the Industrial Director (D4): “D1 has 

always been a very conservative person, you know, D1 has always been conservative, maybe 

because of his age, he also feels a little, probably… a little out of his hands. Attesting this 

information, he is indeed the member with the lowest future focus in the group (D1: 3.0; 6.0; 

3.75). 

 The Industrial Director (D4) also explained that the president was contrary to this 

strategic change: “D1, for example, because he was more mature and not so much into factory, 

he used to say ‘no, let’s stay here, we better stay here, we are already organized here’, he held 

back our initiative to leave”. Although most part of the group were inclined to initiate the 

change, the President was very influential, and the members had much respect for him: “In fact, 

respect for D1 is very high, even respect for his age, we respect him a lot, he’s family, there has 

always been respect in all our board”, explained the Director (D4). 

 Diversity of temporal focus and considerations for strategic change initiation did not 

seem to make a difference in this particular case. The CEO’s power dominance and his own 

personality showed to be responsible for keeping the company in the same location. In the 

words of the Financial Director (D3): And I also think that when there is an older generation 

and with influence and power of command, I think it does not change.... [D1’s] focus is on the 

results etc., but, of course, there is some conservatism”. 

 Although the Industrial Director (D4) was more a future-oriented individual, he 

explained how the company history and values are preserved and respected. He also explained 

how the conservatism is valued by the top management team: “we try to follow the guidelines 

of our parents, uncles, who always tried to keep the company running, that is, giving more value 

to the company than to our pockets, this is the great truth”. In fact, he even expressed his worries 

about the future management of the company: “I hope that our children and nephews are able 

to follow the same philosophy of trying to keep a safe cash flow and not biting off more than 
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you can chew, not taking big risks and not making big technological changes, things that we 

don’t master… we don’t really risk it, to risk it, we have to be sure”.  

 There are members of the team who are more inclined to changes and others that are 

more averse to changes, as explained the  Lighting Department Manager (M3): “there is a group 

that is more old school, let’s say, that has gone through all of this, so they bring their concerns. 

And there is a group of the new generation that has not gone through this, that knows about it, 

that knows the conceptual difficulty of the business, but lived in the moment of liquidity… I think 

they have an assessment that the risk is low. Old school people think that risk is indeed very 

high. It’s a difference in risk analysis”. The Manager (M3) not only expressed that the group is 

divided, but also explained that the past experience of some members reflected in a more 

precautious behavior in the present. 

 The resolution of the question is still open in the company and there are still concerns 

about the future; however, the tendency is that, even with diversity in the individuals’ 

interpretations and having members with future focus defending changes, the primacy of the 

CEO is established in this strategic change initiation. As explained the Financial Director, a 

more future-focused individual (D3: 5.0; 4.5; 5.75) : “So, we have some breath of two or three 

years to look forward, we are always looking ahead, space occupation and etc.[…] this matter 

is not in the agenda, but in a few years, with this growth focus of the company, and showing its 

capacity… whoever is on the board will have to deal with this issue again in a few years”. 

 These findings present a fundamental aspect that interferes in the effect of diversity for 

strategic change initiation: the CEO’s power. Although there was diversity in temporal focus 

and in their interpretations, the CEO’s power determined the decision-making in a unilateral 

manner. 

 Other studies have discussed that the mere presence of diversity does not guarantee a 

better decision-making, and that the team dynamics may be responsible for this (Kisfalvi & 

Pitcher, 2003). Furthermore, studies have stated that dominant CEOs may be responsible for 

very good or very bad outcomes of companies (Tang, Crossan & Rowe, 2011), a reflection of 

strategic deviance. Also, it is important to notice that, although a high concern with the future 

was reported in the group level and that it may induce us to think that a future focus would have 

affected decision-making, the CEO’s power outweighted any future focus influence and his 

preferences and values determined the final decision. 
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4.3 Discussion of findings 

 

 The analysis of two distinct processes of strategic change initiation that were very 

particular in the same single case analysis revealed an important fact to us: temporal focus 

differences influences on decision-making may be idiosyncratic. This understanding goes in 

the same line of the explanation of Bartel and Milliken (2004); they say that groups view 

temporal issues similarly as a result of the factors they faced in an organizational context. 

 In this line of reasoning, in the first strategic change initiation, although the individuals 

had a balanced temporal orientation tendency, the prevalence of the groups’ present focus 

seemed to be an important antecedent to decision-making. The group’s fixed shared frame and 

present temporal frame were predominant regarding other influences of the individuals’ 

temporal focus in the strategic change of entering a new market.   

 On the other hand, in the strategic change of moving the company’s location, with the 

same individuals’ balanced temporal orientation tendencies, this specific strategic issue seemed 

to make the group have a predominant present and future focus, although it was the CEO’s own 

perspective that determined the final decision. 

 In addition, in the first strategic change, the CEO’s opposition seemed to have been 

absent and did not interfere in decision-making, which did not happen in the second strategic 

change, where the presence of groups’ temporal focus differences and their individuals’ 

interpretation did not seem to have an impact on decision-making, but only the CEO’s decision. 

 In this second case, the receptivity of the second strategic change by the individuals, 

their present and future concerns were irrelevant. Although it seemed that future focus 

orientation would be important to strategic change initiation in my first impression of this data, 

it was the CEO’s only repertoire and values that influenced decision-making. Indeed, the data 

indicate a low future focus and a predominance of conservatism of the CEO, which corroborates 

his temporal focus influence on decision-making; however, the data inform that personal 

interests were a huge precedent for his decision-making. 

 This work also showed an interesting fact of this decision-making process: the 

rumination of the strategic issues in the company. Both strategic changes had a long time of 

deliberation; even the one that was not decided (the strategic change of moving the location of 

the company) began to be discussed in 2001 and it still is a source of controversy and 

discussions. Furthermore, although it had been decided to be initiated in 2008, the strategic 

change of entering the sanitary ware was only implemented in 2015. 
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 The case also showed that people may change their perspectives during time due to 

internal or external changes in the environment. In the strategic change of moving the 

company’s location, their future and present focus concerns seemed to have grown and 

decreased during environment changes. This finding was found in a stable industry and it may 

be very different from findings in faster industries. 

 Based on the upper echelon and bounded rational theories, I began this dissertation 

explaining that cognitive and behavioral aspects are the main factors that should be studied to 

understand strategic change initiation in companies. The analyzed case informed that the 

cognitive frame was responsible for selecting strategies that were considered by the group and 

that rational choice was not the main pattern for choice behavior.  

 Although the rational theory recognized that a conflict of trade-off is a condition for 

decision-making, value maximization dictates, in this line of reasoning, the choices of 

individuals (Tversky & Shafir, 1992). If a rational reasoning was applied to the decision of 

moving the companies’ location, for example, the decision-making of moving the location 

might have been done by the decision-makers. Instead of that, factors as personal interests and 

the CEO’s power and values created the strategy deviance. 

 Additionally, it is important to add to this discussion that this strategy deviance did not 

imply a better or worse performance for the company, and, in this line of reason, irrational 

behavior of actors did no imply, either. This study did not include the company’s strategic 

implementation performance analysis. 

 

4.4 Limitations and directions for future research 

 

 This research was based on the fact that social science is complex and that questions 

about meaning and perspective presented by individuals are not conclusive to promote 

generalizable knowledge between different realities (Gomm, Hammersley & Foster, 2000), 

especially because interpretation is not generic, but situated in the context. However, as theory 

bases the investigation of the concrete reality, theoretical generalization was a goal of the 

project with an inductive inquiry. Unfortunately, the data analysis did not contain all the 

individuals’ perspectives about the strategic change and that imposes a limitation of this study. 

Also, the limited data collection did not allow a richer and more fine-grained analysis in the 

individual level. More data would be important to understand, for example, how the VP’s 

degree of commitment (D2) influenced the groups’ present temporal focus for the strategic 

change initiation of entering the new market. 
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 They are limitations, especially considering that I did not have access to the perceptions 

and considerations of the main decision-makers of the company; their considerations were only 

reported by other members. This importance of the personal report fits the premises of studies 

about interpretations, that “focus more on the means by which organization members go about 

constructing and understanding their experience and less on the number or frequency of 

measurable occurrences” (Gioia, Corley, Hamilton, 2012, p. 16).  

 I limited my discussion to the deliberation process of strategic change initiation rather 

than to the connection between the cognitive and behavioral tendencies influences on 

performance. Future researches should focus on cognition scope and differences in temporal 

focus influence on firm performance and other outcomes. Also, studies that focus on different 

contexts and environment dynamics may bring different insights and contributions to the 

literature. For example, future studies should verify how different environments and types of 

strategic changes trigger different temporal focuses, especially with a longitudinal design to 

capture the individuals’ attention during deliberation.  

 In the same line, future studies should investigate whether a faster industry will 

demonstrate different patterns of individuals’ temporal focus distribution and how it influences 

decision-making. In addition, studies should investigate whether different arrangements of 

power influence in groups will lead to more distributed tendencies of temporal focus or even to 

an adaptation of individuals’ temporal focus to others who have more influence. 

 This study advanced the understandings of the literature in several manners. First of all, 

it contributes with empiral measures of temporal focus of top managers for the first time and it 

questions the idea of a categorical frame of temporal focus construct, demonstrating that, 

although individuals may have a tendency, they can have more than one temporal focus 

orientation; also, it demonstrates that temporal focus predominance may be related to specific 

situations. 

 Moreover, in this line of reasoning, this study demonstrated that temporal focus 

influences on strategic change may be measured differently in each case. Opposing to past 

findigs in the literature, temporal focus is not always represented by the CEO’s tendency or by 

the measure of the team’s temporal focus average. In this case, temporal focus influence was 

represented by the tendency of several individuals in the group in the first strategic change and 

by just one member of the group in the second strategic change: the CEO.  

 Previous studies have discussed the homogeneity and the heterogeneity of temporal 

frame’s influence on strategic change with contradictory findings. This study adds content to 

the literature showing that different patterns of interaction and interpretation may lead to 
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different strategic change initiation outcomes, emphasizing some moderators from these 

relations. Although temporal focus may trigger individuals and groups’ attention, the groups’ 

interpretations may interfere in decision-making, with or without the presence of conflicts and 

CEO’s or leaders’ imposition of power, which may alter the outcome related to the predominant 

temporal focus tendencies influences on strategic change initiation. 
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APPENDIXES 

 

Appendix A: Flexible Interview Script 

 

1. Can you briefly describe the strategic change of entering in the sanitary ware market that 

has been performed in the company? 

 

2. When you knew about this possible strategic change for the first time, what did you think 

about it? 

 

3. Which past considerations did you take to analyze it? Do you judge that the other 

decision-makers involved also made past considerations to analyze this possible change? 

 

4. Which present considerations did you took to analyze it? Do you judge that the other 

decision-makers involved also made present considerations to analyze this possible 

change? 

 

5. Which future considerations did you take to analyze it? Do you judge that the other 

decision-makers involved also made future considerations to analyze this possible 

change? 

 

6. Can you describe the analysis process of this strategic change by the team? Who was 

involved? 

 

7. How did you decide to proceed with this strategic change? Who influenced this decision 

the most? Which arguments mostly influenced this decision? 

 

8. Were all participants in the process in agreement with the decision? Why were some 

people favorable while others were unfavorable to change? 

 

9. Now, could you talk about the change of location of the company, which was reviewed 

but not done by the company? Could you briefly describe it? 

 

10.When you knew about this possible strategic change for the first time, what did you think 

about it? 

 

11.Which past considerations did you take to analyze it? Do you judge that the other 

decision-makers involved also made past considerations to analyze this possible change? 

 

12.Which present considerations did you take to analyze it? Do you judge that the other 

decision-makers involved also made present considerations to analyze this possible 

change? 

 

13.Which future considerations did you take to analyze it? Do you judge that the other 

decision-makers involved also made future considerations to analyze this possible 

change? 

 

14.Can you describe the analysis process of this strategic change by the team? Who was 

involved? 
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15. How did you decide to not proceed with this strategic change? Who influenced this 

decision the most? Which arguments mostly influenced this decision? 

 

16. Were all participants in the process in agreement with the decision? Why were some 

people favorable while others were unfavorable to change? 
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Appendix B: Version of the Interview Script in Portuguese 

 

 

1. Você poderia descrever brevemente a mudança estratégica de entrada no mercado de 

louças sanitárias que foi realizada pela empresa? 

 

2. Quando você soube desta possível mudança pela primeira vez, o que você pensou sobre 

ela? 

 

3. Quais considerações sobre o passado você tomou ao analisá-la? Você julga que os 

demais decisores envolvidos também fizeram ponderações sobre o passado de forma a 

avaliar a possível mudança? 

 

4. Quais considerações sobre o presente você tomou ao analisá-la? Você julga que os 

demais decisores envolvidos também fizeram ponderações sobre o presente para avaliar a 

possível mudança? 

 

5. Quais considerações sobre o futuro você tomou ao analisá-la? Você julga que os 

demais decisores envolvidos também fizeram ponderações sobre o futuro para avaliar a 

possível mudança? 

 

6. Você poderia descrever o processo de análise desta mudança estratégica pelo grupo de 

decisores? Quem estava envolvido? 

 

7. Como chegaram à decisão de proceder com esta mudança estratégica? Quem 

influenciou mais esta decisão? Quais argumentos influenciaram mais a decisão? 

 

8. Estavam todos os participantes no processo de acordo com a decisão? Por que algumas 

pessoas foram favoráveis enquanto outras foram desfavoráveis à mudança? 

 

9. Agora, você poderia falar sobre a mudança de localização da empresa, que foi 

analisada, mas que não foi realizada pela empresa? Você poderia descrevê-la 

brevemente? 

 

10.Quando você soube desta possível mudança, o que você pensou sobre ela? 

 

11.Quais considerações sobre o passado você tomou ao analisá-la? Você julga que os 

demais decisores envolvidos também fizeram ponderações sobre o passado para avaliar a 

possível mudança? 

 

12.Quais considerações sobre o presente você tomou ao analisá-la? Você julga que os 

demais decisores envolvidos também fizeram ponderações sobre o presente para avaliar a 

possível mudança? 

 

13.Quais considerações sobre o futuro você tomou ao analisá-la? Você julga que os 

demais decisores envolvidos também fizeram ponderações sobre o futuro para avaliar a 

possível mudança? 

 

14.Você poderia descrever o processo de análise desta mudança estratégica pela equipe? 

Quem estava envolvido? 
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15.Como chegaram à decisão de não proceder com esta mudança estratégica? Quem 

influenciou mais esta decisão? Quais argumentos influenciaram mais a decisão? 

 

16.Estavam todos os participantes no processo de acordo com a decisão? Por que 

algumas pessoas foram favoráveis enquanto outras foram desfavoráveis à mudança? 
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Appendix C – Data evidence in the data structure of Strategic Change Initiation 1 
 

DATA EVIDENCE (OF 1st ORDER CONCEPTS) 
2 st OORDER 

THEMES 
AGGREGATE 

DIMENSIONS  

Strategic Change Initiation 1 – Enter the new market. 

- So, today there is much more synergy for us to sell a line of sanitary ware 

than a line of portable appliances; let’s put in this way, we studied some 

specific products, but that we had another main distribution channel, channels 

that we did not have such a strong presence. (1.1 – M2) 

– Sanitary ware may open some doors that can be very productive for us. (1.1 

– M2) 

- And the second is to look for a business that had a lot of synergy, to take 

advantage of this synergy as much as possible. (1.2. – M3) 

- So, we understood that several segments had a lot of synergy with the name 

of the company and with the market that we operate in. So, there were ideas, 

for example, sanitary accessories that were bought in the early 2000s, the idea 

of entering the sanitary ware that was already old, and it was also determined 

that the company would leave the high voltage segment. (1.2. – D3) 

- The market, it kind of demands, right? Our customers like to buy sanitary 

accessories from someone who also makes sanitary ware, so that the set is 

perfect. (1.2. – D4) 

- We are well served with this segment; we could expand adding floorboards, 

these are things that have synergy with our business.  (1.2. – D4) 

- But a consideration was made that the global value of the company would 

gain a lot by adding sanitary ware; and in addition, it could facilitate a lot the 

commercialization of our sanitary accessories; and it would open an additional 

door in a segment that we are still very weak today. (1.3. – D4) 

- But it was a line complement, it was going to make it easier for us to sell 

sanitary accessories, which was a problem that we always had to get into 

construction companies. (1.4. – D5) 

- In the kitchen and bathroom? We make showers, we make taps, we make 

heaters, we make water filters and etc., everything that is related to water, we 

do and do well, and we are the leader, but we do not make sanitary ware. (1.4. 

– D5) 

- I don’t know, it was a very good complement for the company; if you are in 

the water part, you have a very good complement, it is a good complement! 

We have sanitary accessories, you see Alpha has accessories, Alpha had 

sanitary wares and they got in the shower business, they bought Beta, right? 

So, you see that it is not just our company that wanted to enter, right. (1.4. – 

M1) 

- But, in this case, I saw that it was a very strong focus on entering this 

segment as a line complement. (1.4. – M2) 

- It appeared as a line complement, since sanitary accessories accompanied the 

sanitary ware very well; and we had this heritage from sanitary ceramics of 

electrical material. (1.4. – M2) 

- But it complements and values the company as a group that makes sanitary 

accessories and ware in the market; this is very well seen by our customers 

and by the end consumer as well. (1.4. – D4) 

Alignment with the 

business model 

FIXED SHARED 

FRAMES FOR 

STRATEGIC 

INITIATION 

- I think it was like “in the dna” of the company, let’s assume. (1.5. – D5) 

- What else can we do to complement what we do? What is our vision? 

Making products for homes, for home improvement; and where are most of 

our products? (1.5. – D5) 

- I saw there was no synergy with the company and I always saw that we 

should grow and add products and segments that had more synergy with our 

Alignment with the 

organizational 

identity 
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distribution channels, with our customers network and with the company’s 

dna. So, this really made a lot more sense for us not to be in this segment of 

capacitors where the big sales were for companies; it was a component that 

sold a lot to companies, it had its profitability, but, as a manager, I didn’t see 

that this business unit was a business unit that we should invest money in. 

(1.5. – M2) 

- This ceramic seed and ceramic smell existed in the company’s dna. (1.5. – 

D4) 

- We started to rethink about what to do, new products, what we are going to 

enter, products that would pay off very quickly. And we started to see that our 

dna, our business was to make popular products, with quality and easy 

technological absorption: that we can master the manufacturing technology 

and execution projects and with faster manufacturing and sales. (1.6. – D5). 

- Some segments such as home appliances were studied, some home 

appliances companies. “Interviewer: and why didn’t you go that way?” M2: 

because, that’s what I said at the beginning, today the company is much more 

a company that focuses on the construction sector than the electrical sector. 

So, today there is much more synergy for us to sell a sanitary ware line than a 

portable appliances line. (1.6. – M2) 

- Because it has a lot to do with our business, right? So, we deal with water, our 

goal is always to deal with water because we already have showers.  (1.6.- M1) 

- Many times, the commercial department said “why don’t you join this 

segment? Our brand has a lot of synergy with this segment and etc.”. (1.7. – 

D3) 

- Because the company basically seeks to equip a bathroom and a kitchen. So, 

you already had the accessories, taps, mixers and etc., we already had the 

accessories, towel racks, we already had electric showers and we put the 

sanitary ware, right? Sinks, bidets, and so on.... (1.8. – D3) 

- There wasn’t, because we already had a ceramic company, we thought it 

would be much easier. (1.9. – M1) 

- More optimistic than anything, right? Especially for the recent history of the 

company, for having managed to transform the various challenges that we faced 

into good and average success stories. So, I wanted this to happen too. (1.9. – 

M3) 

- We knew that we would have to go through a learning process, but we 

believed we had this capacity. (1.9. – D3) 

- We are used to factory, we are used to it, nobody thought we would have so 

much difficulty assimilating this new technology, we really did not foresee 

this, not even our industrial director made this prediction. (1.10. – M1) 

- We also have a little bit of that, that risk of absorbing the possible difference 

in cost in the future but we will pay cheap beforehand. And generally, the 

cheap for us has not been expensive. We have got it right on the instinct to say 

“I think this can be done”. So, I think there is a lot like that, from the empirical 

experience of people who smelled the business and acted. (1.10. – M3) 

- We had some experience in ceramics, in porcelain that has been the basis of 

sanitary ware for many years. The company has been making electrical 

materials with ceramics since the 1930s, 40s... we had ceramic templates. 

(1.10. – D4) 

Positive perception 

of the company’s 

capacity 

- One is that it had to be a business of preference whose market was large 

enough for the company to put in it a good part or all of its future growth, 

aiming to double its size. (1.11. – M3) 

- And it would open another door in a segment that we are still very weak 

today; we are growing in this segment, but it is still too small for us, which is 

the construction companies’ segment. We notice even more products, more 

opportunities for us to enter segments that would carry the rest of our 

products. (1.11. – M2) 

Market Analysis 

POSITIVE 

FUTURE 

EXPECTATION

S FOR 

STRATEGIC 

DECISION-

MAKING 
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-We are going to enter this market, we studied for about 6 months, when we 

said we were going to buy this factory in Jundiai from Epsilon, Alpha went 

there and bought it first. (1.12 – D5 ) 

- We had studied some other segments, sanitary ware we had studied some years 

before, I mean, we even did some MBA work here. (1.12 – M2) 

- We visited Zeta that made those bathroom cabinets and then we studied it; 

we studied the market, we have a very good marketing department, they do 

some studies very well done, very deep and etc. And they said “look, there are 

500 manufacturers of bathroom cabinets, mirrors and etc., Zeta is just one 

more” it was on sale and it is still on sale today”. (1.13 – D5) 

- Another thing that is very important for us is to evaluate a quick return of 

investment. (1.13. – M3) 

- For us to be recognized, for us to grow, we have to have the sanitary ware, I 

was convinced of that and everyone was convinced, although today it is a 

company that is still causing us losses. (1.14. – D5) 

- And it has a lot to do with the company’s future strategy because... it is... 

actually…it is a first step towards setting the company on the right path, the 

company right? On the path of this market. And the expectation, not the 

expectation, what is desirable and necessary is that the company grows a lot 

and it may even become the main product of the future, surpassing everything 

it is today. (1.14. – M3) 

- There was a promising market for this segment (1.15. – D3) 

- We are going to sell to construction companies and the construction 

companies want to buy packages; we would go there and say “we have 

sanitary accessories that are the same or even better than Alpha’s and etc… 

“but you don’t sell sanitary ware, we want to buy everything together. (1.15. – 

D5). 

Future Consideration 

for strategic change 

- The Board of Directors is really more conservative, but not for this sector 

because we had been asking for an acquisition for a long time. (1.16. – M1) 

- I do not remember the advice of having had any objection to enter that 

segment, okay? (1.16 – M2) 

- The executive board was very emphatic and stood very firmly saying “no, 

we are going to do it”. (1.17. – M3) 

Internal Motivation 

Factors 
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Appendix D – Data evidence in the data structure of Strategic Change Initiation 2 
 

DATA EVIDENCE (OF 1st ORDER CONCEPTS) 2 st OORDER 

THEMES 
AGGREGATE 

DIMENSIONS  

Strategic Change Initiation 2 – Move the company’s location 

- Imagine you having it all in a single plant you know, that you move within 

a more modern flow, that you move within a better logistics, right? So, I 

think it’s a situation that... really... that will come a time that it has to be 

thought out, I don’t know when. (2.1. – D3)  

- You would have a great growth potential because here we did not have any 

more growth potential; we were repressed here in terms of physical space. 

(2.2. – M2) 

- The company needs to grow, and the space is small, where will it be taken 

to? (2.2 – D3). 

- And the composition of the space brings us problem too; we have old 

buildings, we can’t use it in the best possible way with modern standards, the 

ceiling is low, we can’t elevate it any more. (2.3. – M3) 

Concerns about the 

future as a factor for 

strategic change 

AMBIVALENCE 

FOR DECISION-

MAKING 

- Look at the city hall, they want companies, they want shopping malls, they 

want to have a mixed area, they want a little bit of everything. (2.4. – M2) 

- I think that what really pushes towards a decision that is perhaps faster or 

more strategic... not so strategic... but faster is really a real estate 

development, that we would start to have some neighborhood problems, 

something that we don’t have. Also, an extraordinary appreciation of our 

asset, ok? (2.4. – M2) 

- Whether we like it or not, we are in a well-located area, with transport, 

water… in short, we have everything we need here. There’s no pressure (to 

leave). (2.5. – M3).  

- If I were a partner, it is a company that is leaving 13, 14, 15% of net profit 

for a SELIC (interest rate) of 4%; that is, if the partner sold that company 

and invested it, the partner would have 3 or 4 times less than the company is 

giving back, besides the aggregate equity, you know? The satisfaction of 

having a business that creates jobs, because this is also taken into account. 

(2.5. – D3) 

Low threat 

perception in  

the short term 

 

- The cost of changing location was too high. (2.6. – M2) 

- And in the end, what most supports this decision today, at least in my point 

of view, I say this: leaving here is an incalculable cost…and it is almost. We 

would have to sell the company to get it out of here. (2.6. – M3) 

- Lack of manpower, will we have labor, installation? (2.7. – M1) 

- There was some doubt about how we would supply the labor, how much 

our costs would increase giving that our suppliers would deliver, I don’t 

know, 30, 50, 100, 200km away. The further away the land is, the cheaper; 

the construction costs are practically the same, cement, sand, that you would 

pay, it may even decrease a little bit depending on where you bring it from. 

(2.7. – D3) 

Risk perception with 

the strategic change  

- We ended up putting down roots here and we also had the issue of buying 

very good properties for very good prices. (2.8. – M1) 

- What we saw was an opportunity to acquire these warehouses that were 

emptied here, which are empty and had their prices dropped substantially. 

So, we acquired other square meters; and from a company of 45 square 

meters, we have 120 thousand square meters in the area, buying houses and 

taking the entire block. (2.8.- D4) 

Decreased concern 

about the future 

given changes 

during time 
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- Technology gave the company survival, with equipment, with more 

productive processes that produced more with the same space; and it 

compensated, met the needs or even reduced space. (2.9. – D3) 

- We lost the timing. I think until 2010, let’s put this way... until the first 

decade of the 2000s, the 90s, going to the 2000s, I think we had great 

opportunities, big cities that would provide a suitable workforce and we 

would have a cost to set up a factory not too big. (2.10. – M2) 

- So, I think that the change did not happen because of these three big 

factors, you know? The matter of technology, the matter of logistics, not 

being able to solve the logistical issues, the technology that was giving 

survival and spaces that were available here in the area. So, this weakened 

the concern about the future. The very concept that factories are not things 

for cities or for being inside the city lost a little strength like that, right? As a 

general concept. (2.10. – D3) 

- Also because it was a request from the Board of Directors, the top 

management team that did not want it, it was a board request, ‘I think we 

need to leave, I think it’s time’, that was a request, it makes no sense, the top 

managers who were very resistant because of the facility. I think the Board 

of Directors was in favor of leaving here”. (2.11. – M1) 

- There were several members of the Board of Directors who were more 

emphatic in this risk issue and had the counter points of other Board of 

Directors’ members, right? (2.12. – M1) 

- I say that there is no consensus until today. (2.13. – M2) 

- “Hey, but aren’t we leaving? Are we going to buy it now?” There were 

some people who were in favor of moving the location. (2.13. – D3) 

- I think it is the facility for them to get here, to be close, that’s a facility for 

any director, right? A facility for them to be at the factory at any time. (2.14. 

– M1) 

- It is far enough to be inaccessible on a daily basis. We have to take a trip, 

plan ourselves, go one day, come back two days later, so on. (2.14. – M3) 

Disagreement in the 

group 

UNILATERAL 

DECISION OF 

THE MAIN 

DIRECTORS TO 

NOT INITIATE 

THE 

STRATEGIC 

CHANGE 

 

-  D1 really dominates at this point, he is a guy who dominates, and we 

respect his role, his success. I think that sometimes he makes mistakes, but in 

the end his persistence in some points made some victories and we cannot 

deny it. I think that he was stubborn sometimes, and we have been respecting 

his opinion; the Board of Directors sometimes wanted to change, I also 

thought about changing and etc., but we always come to consensus and he 

(D1) makes a strong a political action to follow his thoughts. (2.16. – D4) 

- And I also think that, when there is the older generation and with influence 

and power, I don’t think it will change. (2.16 – D3). 

- Interviewer: And who were the main people who influenced staying? D4: 

D1 has always been a very conservative person, you know, D1 has always 

been conservative, maybe because of his age, he also feels a little, 

probably… a little out of his hands. (2.17 – D4) 

- Some shareholders, some older, older people, some older shareholders, 

some senior management members who have chosen to stay, (2.17- M2) 

Employment of top 

management power 
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Appendix E: Invitation letter  

 

Assunto: Pesquisa acadêmica sobre as decisões dos gestores e mudanças estratégica. 

 

Prezado(a) Sr(a),  

 

Gostaríamos de convidá-lo(a) a participar desta pesquisa de mestrado sobre as decisões dos 

gestores e a mudança estratégica nas organizações. Esta pesquisa acadêmica é projeto de 

dissertação da aluna Fernanda Goulart Ferrer da linha de Estratégia Empresarial na FGV-

EAESP, orientada pelo Prof. Dr. Jorge Manoel Teixeira Carneiro. O objetivo é compreender os 

determinantes da decisão dos gestores com relação à mudança estratégica nas organizações. 

  

A gestão das mudanças nas organizações é objeto de estudos científicos há décadas. Embora a 

maioria dos estudos tenham focado nos grupos de gerentes e diretores topo da organização, o 

papel do conselho executivo, e em alguns casos de outros membros da empresa, tem 

demonstrado de grande importância nas decisões de mudança da estratégia, seja de maneira 

indireta ou direta. A compreensão sobre a mudança estratégica é crucial, visto que há grande 

evidência da correlação entre mudança e sobrevivência das empresas na literatura. Espera-se 

que os benefícios desta pesquisa empírica possam contribuir no desenvolvimento de geração de 

proposições por meio da análise da gestão da mudança estratégica dos membros decisores deste 

grupo com relação, especialmente com relação à tomada de decisão. De maneira mais geral, se 

espera contribuir para a formação de futuros administradores com enfoque mais próximo à 

realidade organizacional e especialmente a brasileira, visto que modelos de processo de decisão 

estratégica tradicionais utilizados no ensino de graduação de Administração foram 

desenvolvidos em outros contextos e que muitas vezes ignoram a realidade e especificidade das 

organizações.   

 

Nesse contexto, gostaríamos de contar com vossa participação e apoio para a realização de 

uma entrevista (60 minutos em média) com os participantes do corpo de diretores e do 

conselho diretivo da organização, bem como outros envolvidos e terceiros que possam relatar 

sobre as mudanças estratégicas da empresa.  

 

É importante salientar que os dados coletados serão tratados com confidencialidade, 

anonimato, e terão finalidade estritamente acadêmica. Qualquer elemento de informação a ser 

publicado será devidamente validado antecipadamente.  

 

Agradecemos a atenção e nos colocamos à disposição para fornecer mais informações. 

 

 

_______________________ 

Jorge Manoel Teixeira Carneiro  

Professor  

FGV-EAESP  

@fgv.br  
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Appendix F:  Temporal Focus Scale (TFS) 

 

__________________________________________________________________________ 

 

Past Focus 

6. I replay memories of the past in my mind. 

9. I reflect on what has happened in my life. 

1. I think about things from my past. 

11. I think back to my earlier days. 

 

Current Focus 

4. I focus on what is currently happening in my life. 

8. My mind is on the here and now. 

10. I think about where I am today. 

2. I live my life in the present. 

 

Future focus 

3. I think about what my future has in store. 

12. I think about times to come 

5. I focus on my future. 

7. I imagine what tomorrow will bring for me.  

___________________________________________________________________________ 
Adapted scale from Shipp, Edwards and Lambert (2009).  
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Appendix G:  Translated Portuguese Version of the Temporal Focus Scale (TFS) 

 

___________________________________________________________________________ 

 

Foco no passado 

6. Eu repasso memórias do passado em minha mente. 

9. Eu reflito sobre o que já aconteceu em minha vida. 

1. Eu penso sobre coisas do meu passado. 

11. Eu relembro meus tempos passados.  

 

Foco no presente 

4. Eu foco no que está acontecendo atualmente em minha vida.  

8. Minha mente está no aqui e agora. 

10. Eu penso sobre onde eu estou hoje. 

2. Eu vivo minha vida no presente. 

 

Foco no futuro 

3. Eu penso sobre o que o meu futuro me reserva. 

12. Eu penso sobre os dias que ainda estão por vir. 

5. Eu foco no meu futuro. 

7. Eu imagino o que o amanhã trará para mim. 

 

___________________________________________________________________________ 
Adapted and translated from Shipp, Edwards and Lambert (2009).  
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APPENDIX H: TERMO DE CONSENTIMENTO LIVRE E ESCLARECIDO 

 Você está sendo convidado(a) a participar, como voluntário(a), da pesquisa intitulada 

“Mudança estratégica e foco temporal dos membros do conselho de administração e dos 

executivos de topo – um estudo empírico”, conduzida por Fernanda Goulart Ferrer, orientada 

pelo Prof. Jorge Manoel Teixeira Carneiro com participação do Prof. Kent D. Miller. Este 

estudo tem por objetivo identificar como o foco temporal dos executivos e membros do 

conselho administrativo influencia a iniciação da mudança estratégica. Você foi selecionado(a) 

por participar de alguma forma do processo de tomada de decisão de mudança estratégica.  

 Sua participação não é obrigatória. A qualquer momento, você poderá desistir de 

participar e retirar seu consentimento. Sua recusa, desistência ou retirada de consentimento não 

acarretará prejuízo. Sua participação não implicará em riscos ou prejuízos para a sua imagem e 

o estudo não implica em nenhum dispêndio financeiro de sua parte.  

 Sua contribuição nesta pesquisa consistirá em participar de uma entrevista (duração 

estimada de 40 a 60 minutos) e responder a um questionário curto, os quais podem ser realizados 

em seu local de trabalho ou qualquer local conveniente a ser previamente agendado. As 

entrevistas serão gravadas e transcritas de forma a facilitar procedimento análise dos dados 

pelos pesquisadores. O registro do áudio só será feito mediante sua autorização e os dados 

obtidos por meio desta pesquisa serão confidenciais e não serão divulgados em nível individual, 

visando assegurar o sigilo de sua participação e a identidade de sua empresa.  

 O pesquisador responsável se compromete a somente divulgar de forma consolidada, 

sem qualquer identificação de indivíduos ou instituições participantes, os dados obtidos deste 

estudo, para fins de publicações ou apresentações acadêmicas. Caso você concorde em 

participar desta pesquisa, assine ao final deste documento, que possui duas vias, sendo uma 

delas sua e a outra do pesquisador responsável pela pesquisa. Seguem os telefones e o endereço 

institucional do pesquisador responsável e do CCE/FGV, onde você poderá dirimir suas dúvidas 

sobre o projeto e sua participação nele, agora ou a qualquer momento. 

 Contatos do pesquisador responsável: Fernanda Goulart Ferrer, psicóloga, 

mestranda na Fundação Getulio Vargas, Av. 9 de julho, 2029, Bela Vista, São Paulo - SP | CEP 

01313-902, e-mail fernanda.ferrer88@gmail.com, telefone: (11) 98182-3484. Contato do 

orientador: Prof. Jorge Manoel Teixeira Carneiro, da Fundação Getulio Vargas. Av. 9 de julho, 

2029, Bela Vista, São Paulo - SP | CEP 01313-902, e-mail jorge.carneiro@fgv.br, telefone: (21) 

991634177. Contato do professor participante: Prof. Kent D. Miller, da Michigan State 

University, 632 Bogue Street, N475 BCC East Lansing, MI  48824-1122, e-mail 

millerk@broad.msu.edu, telefone: (11) 3799-7980 ou internacional (+1 517) 353-6428. 

 Comitê de Conformidade Ética em Pesquisa Envolvendo Seres Humanos da Fundação 

Getulio Vargas – CCE/FGV: Praia de Botafogo, 190, sala 536, Botafogo, Rio de Janeiro, RJ, 

CEP 22250-900, telefone (21) 3799-6216, e-mail: etica.pesquisa@fgv.br. 

Declaro que entendi os objetivos, riscos e benefícios de minha participação na pesquisa, 

e que concordo em participar. 

São Paulo - SP, ____ de _________________ de _____. 

 

Assinatura do(a) participante: ________________________________ 

 

Assinatura do(a) pesquisador(a): ________________________________ 
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