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Abstract

LMX (Leader-Member Exchange) theory is a theoretical lens which adopts a unique
approach to evaluate the quality of the relationship between two parties, the leader and team
members. This doctoral research aims to develop and contribute to the LMX framework
through a contextual conceptualisation of LMX as a layer-based theory. Through a stratified
double snowball sampling method, funded research projects representing seven fields of
research are explored. To this end, 31 semi-structured interviews were conducted with both
principal investigators (17) and research team members (14) drawn from 15 different
universities in the UK. This research study includes funded projects ranging from £40,000 in
value to £7,000,000 and focuses on research projects launched and completed between 2000
and 2018. Based on a constructionist thematic research strategy, a template analytical
approach was used to interpret the data. Drawing upon the main constructs of LMX, the
analytical process revealed a critical construct referred to as supportive acquaintances, which
provides a desired space for professional friendships. The rationale for which was based upon
the PI’s and members’ experiences in research teams and daily life. Autonomy was found to
be a debatable construct associated with self-governance, differently perceived dependent
upon the status of an individual within a team, and linked to the funded party. The research
findings explain how role clarity and communication could manage the negative facet of
autonomy that is manifested through a lack of guidance and loss of control. This study
advances the LMX literature, by demonstrating that LMX relationships are more complex
than traditional categorisations of high and low quality relationships. The new generated
concept “dynamic common ground” more fully explains these relationships by exploring
obscure notions such as team dynamic and team politics. This study recognises four layers of
LMX. The layers include political layer “captured through the term political empowerment”,
perceptual layer “captured through the term inequality perceptions”, informal layer “captured
through the term friendships”, and positional layer “captured through the term power”. This
study also identifies the importance of the novel political layer which is missing from the
traditional conceptualisation of LMX. Furthermore, the identified informal layer of LMX
highlights the increasing importance of the social nature of the workplace. This research
study has implications for the work-life balance of academics.

Keywords: Leader-member Exchange Theory, Political Empowerment, Higher Education
Sector, Academic Research Teams, Workplace Friendships, Autonomy.
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Chapter 1: Introduction
The Higher Education (HE) sector in the United Kingdom (UK) is undergoing

a period of change with respect to particular leadership practices within Higher
Education Institutions (HEI). These changes include the emphasis on the research
leaders’ soft skills ‘team work and communication’ as well as their hard skills such as
‘subject knowledge and technical skills’ (Collinson and Collinson, 2009); alongside a
transformation from a prescriptive provision to interactive and reflective programmes
on the other (Bolden et al., 2008). This transformation has led to a set of challenges
including research-profile competition, an increase in scrutiny and regulations, and a
continuous cycle to attract research grants and funding applications (Bryman and
Lilly, 2009). Gill (2011) stated that “overriding challenge for Higher Education, apart
from funding cuts and uncertainties, is to achieve a sustainable balance between
academic freedom and scholarship and business managerialism” (p. 38). In the same
sense, managerialism and uncertainties were demonstrated through McAuley et al.
(2000) thoughts on managerialism. They represented this approach as a “moment of
certainty in an uncertain world” (p. 110).

In addition, Brexit is strongly accompanied with the uncertainty in this sector. Where
the UK “has obtained over 15 per cent of FP 7 awards and 20 per cent of European Research
Council (ERC) awards ... almost three-quarters of the increase in HEIs science funding
between 2007 and 2014 came from EU sources” (Mayhew, 2017: 157,158), the search for
additional sources of funding by the UK universities and research centres is more likely an

additional uncertain aim which in turn associated with uncertain implications.

As a result, exploring leadership processes and effective management practices in the
HE sector is crucial and timely. Where some research studies have explored effective

leadership practices within the HE sector and tensions between various players (Bryman,



2007; Bryman and Lilly, 2009), other studies argued that effective leadership approaches, in
this sector, is more likely the focus of future research (Branson et al., 2016). According to
Bryman and Lilly (2009), in their study of HE in the UK, leadership effectiveness in the HE
sector was associated with certain aspects of consultation. Consultation referred to the
discussions of decisions with followers at various times (Bryman and Lilly, 2009). Literature
within this sector referred to a leader as a trusted person whom the followers believe has

personal integrity and honesty (Bryman and Lilly, 2009).

Tensions, in the HE sector, can be manifested through relationships accompanied with
shared responsibility and collegiality on one hand; and relationships accompanied with
authority and hierarchy on the other (Branson et al., 2016). In line with Senge et al. (2007),
there is a shift from systems which are based on organisational learning into relational-
learning based systems. Such a fundamental shift is said to encourage universities to develop
relational learning leadership approaches in their academic setting (Lipman-blumen, 1998).
From another angle, Willis and Gregory pointed out the importance of the curriculum co-
creation between HE leaders, tutors, and students. This process of relational engagement can

contribute in resolving the transformational pressure within the HE sector (2016: 30).

Here comes this doctoral research into the whole scene where it aims to develop a
relational theoretical lens to understand some underpinnings associated with leadership
practices within the HE sector and academic research teams in particular. Furthermore, recent
studies (Toffoletti and Starr, 2016; Johari et al., 2018) have argued about the importance of
work-life balance in the academic career which can be considered a core management
problem (Adame-Sanchez et al., 2018). Where many academics have their family, teaching,
and research responsibilities, exploring leadership approaches in research teams has its
practical implications for addressing the work-life balance concern of most academics

especially for Principal Investigators (PIs).



1.1 Problem Statement
In line with Harrison (2019: 29), “In a world plagued with change, the idea that

leaders in organisations must be able to adapt their behaviour to meet different situations is
important”. Thus, it is important to contribute to relational leadership approaches where
leadership is not only based on a situational means but also on relational means (Mayer and
Surtee, 2015). The contribution to such leadership frameworks is expected to illustrate how
the relational means can assist the adaptation for change. For instance, developing a
particular relational leadership lens in a specific room within the HE “academic research
teams” sector more likely broaden the researchers’ horizon to offer opportunities for the

adaptation process.

In that sense, several research studies (Lumby, 2012; Bryman and Lilley, 2009)
suggested that academic institutions are supposed to adopt alternative leadership practices in
order to cope with the uncertainty associated with the HE sector. Yet, research on leadership
approaches within the HE sector is insufficient because it has not fully explored of the
significance of contextual factors and followers’ contributions (Mayer and Surtee, 2015;

Tierney, 1988; Bamber and Stefani, 2016).

Where Leader-member exchange theory (LMX) is believed to achieve a
transformative agenda and to foster change in these institutions (Graen and UHL-Bien, 1996;
Power, 2013), this PhD study comes into the picture. According to LMX theory, unique
exchange relationships are developed between leaders and each of the members (Graen and
Uhl-Bien, 1995). The exchange between the leader and the member, in this case, goes beyond
services and advice to include emotional and social support (Wang and Hollenbeck, 2019).
As a relational leadership theory, LMX offers the opportunity to explore these aspects of
leadership within the HE sector and funded research teams in particular which is the focus of

this study.



A person is unlikely to form the same relationship with all people in a particular team.
Personality and other contextual characteristics are related to this process (Dansereau et al.,
1975; Maslyn et al., 2017; Randolph-Seng et al., 2016). This approach applies to an academic
team leader where he or she is supposed to tailor the behaviours to approach this unique team
member. The person’s uniqueness may refer to personal perceptions, beliefs, competencies,
and personality traits. Recognition of the uniqueness of each individual has created
implications for the conceptual, theoretical, and methodological choices made in this doctoral

research.

1.2 Overview of the Research Context
In terms of research and education, universities in the UK have one of the strongest

international reputations all-over the globe. According to Times Higher Education - THE
(2018), students’ satisfaction exceeds 82 % in UK universities (National Student Survey). In
addition, in 2014/2015, more than 663,900 home and international students aimed for a UK
qualification (HESA, 2016). This represents an increase of 4% compared to the previous
academic year. This increase in student numbers has continued since 2011/2012 when the
figure was 571,000 students. The figure below represents these numbers for international

students in the UK.



Figure 1. 1: Transnational students studying overseas in the UK for a UK qualification in
2014/2015 (HESA, 2016).

This increase in the number of students is associated with the reputation of UK
universities which in turn is enhanced by the attraction of funds and the success of research
projects within these institutions (Poston and Richardson, 2011); hence, the focus of this
piece of research on funded research projects. As the UUK (2018a) has reported, outstanding
research studies conducted in UK universities aim in improving lives and shaping the world.
In terms of cost effectiveness and productivity, approximately 80% of research outputs from
UK universities are rated as internationally excellent (HEFCE, 2014). Research conducted at
these universities is an important contributor to economic growth (UUK, 2018a). In addition
to economic growth, research also has a social impact on communities as well. Table 1.1

illustrates these contributions.



The UK Economy and HE

20,000 jobs created by universities in the UK each year.

Universities generating 3% GDP of the UK and £59 billion to the

economy.

In 2017, the income of the HE sector was about £35.8 billion from

which £17.8 was from tuition fees.

In terms of economy and society benefits, the estimated return on

investment from £1 is £9.8.

£100 billion is contributed to the UK economy from universities each

year.

Graduate start-ups contribute about £371 million in value. Daily,
more than 10 graduate start-ups are formed. In 2017, UK universities

created approximately 4000 start-ups.

Table 1. 1: The UK economy and HE institutions.

Source

UUK, 2016

UUK, 2016

HESA, 2018a

HEFCE, 2015

UUK, 2018b

University Alliance,
2016; UUK, 2016;

HESA, 2018b)

Based on the information provided in table 1.1, the UK HE sector is crucial for both

the economy and the surrounding community. In addition, there was an increase of 2% of

staff employed in the HE sector in the UK from 410,515 in 2016 to 419,710 staff members in

2017 (HESA, 2018). Of these, 206,870 are academic staff. Also, the number of post graduate

students within UK HE has continued to increase reaching 551,585 students in 2017.



Therefore, the impact of this sector to society and the economy in the UK is expected to
continue to increase. In addition, implications of Brexit, as mentioned previously in this
chapter, could more likely contribute to the ambiguity in this sector. In this case, there is a
need to further explore leadership practices in this context. As such, the focus of this doctoral
research on this context and on funded research projects is timely. But what are academic

research projects and how are leadership positions defined within these projects?

1.3 Funded Academic Research Projects
Throughout this research, a Pl is referred to as the academic lead researcher who is

the runner of the funded research (Cunningham et al., 2014). Thus, funded research project
with a rotatable leadership role were not included in this study. An academic research project
is a temporary endeavour to fulfil its desired objectives. It is organized in an academic
setting, universities for instance (Birley and Moreland, 1998). Funded research projects were
chosen for two main reasons. Firstly, within these projects, the PI mainly corresponds to the
team leader. This PI is associated with a non-rotatable leadership role. Having a team leader
with a non-rotatable leadership role is a crucial factor in order to understand the relationship
between the research team leader and the team member. As a result, research projects that did

not fulfil this fundamental dimension were not included in this research.

Secondly, there is an increasing importance of academic research projects in the HE
sector because of the importance of research in the classification and ranking of universities
across the UK. For instance, according to the complete university guide (2018) and the THE
(2018), the research done by these institutions impacts upon the ranking of universities. For
instance, both the REF (Research Excellence Framework) and the TEF (Teaching Excellence
Framework) marks determine the rank of a university in the UK. Research projects are

considered a key factor for the success of an organization (Poston and Richardson, 2011).



The importance of these research projects put further pressure on Pls in terms of reputation

and networks in the field of academia.

Research projects held in the academic sector can enhance both academic
institutions and other organizations. Regarding academic institutions, a successful research
project can create an opportunity for these institutions to receive additional research grants to
organize further research projects. In regard to industrial organizations, outcomes of
academic research projects in the fields of logistics and marketing for example can benefit
organizations specialised in these sectors. Therefore, the success of these projects is likely to
impact the reputation and the competitive advantage of the university within the sector

(Poston and Richardson, 2011).

Where UK universities are operating in a rapid and continuously changing
environment, uncertainty levels have been significantly increasing. Under the umbrella of this
uncertain environment, universities’ responsibilities are being increasingly discharged in line
with the needs of the stakeholders and their expectations (Gill, 2011). A representation of the
relationship between the university and the environment are academic research teams. For
instance, most research teams are in direct contact with stakeholders and funding parties. But
how are universities’ responsibilities discharged? Are there particular leadership practices
within the team setting? How is the LMX leadership approach compatible in the research
setting? To address some of these questions, a comparison between the PI’s and members’
perceptions in research teams is organised as an attempt to contribute to the

reconceptualization of LMX.

1.4 Into Leadership
Leadership has been gaining increasing attention in the last four decades although it is

one of the oldest phenomena within human history (Bowman, 1997 cited in Sendjaya and
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Sarros, 2002). Where leadership is characterised as a crucial managerial role, it does not only
exist in institutions. It goes beyond to include various human activities (Van Vugt et al.,
2008). Leadership is a valuable field of research. For instance, within the industrial sector,
competitive positions are strengthened through leadership practices (Spain, 2014). According
to Hossain et al. (2011), to cope with the global economic crisis, leadership is a required
practice. However, traditional conceptualisation of leadership dominates this field of research
(Crevani et al., 2010). Such conceptualisations focus on the leader’s skills, behaviours, and
attributes and how this influence the course of action of other individuals (Svensson and
Wood, 2005; Smircich and Morgan, 1982). This research goes beyond traditional definitions
of leadership to consider the role of followers and the associated contextual factors to provide
an in depth understanding of the relational underpinnings of LMX working relationships.
These relational underpinnings are the focus of this context-specific doctoral research. Recent
literature (Schedlitzki and Edwards, 2018: 14) indicated that context free studies potentially

led to an unclear mechanism regarding the development of dyadic LMX relationships.

According to Ciulla (2003), shaping one’s behaviour to achieve a set of objectives is
referred to as leadership skills. Smircich and Morgan (1982) provided an alternative
definition for leadership. They believed that leadership is “the process whereby one or more
individuals succeed in attempting to frame and define the reality of others” (p.258). These
definitions reflect the influence of a leader on a group of people to achieve what is required
(Stogdill, 1950). In addition, these definitions suggest that leadership is linked to the power
and authority of an individual leader, over other people, the followers. However, such
definitions do not indicate aspects of relationship development and fostering. Thus, dominant
leadership studies emphasize the authority and power of the leader rather than the

communication and unique exchanges between leaders and followers.
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Relational leadership theories such as the leader-member exchange theory, distributed
leadership, and blended leadership have been the focus of several recent studies (Audenaert et
al., 2019; Seo et al., 2018; Lumby, 2019a; Cropanzano et al., 2017; Kelley and Bisel, 2014;
Sheer, 2015; Martin et al., 2016; Harris et al., 2014; Sui et al., 2016; Ho and Ng, 2017;
Soweren and Holmberg, 2017; Collinson and Collinson, 2009). As Kellerman (2012) has
argued, the shift into relational leadership approaches has been catalysed by the
empowerment of followers through their easy access to technology and the focus on soft

skills.

The LMX theory belongs to this relational perspective of leadership. LMX theory
posits that unique exchange relationships are developed between leaders and each of the team
members. Such relationships differ from one follower to another (Graen and Uhl-Bien, 1995).
In contrast, theories of leadership such as trait, behavioural, contingency, and ethical
leadership assume a consistent behaviour of the team leader towards the various members
within a team setting (Dinh et al., 2014; Engelbrecht et al., 2017; Vito et al., 2014; Judge and

Picoolo, 2004). The figure below represents this understanding.

\ Traditional View \ Leader-Member Exchange

Followers Follower 1 Follower 2 Follower 3

Figure 1. 2: LMX approach compared to the traditional approach of leadership (Roe, 2017:
161).

The subordinate-supervisor high quality LMX is shaped through a continuous

reciprocal behaviour between the two parties (Graen and Uhl-Bien, 1995). This relationship
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is characterized by mutual respect and trust “high quality LMX — in groups”. Less competent
subordinates are not able to build a high quality LMX. In this case, the relationship between
the two parties will end up as a “low quality LMX — out groups” (Gerstner and Day, 1997;

Graen and Uhl-Bien, 1995; Wayne et al., 1997).

Prior to the 1990s, exploratory research on LMX relationships focussed on the
differentiation between in-group and out-group team members in terms of the distribution of
tasks (Graen, 1976; Graen and Schiemann, 2013). In this era, minimum attention was paid to
the dimensionality of LMX (Dienesch and Liden, 1986). Quantitative research on LMX
emerged in the 1990s to focus on the organisational outcomes and the impact of personality
traits on the development of high-quality relationships between leaders and members
(Gerstner and Day, 1997). Post 2000s there was an increasing focus on the contextual factors
and the dominance of quantitative research approaches continued (Bernerth et al., 2007).
After 2010, qualitative research has re-emerged suggesting the increasing importance of
narrative story lines and social interactions to reconceptualise the LMX theoretical
framework (Sheer, 2015). A review of recent literature on LMX studies is presented in

Chapter 2 (Literature Review).

LMX theory was the focus of many empirical studies (Harris et al., 2014; Hooper &
Martin, 2008; Kauppila, 2016), this thesis extends qualitative research on LMX theory within
the HE sector. Most research on Research and Development (R&D) leadership was
conducted in the commercial and industrial sectors (Frazier et al., 2010; Wang et al., 2017,
Bauer et al., 2006; Harris et al., 2009) rather than the HE context which is the focus of this

study.

Where there is limited literature exploring effective leadership approaches in the

HE sector (Bryman, 2007), some research have studied effective leadership styles in this
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sector. These studies showed that the leader should have a clear sense of direction (Benoit
and Graham, 2005; Bland et al., 2005), be considerate (Parrish, 2013; Ambrose et al., 2005;
Brown and Moshavi, 2002), engage others in research and teaching (Jones and Harvey, 2017;
Harris et al., 2004), fairly treat academic staff (Khan, 2016), engage others in the decision
making process (Jones and Harvey, 2017; Murry and Stauffacher, 2001), be credible (Stark et
al., 2002), create a collegial work atmosphere (Khan, 2016; Trocchia and Andrus, 2003;
Benoit and Graham, 2005), provide performance feedback (Cresswell et al., 1990; Ambrose
et al., 2005), and enhance the reputation of a department through making academic

appointments (Bolton, 1996; Bland et al., 2005).

The conceptual framework of LMX, drawing upon autonomy, informal
relationships, trust, and competency, guides this study. Definitions, literature, and critical
arguments on the LMX conceptual framework and these constructs are provided through

Chapter 2.

1.5 The Complementation between LMX and the HE Sector
Research on LMX in the HE sector is insufficient. Yet, the majority of academics

possess the desire to be autonomous (Hanna and Latchem, 2002) which is understood to be a
key factor in establishing high quality leader-member exchanges within teams (Yukl, 2008).
The importance of unique relationships between the research team leader and various team
members is justified because of the limited amount of resources such as equipment,
ingredients, software access, and time in this sector (Graen and Scandura, 1987). As a result,
challenging tasks can be assigned to competent and committed followers compared to less

competent followers.

Supporting the role theory perspective, some researchers believe that effective team

management is a result of role differentiation between team members (Hooper and Martin,
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2008; Sparrowe and Liden, 1997; Stewart and Johnson, 2009). According to Graen and Uhl-
Bien (1996), what is required in terms of leadership style within the HE sector exceeds
transformative approaches of leadership. Once a leader has the required understanding of the
benefits of the LMX framework, this leader can inspire, motivate, and influence other players
within the HE sector since such an approach complements transformative leadership
approaches (Power, 2013). In line with Power (2013), one of the important leadership
theories in the context of HE is LMX. LMX is considered to enhance the academics’
citizenship behaviour and autonomy where it is mediating and a complimentary theory for
transformational leadership styles (Power, 2013). Thus, the main aim of this research is
developing this theoretical lens and providing an in-depth reconceptualization of LMX to

both scholars and academics in the HE sector.

The importance of LMX in the HE sector is evident through a set of factors. Firstly,
the increasing importance of social capital and network ties (Kwon and Adler, 2014) through
an academic’s career for further collaboration between players in this sector. Thus, these
relationships are supposed to continue throughout the career of the academic rather than be
limited to a certain research project. According to Graen and Uhl-Bien (1995), networks that
leaders can create throughout their high-quality relationships with members will benefit both
the organization’s goals and the leader’s own career progress. Therefore, these networks
required by an academic can be achieved through high quality relationships with various

research team members.

Secondly, each member of the research team is likely to be an expert in his or her
field of research to be qualified to be a part of the team. In this case, the PI tries to form a
high-quality exchange with this member to enhance his or her performance (Le Blanc and
Gonzalez-Roma4, 2012; Li et al., 2012). Where each of the research team members is
passionate about his or her research interests and tasks, a team leader can recognize the
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member’s passion through developing high-quality relationships with this member (Yukl,
2008). If these passions are identified by the research team leader, a transformative

collaboration can result between the team members (Collins, 2007).

Thirdly, LMX theory is noteworthy in this research because it drives our attention
to the importance of communication within academic research teams and the importance of
the exchanges established between the team leader and the members. According to Bolden et
al. (2008), there is a focus on the social relations and its implications within the leadership
context in the HE sector. Where research team members may belong to different genders,
race, and ethnicity, and possess a range of competencies, this theory can provide an alert for
the PI to be fair in their approach to each of his or her team members in a relevant customised
manner. Thus, if a Pl can customise his or her behaviours based on the competency and
cultural needs of the team members, a supportive working environment can be created. In
addition, the importance of such a supportive environment in work is linked to the tensions to
meet deadlines set by the funding party or the tensions to attract other research grants. In that
sense, LMX theory highlights certain principles regarding how to approach team members

and on what basis (Graen & Uhl-Bien, 1995).

1.6 Theoretical Gaps and Problems in LMX Research
Extant research, that examined antecedents of LMX (Byun et al., 2017), focused on

the relationship between certain variables rather than on explaining the mechanism regarding
the interaction between a specific variable and LMX. Such research supports the implicit
ontological assumption about LMX that the relationship between a leader and a team member
is always supposed to start from a stranger phase. The figure below represents this implicit

assumption.
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Implicit assumptions that the relationship
between a leader and team member should
start as a stranger phase where there is a
focus on the outcomes of LMX rather than
the antecedents of this exchange.

4

Less attention on the characteristics “behaviour and
perceptions” each person brings to this relationship. The focus
of previous research was on the outcomes of this relationship.
Thus, throughout the objectives of this research, there are no
previous set assumptions in regards how to gain access to in-

groups (if present) within research teams for example.

Figure 1. 3: Philosophical implicit assumptions within previous literature and its
consequences.

Previous quantitative research on LMX provided a set of generalizable assumptions
(hypotheses) in the field of leadership although such research was time and place restricted
(Martin et al., 2016; Wang et al., 2017). A work unit is defined by its own goals and
functions, and the leader member exchange is influenced by such functions (Sheer, 2015);
however, research has shaped LMX into a set of mediating and moderating functions between
antecedents and outcomes disregarding this work unit. Such ontological assumptions, where
reality is manifested through pre-set hypotheses (Brymann et al., 1988) about LMX and
epistemological assumptions, where quantitative evidence about reality is more likely to be
accepted (Bryman and Bell, 2007), are implicated in the inconsistent results of LMX research

throughout the last 40 years.

Research on LMX can be described as descriptive rather than prescriptive where
there was less focus on how the dyad can enhance the quality of the relationship (Dulebohn et

al., 2012). According to Gooty and Yammarino (2016), implications and findings of LMX
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research are accumulated throughout history; however, there are two main concerns

accompanied with this line of research.

First, quantitative and qualitative data collected in this research has rarely analysed
or conceptualised data from a dyadic perspective (Schriesheim et al., 1999; Yammarino et al.,
2005; Gooty & Yammarino, 2011). Gooty and colleagues (2012) argued that the dyadic level
LMX research became worse in terms of inconsistencies and misalignment between the
measurements and the theoretical lens. To address this, the dyadic level is the focus of this

research.

Second, different perceptions of leaders and members were either ignored or treated
as errors and limitations when evaluating the quality of the collected data (Graen and Uhl-
Bien, 1995; Sin et al., 2009). Throughout this research, both the perspectives of leaders and
followers with their different perceptions and expectations are included in the analytical
stage. Although research shows that leaders are dominant in terms of determining the LMX
quality within a team, followers also can share this influence (Dienesch and Liden, 1986;
Lapierre, Hackett, and Taggar, 2006; Martin et al., 2005; Schyns and von Collani, 2002). The
adopted approach followed in this doctoral research is a shift from the traditional approaches
to studying leadership. In this case, the assumption that the leader’s behaviours are the main
influence for the followers’ behaviours and attitudes is absent. The theoretical assumption, in
this study, is based on the idea that both perceptions of the dyad contribute to their reactions
and behaviours within this relationship (Engle and Lord, 1997). The figure below represents

this explicit assumption.

Explicit assumptions that results of research on
working groups in any workplace can be
generalizable disregarding the specificity of the
task and the sector itself (The absence of well-
defined working teams).



!

Generation of inconsistent research
results, different dimensionality of LMX,
and even the difficulty to compare LMX
research results that were organised in

different contexts.

Figure 1. 4: Philosophical explicit assumptions within previous literature and its
consequences.

Away from any implicit or explicit assumptions about LMX and in line with
relational leadership theories, this study adopts an interpretivist research paradigm to explore
leadership practices that are socially constructed between the leader and the follower (Brower
et al., 2000a). Thus, it is epistemologically difficult to assume an isolation of the context,
leader, or the follower when exploring a relationship between two parties. According to Uhl-
Bien (2006, p.671), “leadership is relational, and cannot be captured by examination of
individual attributes alone”. The explicit focus on the dyadic level and the awareness of
different perceptions challenge the current notion of LMX conceptualisation “restricting to
obscure in-group and out-group existence” and extends this theoretical lens. Although there
has been an enormous amount of research on LMX; recent calls for future research
demonstrated five areas that require further exploration. The table below represents these five

areas.

Call for Future Research Source
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1. How high quality LMX relationships are formed between Sparrowe, 2018;

lead d bers.
eaders and memboers Maslyn et al., 2017

2. The associated inconsistencies with respect to research results | Dwertmann et al., 2016;

on LMX differentiation Nadioo et al., 2011

3. Different inequality perceptions with respect to different Johnson et al., 2017
mentalities and cultural background.
4. Non-comparable results due to the implementation of different = Northouse, 2019: 149;

LMX scal i ith diff i ionalities.
scales associated with different dimensionalities Dublebohn et al., 2012

5. Where the theory terminology indicates commination and Echterhoff et al., 2009
interaction, there is a less focus on the dyadic relationships Leeetal., 2019
and associated perceptions.

Table 1. 2: Call for future studies through recent literature.

This research study draws upon one research areas of the five under-explored areas
mentioned previously, the reconceptualization of the LMX framework as a perceptual-
behavioural leadership approach (5). This is done through exploring specific under-explored
dimensions of LMX, such as friendships and trust, in terms of the participants’ understanding

and perceptions within research teams.

1.6.1 Research Aim and Questions
The aim of this doctoral research is to contribute to the literature on LMX theory

through a contextual conceptualistion within funded research projects in the HE sector in the

UK. The research questions are the following:

1. How are high quality LMX relationships formed in a research setting?

e \What is the role trust within research teams?
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e How would the team member’s competency influence the working relationship with

the Principal Investigator?
2. To what extent is autonomy beneficial in an academic research team?
3. How are friendships defined in the work context?

1.6.2 Research Objectives
To provide a reconceptualization of the LMX theory through;

Investigating whether the team member’s competency can enhance the quality of

LMX between the Pl and research members;
e Highlighting the role of trust within research teams;
e To critically evaluate the extent autonomy is beneficial in academic research teams;

e To suggest an understanding of friendships in the work context within research teams.

1.7 Summary of the Methodological Choices
Within an interpretivist epistemological approach, such as the one taken in this

research, knowledge is understood to be negotiated and created between the researcher, P,
and the research team members (Bryman and Bell, 2007; Brymann et al., 1988; Blaikie,
2007). According to Bryman (1992), the relationship between qualitative research and
leadership is based on a context-specific evidence. Because leadership is a context sensitive-
field (Pettigrew and Whipp, 1991) and leaders are viewed as tenants of context and time
(Leavy and Wilson, 1994), this research has taken a qualitative research approach. This
qualitative research study is not concerned with developing a causal explanation to the
research team members’ experiences in their research teams. It has developed an
understanding of these experiences through the participants’ personal experiences and

perceptions to contribute to the LMX framework.
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31 interviews were conducted with both Pls (17) and research team members (14).
Pls included research professors, senior lecturers, and readers. Research team members
included senior research fellows and research associates. Participants were asked a set of
questions about certain constructs reflecting the LMX theoretical approach. These constructs

included competency, friendships, autonomy, and trust.

Pls and team members, belonging to 15 different universities, were asked a
different set of questions about the same constructs. In addition, this research study included
projects, launched and completed between 2000 and 2018, ranging from £40,000 to
£7,000,000 in value. To organize the collected data, a template analytical approach was

utilised.

To reflect the chosen population, a “stratified purposive double snowball method”
was followed (Sadler at al., 2010). There was a focus on research projects within seven
research fields identified by UK Research Base (2016:14), as a broad cross-section of the UK
HE sector. The cross-section approach was based on two main criteria. The first criterion was
the representation of this cross section for the all the academic research fields. The second

criterion was the geographic location of the university.

Data analysis and presentation were completed using both a specific software
(NVivo) and manually. Data transcription was organised through NVivo. Throughout the
initial stage, there was a feasible familiarisation with the volumes of collected data. A manual
coding system was organised through a what-how coding system (Watts, 2014). Initial
templates were produced through a manual clustering process of priori themes and emerging
concepts. As the developing templates were manually applied to additional interviews,
NVivo was the means to accommodate the volume of data and to generate the final templates.

The final templates corresponded to two different perspectives, the Pl and the team member.
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1.8 Contribution to Theory and Practice — Research Findings
With respect to the LMX approach, working relationships are explored through a

unidimensional perspective including a continuum between a high or low quality LMX
relationship (Methot et al., 2017; Lee et al., 2019). In addition, recent research highlighted
that it is crucial for scholars to extend and reconceptualise the LMX lens (Lee et al., 2019).
Thus, this study identified the importance of a novel “political layer” which is missing from
the traditional conceptualisation of LMX. Furthermore, an additional informal layer of LMX
is identified. This informal layer highlights the increasing importance of the social nature of
the workplace. In total, the reconceptualization of LMX resulted in four layers. These layers

include political, informal, positional, and perceptual layers.

Elaborated through Chapter 4 (Research Findings) and Chapter 5 (Discussion), the
generated novel political layer of LMX created implicit implications on the other three layers.
It broadened the understanding of developing working relationships through the LMX lens.
Recognising this additional novel LMX dimension contributes to knowledge by providing a
clear theoretical understanding of the dyadic relationships between leaders and members.
Scholars such as Lee et al. (2015), Vidyarthi et al. (2010) and Henderson et al. (2009) have
highlighted the need for this understanding. Therefore, four additional layers are embodied in
this suggested approach to LMX for this current conceptualisation. In doing so, this doctoral
research contributes to the body of knowledge in regard to research that recognised
dimensions that goes beyond the “bipolar” quality understanding of LMX. These gaps in the
literature were addressed through the focus on dyadic perspectives, perceptions, and

expectations for both Pls and team members.

Compared to Pillemer and Rothbard’s (2018) definition workplace friendships “a

non-romantic, voluntary, and informal relationship between current co-workers that is
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characterized by communal norms and socioemotional goals” (p.637), this study further
highlighted a critical term referred to as supportive acquaintances. This term provides a
desired space for professional friendships. The rationale for which was based upon the PI’s
and members’ experiences in research teams and daily life “reflecting the informal layer of

LMX”.

As mentioned previously, autonomy is one of the main dimensions of LMX.
Through thus study, autonomy was found to be a debatable construct associated with self-
governance, differently perceived dependent upon the status of an individual within a team,
and linked to the funded party. The research findings explain how role clarity and
communication could manage the negative facet of autonomy that is manifested through a
lack of guidance and loss of control. This study advances the LMX literature, by
demonstrating that LMX relationships are more complex than traditional categorisations of
high and low-quality relationships. The novel term “dynamic common ground” more fully
explains these relationships by exploring obscure notions such as team dynamic and team
politics. This knowledge gap, within the literature in regard to the prediction of the quality of

LMX relationships, was identified recently by Sparrowe (2018) and Maslyn et al. (2017).

1.9 Personal Initiative
This section explains the motivation behind this piece of research and the starting

point of the research idea. As a part-time job and a hobby, | was the coach of a junior football
team (from 14 to 17 years old) while I was pursuing my Master’s degree in Lebanon. I had a
belief that these players possessed the technical competencies to outperform other teams;
however, they were achieving average results. The way | started behaving “through a
customised manner” with each of the football team members made us progress. Before |

came here to the UK, we won a very important local tournament. This incident made me
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consider the importance of relational leadership within teams. My passion for research also
oriented my interests. As a result, my belief in the importance of unique relationships by the
team leader within teams and my passion for research led to my interests in the unique

relationships between Pls and research team members.

1.10 Outline of the Thesis
Throughout this thesis, there is a shift between the first and third person. I believe in

the researcher’s involvement in the research process and being limited to writing in the third
person may not practically transfer the generated knowledge to the readers (Wolcott, 2008).
Thus, both the first and third persons are used. The thesis is composed of eight chapters.
Chapter 2 presents the review of literature. It focuses on the underpinnings of the LMX
framework and relevant studies in the HE sector. Chapter 3 includes the rationale for the
methodological choices and data analysis. Research findings are presented in Chapter 4.
Chapter 5 represents the discussion section where the research objectives are revisited in
relation to existing literature. For instance, the novel political layer of LMX is critically
linked to emerging literature on workplace politics. Research recommendations for PlIs,

members, scholars, leading journals, and the concluding section make up Chapters 6.
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Chapter 2: Literature Review

2.1 Chapter Introduction

Throughout the last 15 years there has been a proliferation of literature on the
LMX framework on one side and the HE sector on the other. This literature review section
provides an insight on how this research study can contribute to existing research on LMX
relationships and the accompanied theoretical and practical implications within the HE sector.
Where it establishes a foundation for this piece of research, chapter two clarifies the gap
within existing literature on leadership in the HE sector. The content of this chapter ranges
from the wider literature on leadership to the focus on LMX as a relational leadership
approach. It includes qualitative and quantitative findings of relevant studies on LMX
relationships and the HE sector to manifest the importance of this research area and the
adopted methodological approach. Chapter two points out critical arguments about the HE
sector in the UK and the contribution of this sector to the UK economy. Throughout this
chapter, there is a focus on the construct of autonomy “a main construct of LMX”, and the
rationale behind such focus is elaborated. This chapter is finalised with some relevant
weaknesses of the LMX approach and a summary of the methodological literature on

Leadership-LMX studies.

2.2 Wider Literature on Leadership

Leadership is referred to as a key variable in an organizational setting (Ocker et al.,
2011; Vito et al., 2014). Leadership has a significant influence on outcomes and processes of
tasks that are based on teamwork (Horne, 2017; Rajesh et al., 2019). Within the literature on
business management, a significant number of studies on leadership have explored the
relationship between the leader’s behaviours and the follower’s working outcomes

(Walumbwa and Hartnell, 2011; Asif et al., 2019; Agarwal et al., 2018). According to
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Fleishman et al. (1991), scholars have developed 65 classification systems, between
1925 and 1990, as a trial to define leadership dimensions. In a study by Zagorsek and
colleagues (2009), leadership was considered a dimension of an effective
management in addition to planning, controlling, and organizing. Throughout this
doctoral research, Burn’s definition of leadership (1978: 425), cited in Ofori and Toor
study (2012) is adopted, “Leadership is the reciprocal process of mobilizing by
persons with certain motives and values, various economic, political, and other
resources, in a context of competition and conflict, in order to realize goal
independently or mutually held by both leaders and followers.”

Research on different leadership perspectives has gained the attention of many
scholars (Ginnett, 2019; Johanson, 2008; Harris et al., 2014; Day and Antonakis,
2012; Grint et al., 2016; Mumford et al., 2009; Rost, 1993; Avolio, 2007; Seltzer and
Bass; 1990; Burns, 1978; Seeman, 1960; Hemphill, 1949; Moore, 1927).

Throughout decades of research on leadership, leadership was conceptualized
and explored either from a trait or behaviour perspective (Judge and Bono, 2004;
Zaccaro, 2007; Podsakoff et al., 2000a; Blass et al., 2007; Treadway et al., 2004;
Boyatzis and Solar, 2012; Waldman et al., 2011; Murphy and Johnson, 2011) or from
a relational perspective (Scandura and Pellegrini, 2008; Galli and Muller-Stewens,
2012; Avolio and Gardner, 2005; Gardner et al., 2005; Michie and Gooty, 2005;
Eagly and Chin, 2010; Cooper et al., 2005; Lee and Chae, 2016). Also, both
qualitative and quantitative research methods were used to explore and examine these
leadership approaches. These methodological choices are elaborated throughout this
chapter.

The trait-behaviour perspective of leadership includes theories such as

charismatic theories (Rowold and Heinitz, 2007), dispositional theories (Zaccaro,
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2007), cross-cultural leadership theories (Kirkman et al., 2009), contingency theories (Vroom
and Jago, 2007), behavioural theories (Podsakoff et al., 2000), power and influence theories
(Yukl, 2009), contextual leadership theories (Porter and McLaughlin, 2006), ethical
leadership theories (Fry, 2003), strategic leadership (Boal and Hooijberg, 2001), biological
approach to leadership (Waldman et al., 2011), and entrepreneurial leadership (Ruvio et al.,
2010).

The relational perspective of leadership includes theories such as relational leadership
theories (Brower et al., 2000, a), follower centric theories (Bligh, 2011; Howell and Shamir,
2005), systems leadership theories (Balkundi and Kilduff, 2006), team leadership (Mehra et
al., 2006), leading for change (Jaussi and Dionne, 2003), and destructive leadership (Padilla
et al., 2007). Moreover, leadership was studied in several contexts. These contexts include
small groups, banking sector, industry sector, therapeutic groups, technology service sector,
and hospitality sector (Van Vugt et al., 2008; Hannah and Avolio, 2011; Uhl-Bien and
Marion, 2009; Langley et al., 2013; DeRue, 2011; Harris et al., 2014).

Starting with the great man theory in the 19th century which explained the great
men’s impact such as Mahatma Ghandi and Julius Ceasar (Carlyle, 1888) cited in Malos
(2012) and the counter-argument where the leadership situation is not only about the great
men in history but also about the followers within any context (Spencer, 1896) cited in
Deflem (1999); there was a significant evolution of leadership theory. Following the great
man theory, there was a shift recognized from the transactional leadership ‘rewards-
punishment system” approaches (Weber, 1947), cited in Moi et al., (2005), to the
transformational approaches ‘follower-motivation system’ (Warrilow, 2012; Bass, 2000).

At the end of 1940s, there was noticeable wide acceptance of trait leadership theory
focusing on leader’s skills and traits (Stogdill, 1948; Mann, 1959). A differentiation between

the leader’s task-oriented behaviours and people-oriented behaviours was then followed by
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the behavioural-styles theories of leadership (Likert, 1959). The primary work for
Fiedler’s contingency theory was established emphasizing the importance of the
external and the internal situations for the leadership context (Fiedler, 1964).
However, according to Blake and Moulton (1964), it was difficult to find the right
way to lead in any setting.

Relational leadership theories such as LMX, distributed leadership, and
blended leadership has been the focus of many recent studies (Lumby, 2019;
Cropanzano et al., 2017; Kelley and Bisel, 2014; Sherr, 2015; Martin et al., 2016; Ho
and Ng, 2017; Collinson and Collinson, 2009). In line with Kellerman (2012), the
shift into the relational leadership approaches has been catalysed by the empowerment
of followers through their easy access to technology and the focus on soft skills. This
easy access is increasing the level of information available to followers leading to
more transparent leaders (Kellerman, 2012). This study contributes to LMX pointing
out the accompanied implications for leadership practices in the HE sector and funded

research teams in particular.

2.3 Leader-Member Exchange Theory

2.3.1 Defining Leader-Member Exchange Theory

LMX theory assumes that unique exchange relationships are developed
between the leaders and each of the members. Such relationships differ from one
subordinate to another (Graen and Uhl-Bien, 1995). The subordinate-supervisor high
quality LMX is shaped through a continuous reciprocal behaviour between the two
parties (Graen and Uhl-Bien, 1995). This relationship is characterized by mutual
respect and trust. In these relationships, leaders provide subordinates with the needed

support and engage them in autonomous work responsibilities. Competent
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subordinates are supposed to build a high-quality leader member exchange with their leaders
but less competent subordinates are not able to build a high quality LMX. In this case, the
relationship between the two parties will end up as a low quality LMX (Gerstner and Day,
1997; Graen and Uhl-Bien, 1995; Wayne et al., 1997). High quality LMX requires a
perception of mutual benefits between the supervisor and the subordinate within the dyad
(Yukl, 2008); thus, the terminology in-group and out-group members (Wayne et al., 1997).
As compared to other common leadership approaches, LMX may be considered as a
deviation from the usual course of actions in the field of leadership. The majority of
leadership theories focus on the situation or effective leader’s traits or behaviours. LMX
theory goes beyond this understanding. It focuses on the relationship itself between the team

leader and members.

2.3.2 Theoretical Underpinnings of the LMX Theory

Role theory (Graen, 1976; Graen and Scandura, 1987), social exchange theory (Blau,
1964; Sparrowe and Liden, 1997; Homans, 1958), and the self-determination theory “SDT”
(Deci and Ryan, 1985; Liden, Wayne, and Sparrowe, 2000) are the theoretical underpinnings
for the LMX theory. Each of these theories proposed a scenario to link LMX to performance
and an intermediary effect of a particular construct (Martin et al., 2016) to mediate the LMX-
performance relationship. For instance, role theory proposes an intermediary effect of role
clarity, social exchange theory proposes an intermediary effect of job satisfaction, and self-
determination theory proposes an intermediary effect of motivation (Martin et al., 2016).

For example, according to SDT, people can be motivated either through internal-
intrinsic sources of motivation or through external-extrinsic sources of motivation (Deci and
Ryan, 1985, 1991). Internal factors include values and interests. External factors include

evaluations and reward systems. The individual’s experience of constructs such as autonomy,
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competency, and relatedness, implies an engagement in activities that are work-
related resulting in innovation and improved performance (Deci and Ryan, 1991). The
majority of high-quality exchanges between the leader and the members are
materialized by the presence of these three constructs of the self-determination theory.
Once the leader provides a level of self-governance to team members, the required
support and feedback on their performance, and an enhanced interpersonal
relationship; followers can be motivated gaining a sense of empowerment (Liden et
al., 2000).

Therefore, self-determination theory proposes an intermediary effect of
empowerment and motivation on the relationship between LMX and performance.
The autonomy construct is relevant to this study because of the desire of academics to
be autonomous (Power, 2013). As a result, autonomy is said to influence the exchange
established between the Pl and members. In addition, role theory (Solomon et al.,
1985; Biddle, 1986) suggests that each position within an organisation is accompanied
with a clear range of responsibilities. These responsibilities reflect what the
employees expect (Biddle, 1986). In view of this definition, Wang and colleagues
argued that role clarity moderated the relationship between the quality of LMX and
the psychological well-being of subordinates. In that sense, the absence of role clarity
was associated with perception of helplessness and demotivation (Wang et al., 2016).

Throughout years of research on LMX, this theoretical lens was
conceptualised and reconceptualised. The table below provides the line of

development of the dimension of LMX relationships.
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Author/Year

Dimension of Leader-Member Exchange Theory

Graen (1976)

Competence, Interpersonal skill, Trust

Cashman et al. (1976)

Attention, Sensitivity

Graen and Ginsburgh
(1977)

Satisfaction, Latitude, Reward, Support

Schiemann (1977)

Trust, Sensitivity, Support, Attention

Dienesch and Liden
(1986)

Mutual affect, Contribution, Loyalty

Graen and Scandura
(1987)

Innovativeness, Latitude, Delegation, Loyalty, Support, Trust

Graen et al. (1989)

Role latitude, Negotiable latitude, Innovativeness,
Competence, Motivation, Authority, Mutual consideration,

Mutual control

Graen and
Wakabayashi (1994)

Trust, Latitude, Competency, Liking, Attention

Graen and Uhl-Bien
(1995)

Respect, Trust, Obligation

Liden and Maslyn
(1998)

Loyalty, Perceived contribution, Affect, Professional respect

Bernerth et al. (2007)

Contribution appreciation, Organisational support, Reciprocity

Sheer (2015)

Tangible work exchange, Tangible social exchange,
Communication work exchange, Communication social

exchange

Table 2. 1: The development of the dimensions of LMX through the last 40 years

These research studies, through the last 40 years, have provided a continuous line of
conceptualisation of the LMX framework. These attempts to reconceptualise this framework were
potentially influenced by the dominant research approaches through each era. For instance, early
conceptualisation of LMX, interpersonal skill and sensitivity dimensions, reflected the trait

approach of leadership (Zaccaro, 2007). Then, there was an additional focus on some behavioural
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aspects, latitude, and obligation for instance, inspired by the behavioural leadership
approach (Vroom and Jago, 2007; Podsakoff et al., 2000a; Douglas and Ammeter, 2004).
Thus, there was a shift from the focus on the dyad’s traits (Graen, 1976) to the focus on
the dyad’s behaviours (Sheer, 2015) through their LMX relationships.

The recognition of the contribution of both parties to the LMX relationships was
manifested through the maturity of the dimensions, mutual consideration and negotiable
latitude for instance, of the LMX approach (Liden and Maslyn, 1998; Graen et al.,
1989). This maturity is evident through the use of specific terms such as mutual,
perceived, and negotiable. This research study extends this line of research to provide a
relational conceptualisation of LMX theory implementing the call by Henderson and
colleagues (2009) and Lee and colleagues (2019).

Recent research linked to the conceptualisation of the LMX framework mainly
investigated the validity of pre-existing scales (Sheer, 2015) such as vertical exchange
negotiating latitude (Dansereau et al., 1975; Henderson et al., 2009), five-item LMX
(Dunegan et al., 1992), seven-item LMX (Scandura and Graen, 1984) and LMSX
(Bernerth et al., 2007) rather than providing an in depth understanding of the relational
underpinnings of the LMX relationship. These relational underpinnings are the focus of

this study.

2.3.3 Development of Vertical Dyad Linkage Research
Early Studies on LMX

As mentioned previously through this chapter, the primary LMX approach of
leadership (Dansereau et al., 1975; Graen and Cashman, 1975) has undergone a

continuous developmental process over the last 40 years. The initial term for this
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leadership approach was VDL (Vertical Dyad Linkage) (Dansereau et al., 1975). Then,

research on LMX resulted in two different lines for development.

e LMX — Descriptive approach

e Leadership making — Prescriptive approach

The first line of development is referred to as LMX. LMX is a descriptive approach
which results in in-group and out-group formation (Graen et al, 1982). The second line of
development is the model of the leadership-making. It is a prescriptive approach where the
leader prescribes his or her behaviours with each of the members based on certain factors
including personality and competency (Graen and Uhl-Bien, 1991). Leadership making
includes three stages. The first stage is the stranger phase where the relationship is
comparable with the relationship between the leader and out-group members. The second
stage is the acquaintance phase where the two parties exceed the materialistic exchange and
the formal contractual agreement. The third stage is the partnership phase where the
relationship is comparable to the relationship between the leader and in-group members
(Rowe and Guerrero, 2016: 143). Some studies referred to this line of development as IL
(Individualised Leadership) (Dansereau et al., 1995). Regardless the typology of the line of
development, LMX was mainly referred to as a relational leadership theory (Uhl-Bien et al.,

2011).

A similar view is evident in Jackson and Ruderman’s work (1995) where they suggested
that the relationship between the team leader and each of the team members is a crucial factor
to determine “how well” the team performs (Jackson and Ruderman, 1995: 97). These
arguments have grown after exploring the persistence of consistent quality of exchanges. In
their study, Liden and colleagues (1993) investigated the leaders’ perceptions through a

longitudinal study. This study explored the relationship between supervisors and 166 hired
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subordinates. The leaders’ judgement and perceptions were consistent between the first
week and 6 months later (Liden et al., 1993).

Gerstner and Day’s (1997) meta-analysis study referred to an increasing interest in
LMX rather than leadership-making in terms of research and development. They provided
quantitative evidence to compare scholarly papers exploring these two approaches
(Gerstner and Day, 1997). Such arguments about the descriptive and prescriptive
approaches to LMX have raised some questions about the approach that can clearly
comprehend LMX. One of the doctoral contributions to literature on LMX lies within this
area of inquiry away from downsizing contextual factors (Martin et al., 2016; Wang et al.,

2017).

There are currently a limited number of studies in regards variables
contributing to the development of LMX relationships (Anand et al., 2011). In line
with Maslyn et al. (2017) and Anand et al. (2011), research on LMX have focussed to
LMX outcomes rather than the antecedents of LMX. This research, through a
constructionist qualitative approach, explores a set of social factors embodied within

LMX relationships to address these perceptual and contextual gaps.

Later Studies on LMX

Later studies on LMX highlighted the antecedents of LMX relationships and the
outcomes in the work context and the steps of the formation of these relationships. For
instance, in their study, Ferris and colleagues (2007) indicated four steps to establish
LMX relationships influenced by the characteristics of both team leaders and members.

These chronological steps include;

e [nitial interaction
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e Development and role expansion
e Commitment and expansion

e Increased interpersonal commitment (Ferris et al., 2007)

Nahrgang and colleagues (2009) explored variables, such as performance-related
responses and personality characteristics, following the initial interaction between the two
parties. Gerstner and Day (1997) conducted a meta-analysis of 164 research studies on LMX.
They found that the exchange between the leader and members is directly related to the
members’ job performance within the work setting. Throughout this review, the importance
of taking both the leader’s and the member’s perspectives into account was highlighted
(Gerstner and Day, 1997). Communication behaviours of both leaders and members were
explored in relationship to the quality of LMX (Hill et al., 2014; Hodges and Baker, 2017).
Hill and colleagues (2014) focussed on the relationship between electronic communication
and employee empowerment highlighting the role of LMX relationship. In addition, Harris
and colleagues (2009) examined the moderating effect of employee empowerment on the
relationship between LMX and job satisfaction-performance.

Anand and colleagues (2011) have conducted a review on 130 LMX research studies
from 2002 till 2011. However, most of this line of research focused on the antecedents and
outcomes of these LMX relationships (Maslyn et al., 2017). Examining the relationship
between organisational citizen behaviours and LMX, llies and colleagues (2007) conducted a
meta-analysis of 51 studies. Organ (1988) defined citizenship behaviour as employees going
beyond what was prescribed in the formal contract. Ilies and colleagues concluded that a
positive relationship existed between employees’ citizenship behaviours and the quality of
LMX (Ilies et al., 2007). Where some studies explored the relational aspect of LMX (Schyns,
2015); others suggested different attachment styles between the two parties accompanied

with various LMX qualities (Maslyn et al., 2017).
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Recently, there is an emerging role of LMX relationships within the working contexts.
In that sense, scholars developed the term TMX referring to the “team-member
exchange” indicating that the exchange relationship is not limited between the member
and the leader; however, it goes beyond to the exchange between the member and the
team as a whole unit (Wang and Hollenbeck, 2019). For instance, the team unit provides
the required resources, information, and social support to this member “the team as a
whole unit rather than the leader only” (Seers, 1989). Where this recent line of thoughts
adopts a team perspective for this exchange, it highlights a “rich horizontal exchange of
resources that results in perceptions of personal empowerment” (Wand and Hollenbeck,
2019: 272).

Thus, the interest and the need to examine and explore LMX relationships is
appropriate. The focus on the surrounding contexts of LMX such as group dynamics,
specific sectors, non-US samples and culturally diverse groups is increasing (Malik et al.,

2015). This piece of research draws upon these contextual factors as well.

2.3.4 LMX Work-related Outcomes

LMX Individual-Level Outcomes

Research studies on LMX have mainly focussed on the individual and dyadic
level (leader/member) examining the relationship between LMX and several work-
related outcomes. For instance, literature on LMX (Olsson et al., 2012; Shunlong and
Weiming, 2012) highlighted the influence of LMX on the employee behaviour in the
workplace. Previous research highlighted both positive and negative relationships
between LMX and different organizational outcomes.

Several studies highlighted a positive relationship between LMX and work

performance (Bauer et al., 2006; Harris et al., 2009; Le Blanc and Gonzalez-Roma,
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2012). The effects of LMX on the improvement of job performance is recently examined
through a meta-analytical study (Martin et al., 2016). In this study, the improvement of job
performance was manifested through relationship between LMX and each of task
performance (Dulebohn et al., 2012; Gerstner and Day, 1997) and citizenship performance
(Hies et al., 2007). The recent study conducted by Audenaert et al. (2019) demonstrated a
finding that can further advance the debate on LMX. For instance, where employee
performance and innovation are desired outcomes in the work setting (Boyne et al., 2005), it
was found that individual LMX moderates the relationship between the employee
performance and innovation at the workplace. Moreover, advancing this debate is explored
by Agarwal (2019) from a psychological lens. Where mental health issues are increasing at
the workplace (Le Fevre et al., 2006; Cavanaugh et al., 2000), they argued that LMX
moderated the relationship between the employee’s positive psychological state “captured
through the term PsyCap” and perceived stress.

A positive relationship existed between LMX and each of the rationalised knowledge
sharing (Zhoa et al., 2019), job satisfaction (Collins, 2007; Erdogan and Enders, 2007; Martin
et al., 2016), organizational citizenship behaviour (Hackett et al., 2003, Wang et al., 2017;
Matta et al., 2015), trust (Martin et al. , 2016), follower’s motivation (Liden et al., 2000), role
clarity (Martin et al., 2016), employee voice (Botero and Van Dyne, 2009; Wang et al.,
2017), work engagement (Matta et al., 2015; Garg and Dhar, 2017), organizational justice
(Wang et al., 2017; Momtaz and Rowley, 2019; Lee et al., 2017; Scandura, 1999), job
dedication (Johnson et al., 2017), innovative behaviour (Atwater and Carmeli, 2009; Garg
and Dhar, 2017; Volmer et al., 2012), psychological empowerment (Kim and George, 2005;
Liden et al., 2000) and work commitment (Gwynne, 2014). Drawing on Lee et al. (2016),
Chen et al. (2013) and Mahsud et al. (2010), the influence of personality from the leader’s

perspective rather than the member’s perspective is highlighted. Mahsud and colleagues
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(2010) investigated the relationship between the leader’s empathy and the quality of
LMX on one hand; and the influence of the leader’s ethical values on the quality of
LMX on the other (Mahsud et al., 2010). This position is also informed by Chen and
colleagues (2013). They argued that the members’ perception of LMX is linked
directly to the leader’s emotional intelligence and trust (Chen et al., 2013). Finally,
according to Graen and Scandura (1984), trust, employee voice, and empowerment
are main constructs in the established high-quality exchanges between team leader
and followers [Adopted from Abou Hamdan and Meschitti, 2019].

On the other hand, a negative relationship existed between LMX and staff
turnover (Bauer et al., 2006; Harris et al., 2009; Venkataramani et al., 2010; Wang et
al., 2017: Agarwal et al., 2012), evasive hiding (Zhoa et al., 2019) and

counterproductive performance (Martin et al., 2016).

Team Level Outcomes

LMX Differentiation

Increasing attention was received by LMX differentiation (Graen and Uhl-
Bien, 1995), a particular aspect of LMX within a work group (Henderson et al., 2009;
Harris et al., 2014; Le Blanc and Gonzalez-Rom4, 2012; Nishii and Mayer, 2009;
Stewart and Johnson, 2009; Kim et al., 2016; Atwater and Carmeli, 2009; Garg and
Dhar, 2017; Dhar, 2016). According to Erdogan and Liden (2002), LMX
differentiation refers to a certain degree of variability regarding the quality of
exchange between the leader and various group members. The followers’ different
degrees of competency and the organizational dynamic aspect of LMX resulted in this
increased attention. Stewart and Johnson (2009) referred to the limited amount of

resources and the different degree of competencies of followers within a team.
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According to Kim et al. (2016), organisational dynamics is significantly linked to the LMX
relationships. Lee et al. (2016) pointed to a set of antecedents for LMX differentiation. Lee
and colleagues examined the impact of the leader’s motives, affiliation motive and power
motive, on the process of the LMX differentiation (Lee et al., 2016).

What distinguishes high LMX differentiation and low LMX differentiation is the
range of the quality of LMX within a certain work group (Henderson et al., 2009). For
instance, a broad range of the quality of exchange refers to a high LMX differentiation. A
small range of the quality of exchange within a work team refers to a low LMX
differentiation. Recent research (Haynie et al., 2019; Manata, 2019; Harris et al., 2014;
Henderson et al., 2009) focused on the outcomes and antecedents of LMX differentiation.
Research on the team-level outcomes of LMX differentiation were insufficient and
inconsistent (Lee and Chae, 2017; Le Blanc and Gonzélez-Roma, 2012). Researchers are
divided between those who believed that LMX differentiation improves team performance
(Dansereau et al., 1975; Nadioo et al., 2011), and those who believed that LMX
differentiation weakens team performance through negative perceptions such as isolation and
inequality (Lee and Chae, 2017; Wu, 2018).

In their study, Haynie and colleagues (2019) examined the term relative LMX. They
were influenced by the social comparison approach elaborated by James and Ashkanasy
(2007). They stated that “the actual degree to which an individual's LMX differs from the
average leader-subordinate LMX in the workgroup” (Tse et al., 2008: 356). Relative LMX
positively moderated the relationship between both individual LMX and the organisational
identification of the employee (Liu et al., 2019) and between LMX and the rationale hiding

within the work setting.
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Team-level Outcomes

Due to the enormous and broad research studies of LMX outcomes on the individual
level and the increasing importance of work teams in the workplace (Dogaru and
Donciu, 2014; Chernyak-Hai and Tziner, 2012), there is a shift in the focus of LMX
research in the last decade from the individual level to the group level/LMX
differentiation where results are inconsistent (Bolino and Turnley, 2009; Harris et al.,
2014; Hooper and Martin, 2008; Kauppila, 2016; Li and Liao, 2014; Nishii and
Mayer, 2009; Tse and Ashkanasy, 2014; Erdogan and Bauer, 2014). Recent research
studies (Estel et al., 2019; Lee and Chae, 2017) have focussed on the group level;
however, there was no direct relationship found between LMX differentiation and
group effectiveness (Tse and Ashkanasy, 2014), group performance (Henderson et al.,
2009; Lee and Chae, 2017), or group creativity (Li et al., 2016).

As a result, further exploration is required for this leadership approach at the
team level. Supporting the fairness theory perspective, researchers believe that some
members may not exert the required effort because they perceive LMX differentiation
as unfairness between different team members (Erdogan and Bauer, 2014; Nishii and
Mayer, 2009). For instance, LMX differentiation between various team members can
have an influence on the behaviours and attitudes of some members. This is caused by
the members’ comparison of the treatment and resources that are provided to some
members rather than others (Cogliser and Schriesheim, 2000; Li and Liao, 2014;
Scandura, 1999; Sias and Jablin, 1995).

Recently, Seo and colleagues (2018) generated an unexpected finding in field
of LMX differentiation. They argued that LMX differentiation is associated with the
term LMX configuration which in turn divided into three categories. These categories

are fragmented configuration “leader developing unique relation with each follower”,
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bimodal configuration “the formation of in-groups and out-groups”, and solo-status
configuration “one or few develop a different relationship with the leader”. What is
unexpected and vague through this finding is the quantification and operationalisation of
additional layers of LMX prior to the exploration of the theoretical and contextual
epistemological underpinnings associated with these additional configurations.

As mentioned earlier, the outcomes of LMX and LMX differentiation on the
individual and the team level have been examined in several sectors such as the banking
sector, hospitality sector, industry sector, and the technology service sector. The rationale for
examining LMX within the hospitality and the industrial context was clearly identified. With
respect to the hospitality context, the desire of managers to create positive relationships with
frontline employees in the hospitality industry is justified by the importance of how
customers perceive the service quality in this sector reflecting the relationship between
managers and frontline employees (Kim et al., 2016). In addition, the desire of work group
leaders to create positive relationships with various group members in the technology sector
is crucial. Improving the employee and team creativity is one of the main concerns and
objectives. As a result, research on the relationship between LMX and creativity is required
(Gu et al., 2015; Atwater and Carmeli, 2009; Garg and Dhar, 2017).

However, research on LMX, within the HE sector and academic research team in
particular is yet insufficient. This raises some questions about the reasons behind the lack of
these studies and the nature of inquiry. For instance, many studies among this bulk of
research assumed that leadership is context free, disregarding the importance of the
contextual factors on the leadership practices and the nature of the relationship between any
two parties (Zaacro and Klimoski, 2002; Schedlitzki and Edwards, 2018: 14). This trend of
context free studies potentially led to an unclear mechanism regarding the development of

dyadic relationships. This research considers these contextual factors such as the desire for
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autonomy and the informality in the workplace. Therefore, the quality of LMX is a

critical predictor of the employee outcomes at the workplace.

2.4 The Higher Education Sector

2.4.1 A General Approach

For any university to maintain the required level of rigorous and critical
academic research within various disciplines, economic costs for conducting such
research should be almost covered. Economic costs include salaries for academic staff
whose main focus is research, laboratory equipment, post-graduate research students
(PGR’s) training, infrastructure maintenance and replacement, and fieldwork (Bolden
et al., 2008). In addition to a skilled academic staff, a university can more likely
produce an advanced level of academic research once these costs are covered. As an
attempt to fund academic research projects, the UK government provides two thirds
of research grants for UK universities (UKK, 2015).

The systems in the HE sector have experienced a significant restructuring
(Currie and Newson, 1998). These restructuring practices had their impact on the
relation between the HE sector and the market on one hand, and the governmental
policies on the other (Yang et al., 2007). As a result, the construct of autonomy (one
of the LMX dimensions) for both universities and academics in general was
highlighted, questioned, and explored (Ordorika, 2003).

In this case, it is crucial to define some research terminologies. For instance,
autonomy refers to the power and the right for a university or the players within the
university to govern itself away from any external control (Berdahl, et al., 1971).
According to Snyder (2002), the self-governance practices are the responsibility and

the right of universities. In that sense, Maton in his research study, claimed that the
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staff’s academic mentality within the HE sector influenced their standards to describe the
institutional practices in this sector (2005). Thus, this line of thoughts has given rise to a new
area of inquiry in terms of the rationale behind academics’ beliefs and perceptions. In this
doctoral piece of research, these beliefs include the desire for autonomy, if present, and the
informal aspect of the working relationships as main dimensions of LMX.

According to Bargh et al. (1996), management and leadership approaches in
universities are shaped by government regulation and the relationship between the state and
the university. Such regulations, leading to bureaucratic or collegial organisational cultures,
imply a set of contextual factors (Henkel, 2005; Sporn, 1999; Miller, 1995). In their studies,
Kogan and Marton (2000) and Bargh and colleagues (1996), differentiated between some
aspects of bureaucracy and collegiality. Table 2.2 below includes a set of differences between

these two managerial systems.

Bureaucracy Collegiality

Formal hierarchy Equal style of leadership

Written governing rules and regulations Authority of professional expertise
Position-based leadership Academic autonomy

Hierarchical decision making Self-regulation

Authority relations Debate through organisational committees

Table 2. 2: Bureaucracy and Collegiality as two managerial systems (Adopted from Kogan
and Marton, 2000; Bargh et al., 1996; Miller, 1995)

Throughout this research study, both managerial systems were implicitly or explicitly

included through the review of literature and the participants’ thoughts. For instance,
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bureaucracy was manifested through the relationship between the funded research
team and the university on one hand, and the relationship between this team and the
funding party on the other. Within this horizon, McAuley and colleagues (2000: 99)
stated that there are “underlying dynamics of the relationship between professionals
and the central management core”. Regarding collegiality, this managerial system was
mostly manifested within the academic research team either through the P1-member
relationship or through the member-member relationship. In this case, a critical
judgement regarding leadership practices within this sector can be developed. The
give and take process between bureaucracy and collegiality is implicitly explored
through this research study by drawing upon LMX. The generated reconceptualization
of this theoretical lens can more likely integrate these two managerial systems. The
reconceptualisation of LMX through a set of layers reflecting these managerial

systems is elaborated in chapter 4 of this thesis titled (Research Findings).

2.4.2 The Contribution to the UK Economy
A study by Universities UK (2018) reported that there is an increasing impact
of the HE sector in the UK, including the field of academic research, on the economy.
For instance, there is an increase from £ 73 billion in 2012 to £ 95 billion in 2017 as a
contribution of the HE sector to the economy of the UK. Also, the contribution of this
sector to GDP increased from 2.3% in 2007 to 2.8% in 2012 (please see Appendix E).
Alongside this, there was an increase of 2% of staff employed in the HE sector in the
UK from 410,515 in 2016 to 419,710 staff members in 2017 (HESA, 2018). From these
419,710 staff members, there are 206,870 academic staff. Also, the number of post graduate
students within the UK higher education has continuously increased reaching 551,585

students in 2017.
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Such an increase in both the contribution to the economy and staff numbers is
interrelated and justified. In that sense, the Independent Review of HE Pay and Conditions
stated that “the continuing success of the UK higher education sector is crucially dependent
on its people and on the way they are led, managed, and developed” (1999: 25). The potential
increase in research and research contribution to the economy was also highlighted through
Bligh and colleagues’ book (1999). They suggested that what motivates academics to design

research projects is the promotion they expect from doing so (Bligh et al., 1999: 100).

2.5 Definition of Academic Research Teams in Relation to the HE Sector

2.5.1 Academic Research Teams as Self-Managed Teams

An academic research project is a temporary endeavour to fulfil its desired objectives.
It is organized in an academic setting, universities for instance. The main purpose of
academic research projects is to explain the research objectives and methodology and analyse
the research findings to achieve particular results (Birley and Moreland, 1998). Funding
parties and stakeholders are not eager to provide the required support for projects which may
end up being unsuccessful. Successful research projects are said to fulfil two dimensions, the
achievement of the desired outcomes and the impact of the research project (Ford and Pearce,
2012).

The achievement of the required outcomes refers to the accomplishment of the
research project within the scheduled timeframe/budget, total agreement to the research
results from the whole research group, and publications to benefit others from the research
knowledge. Where the impact of the research project refers a frequent utilization of the
generated knowledge from the research outcome (Bartlett and Vavrus, 2016), stakeholders of
unsuccessful projects are vulnerable to losses (Magbool et al., 2017). Away from “academic”

research projects, in a study organized by the Standish Group International (2009), a drop in
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the non-academic project success rate between the years 2004 (34%) and 2009 (32%)
was revealed in the US context. Thus, achieving successful projects is not easily
achieved. It requires a set of criteria. One criterion is the leadership style within the
project. This serious concern could potentially apply to projects in other sectors and
contexts.

Academic research projects are considered a key factor for the success of an
organization (Poston and Richardson, 2011). Thus, factors having an influence on the
success of a given project are supposed to be explored carefully. For instance,
research projects held in the academic sector can enhance both academic institutions
and other organizations. Regarding academic institutions, successful research projects
can create an opportunity for these institutions to receive additional research grants to
organize further research projects. In regard to organizations, outcomes of academic
research projects in the fields of logistics and marketing can benefit organizations
specialised in these sectors [Adopted from Abou Hamdan and Meschitti, 2019].

Regarding research projects, two research studies conducted by Choi and
Schnurr (2014, 2016) have explored discursive processes within scientific research
projects with a focus on the concept of distributed leadership elaborated through the
next section. Choi and Schnurr (2014) indicated that disagreements are preferred
within the research context. Choi and Schnurr (2016) highlighted the powerful nature
of teasing to resolve disagreements in the same context. Due to the increasing
competition between universities in the UK to attract research grants, leaders and
team members of academic research projects may experience more tension and
frustration to maintain the competitive advantage of the university (Bolden et al.,
2014). The importance of leadership practices within the research team setting lies

within this research inquiry [Adopted from Abou Hamdan and Meschitti, 2019].
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2.5.2 Research on Self-Managing Teams in the Workplace

In this section of the literature review, research teams are referred to as self-managing
work units in the work setting where they are experts in their own research areas and
technical abilities (Bolden et al., 2014; Choi and Schnurr, 2014, 2016). Prior to Bolden and
colleagues’ study, a parallel argument has emerged in the literature of leadership by Belbin
(2013). Belbin argued that a different leadership style is required once clever people are
working in the same team (2013: 17).

Research on self-managing teams originated in the industrial setting through factory-
floor teams in particular in the 1980’°s (Manz, 1981, 1992; Manz and Sims, 1987; Trist et al.,
1977; Walton, 1977; Cohen and Ledford, 1996). The aspect of self-management in these
teams was mainly manifested through budget preparation, task allocation, and scheduling
(Graen and Uhl-bien, 1991). Hackman has described these activities as authority matrix lower
end (Hackman, 1986).

Attempts to address leadership practices within self-managing groups originated by
the works of Manz and Sims (1987) and Hackman (1986). Hackman believed that effective
leadership practices within self-managing teams aligns with the absence of continuous
supervision and providing the required resources for the team members to accomplish the
task (1986: 114). Manz and Sims (1987) further supported Hackman’s research. They
highlighted a set of effective leader’s behaviours within such groups. These behaviours
included encouraging self-observation and self-goal setting (Manz and Sims, 1987).
Therefore, these viewpoints explain the rationale behind placing research teams within the
self-management category.

Graen and Uhl-Bien’s investigation suggested that taking responsibility for one’s

technical direction enhances the team’s creativity (1991). In line with Graen and Uhl-Bien,
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once team members take responsibility to determine their technical direction, working
groups are more likely effective. In this case, the whole group can benefit from the
technical potentials they possess ranging from technical evaluation of performance to
their abilities in problem-solving (1991). The introductory part of this thesis
demonstrated how LMX is related to the HE sector in terms of the importance of
social ties, limited amount of resources, leadership style, desire for autonomy, and
unique competences of academics. This chapter supports this relationship with
findings from previous literature.

Finally, there is an increased focus of leadership dynamics and distributive
leadership in the HE sector (Gronn, 2009; Bolden et al., 2008). Tasks, within research
teams, requires a level of coordination and a certain pattern of distributive
leadershipvroles (Bolden et al., 2014). Exploring how the academics’ desire to be
autonomous would influence the coordination within an academic research team may
provide a better understanding on the nature of the relationship between the research
team leader andvmembers and the exchange established between the dyad. As
mentioned through the introductory chapter, this inquiry is one of the research

objectives.

2.6 Autonomy

Based on the information provided through this chapter about the HE sector
and the accompanied continuous change in term of regulations, human resources, and
globalisation; the designed doctoral study suggests that the HE sector is an
unpredictable environment. In this case, teams and team members are supposed to be
granted autonomy to respond to such unstable situation through their own unique

vision and strategic plans.
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According to Maton (2005), to understand the basic principles of any field, exploring
the construct of autonomy is crucial. The autonomy of an academic field refers to the right of
this particular field to set its own achievement values and standards (Maton, 2005).
Autonomy is one of the most consistent dimensions of LMX conceptualisations through
decades (Graen and Scandura; 1987; Graen and Wakabayashi, 1994). As mentioned
previously, within the HE sector, autonomy with respect to policies and governmental
practices has also been highlighted as important (Boldin et al., 2014; Adobi, 2016: Doctoral
thesis). The extent the HE institution is autonomous regarding the governmental policies and
hierarchical practices creates some implications for the exploration of the academics’ desire
to be autonomous throughout this research study. Therefore, the construct of autonomy with

respect to LMX, UK HE sector, and self-managing teams is elaborated through this chapter.

2.6.1 Autonomy as a Dimension of LMX
Definition

The individual-level autonomy refers to the governance of oneself in the workplace
(Zhang et al., 2017). The governance of oneself include several aspects such as determining a
specific set of procedures, certain equipment, or a particular approach (Gibson et al., 2012).
The team-level autonomy refers to the extent to which the team is given the freedom to
determine its approaches to perform the required tasks, the procedure for processes, and time
schedule rather than being completely determined by upper management (Stewart and
Barrick, 2000; Langfred, 2000; Morgeson and Humphrey, 2006; Stewart, 2006). Team
autonomy is highlighted as a crucial factor for team performance (Campion et al., 1993;
Cohen and Bailey, 1997; Kiggundu, 1983; Stewart and Barrick, 2000).

Thus, team autonomy is conceptually independent and different from individual

autonomy (Langfred, 2005). Once the level of autonomy in a particular team is described,
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both the average individual-level autonomy and the team-level autonomy are taken
into consideration. According to Langfred (2005), both types of autonomy have an
interactive influence on team performance. In this section, autonomy refers to the
individual-level autonomy highlighting a main dimension of LMX. Where previous
research (Ornebring et al., 2016; Jensen and Dost-Gozkan, 2015) did not agree on a
particular definition for autonomy, one of the research findings elaborated in Chapter
4 of this thesis is the reconceptualization of the construct of autonomy within a
research team setting based on the PI’s and members’ own thoughts and perceptions

(an objective emerging from the main aim that contribute to LMX).

Research on Autonomy

Previous research (Runhaar et al., 2013; Volmer et al., 2012; Jaiswal and
Dhar, 2017) studied the impact of job autonomy on several work attitudes such as
organizational citizenship behaviour and creative work involvement. Research on job
autonomy examined a set of its moderating effects. In a study by Volmeret and
colleagues (2012), job autonomy moderated the relationship between LMX and
certain organizational outcomes such as creative work involvement. In another study
by Dhar and Garg (2017), job autonomy moderated the relationship between LMX
and the employee service innovative behaviour.

Previous research examined the influence of job autonomy on the employees’
motivational level in the workplace (Runhaar et al., 2013; Mak and Sockel, 2001).
According to the job characteristics theory (Hackman and Oldham, 1976; Fried and
Ferris, 1987), one of the important job design fixtures is job autonomy (Baillien et al.,
2011). Auh and colleagues (2011) investigated the impact of autonomy on how the

employees view their workplace. Runhaar and colleagues supported these arguments

51



where they explored how people can outperform when they fulfil the job design (2013).
According to Wang and Cheng (2010), employees tend to negotiate some patterns of
innovative behaviour once their desire for autonomy is fulfilled.

In addition, several research studies (Wang and Netemeyer, 2002; Speier and Frese,
1997; Axtell and Parker, 2003; Hornung and Rousseau, 2007; Parker 1998) examined
empirically the relationship between some capability beliefs, such as self-efficacy, and job
autonomy. A positive relationship existed between job autonomy and each of self-efficacy
(Speier and Frese, 1997) and role breadth (Axtell and Parker, 2003; Hornung and Rousseau,
2007; Parker, 1998). In their study, Humphrey and colleagues complimented these findings to
suggest a negative relationship existing between job autonomy and absenteeism (2007).

The Job Characteristics Model highlighted a link between autonomy and job
motivation manifested through the psychological well-being and high levels of responsibility
(Hackman and Oldhams, 1976). For instance, intrinsic motivation can be increased through
the employee’s job autonomy (Langfred and Moye, 2004). Furthermore, a positive
relationship existed between job autonomy and employee involvement through certain
cognitive and motivation aspects (Vroom and Jago, 1988). Job autonomy was argued to be a
source of job engagement (Schaufeli and Salanova 2007) and effective alignment with task
structures (Langfred and Moye, 2004). Finally, in their research study, Volmer and
colleagues examined the impact of job autonomy on the relationships between LMX
relationships and creativity in the work setting (2012).

These studies adopted human motivation theories (Maslow and Lewis, 1987) and
social identity theories (Oyserman, 2009; Greenaway et al., 2015) to explore the influence of
the personal autonomy on the psychological enhancement on one hand; and how the personal
autonomy contributes to the awareness of oneself on the other. In terms of self-determination

theory (Deci and Ryan, 2000), Chen et al. (2015) believe that personal autonomy is
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undermined once an individual perceives that he or she is pressured or pushed through
a certain undesired procedure. According to the Social Determination Theory (SDT),
this person will lose motivation to perform once manipulation or control is perceived
(Ryan and Deci, 2017). Studies, adopting the SDT, did not eliminate the role of
cultures within the relationship between personal autonomy and the psychological
well-being (Chirkov et al., 2003). Therefore, it is argued that basic cultural and
psychological desires include personal autonomy.

In addition for positioned as an LMX dimension, there is a clear case for
exploring autonomy within academic research projects , as exploration of this sector
represents a gap in the previous mentioned studies which have focussed on the
hospitality, banking, and industrial sectors; although players within the HE setting

highly appreciate autonomy (Hanna and Latchem, 2002).

2.6.2 Autonomy within the UK Higher Education

The development of the HE sector in the UK was highlighted in the 1960s. A
policy debate was accompanied with the significant expansion of this sector. During
this period, the number of students within this sector was doubled (Layard et al.,
1969). A different set of governmental enquiries were developed leading to a set of
challenges and pressures (Robbins, 1963). For instance, the increase of supply within
this sector was exceeded by the rise in demand for additional places. The increasing
duration of the school career and the increasing population after World War 2 is said
to have its effects on universities (Thistlethwaite, 1966: 58).

For instance, there was a political agreement to accept all the qualified
applicants to these universities, students, and staff members. According to Maton

(2005: 689) “with high levels of employment, governments turned their attention to
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education as a space for social democratic reform promoting a meritocratic vision of society”.
These political, demographic, and economic factors created a source of pressure to form a
mass rather than elite HE system (Maton, 2005). However, this did not change the fact that
the HE sector and universities in general are characterized by a high level of autonomy.
Neddam (2004) referred to the belief of the historical English educator Thomas Arnold where
nobody has the right to interfere with universities if they do not love and deeply know these
institutions.

According to the University Grants Committee (UGC), the autonomous nature of
universities throughout the UK is axiomatic. Senior academics, within this committee,
experienced the civil servants’ support and freedom in their decision-making process.
Throughout their social and academic awareness, these servants defended the universities’
right to be autonomous against any other opinions from the government or any other sectors
(1970). For instance, some parties believed that the national interest can be maintained
through ‘less autonomy’ and ‘more efficiency’ diminishing the role of autonomy and linking
productivity to a fixed set of policies and plans. Berdahl et al., (1971) argued that linking
autonomous bodies such as universities to the equation of ‘autonomy and efficiency’ is
inadequate.

Bourdieu and Wacquant (1992: 96) declared that the society is constituted throughout
the HE sector. These researchers characterized the HE sector as a set of autonomous fields.
The complex interrelations within these fields can more likely constitute the society around
them. Each of these fields is composed of a group of individuals or institutions sharing and
defending a line of thought. The process of sharing and defending their specific positions
contributes to the constitution of the society (Bourdieu and Wacquant, 1992: 97). At this level
of analysis, evaluating the extent autonomy is beneficial within the HE sector is a crucial

demand.
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Drawing upon the originality of the construct of autonomy in the HE sector,
Stoica and Safta (2013) defined the universities’ autonomy as the right to
communicate its own thoughts on managing material and human resources,
institutional strategy, mission, vison, activities, norms, and structure. In the 1960’s,
the UK HE sector was characterized by a high level of autonomy in which those
responsible for bodies monitoring and governing universities were agents located
within the HE sector (Stoica and Safta, 2013). Thus, universities are used to managing
staff, organizing funds and grants, and addressing their own vision. The historical
background of the UK HE sector inspired a set of research inquires in this doctoral

study such as the potential implications of autonomy in funded research projects.

2.6.3 The Critical Link of Autonomy to Self-Managing Teams

As mentioned earlier, most academics possess the desire for autonomy (Hanna
and Lachem, 2012). In addition, there is an increased focus of leadership dynamics
and distributive leadership in the HE sector (Gronn, 2009; Bolden et al., 2008). Thus,
it is important to include self-managed teams in this literature review because of the
self-managing nature of academic research teams. In that sense, Hollenbeck and
colleagues argued that high levels of autonomy characterize self-managed teams
(Hollenbeck et al., 2012).

The dynamic nature of the academic environment requires the presence of
teams with high levels of autonomy (Gonzalez-Mulé et al., 2016). Several research
studies (Campion et al., 1993; Lawrence and Lorsch, 1967) highlighted the role of
autonomy in the adaptation to the environmental demands in the financial services

and industrial environment. This research identifies whether the research team
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member’s autonomy in the HE sector plays this crucial role in the adaptation to the
environmental demands in this particular context.

Teams with a high level of autonomy possess the freedom to make required
independent decisions regarding a certain issue (Manz and Sims, 1987) improving their level
of performance (Hackman and Oldham, 1976; Seibert et al., 2011). Different views were
evident in other research studies (Stewart, 2006) where they argued that the results regarding
the relationship between autonomy and team performance are inconsistent.

Regarding qualitative literature, results on the effect of autonomy on team
performance varied significantly (Stewart et al., 2011). In their study, Stewart and colleagues
pointed out these inconsistencies (2011). The relationship between individual autonomy and
performance was argued by several research studies (Hackman and Oldham, 1976; Langfred,
2005); however, this relationship is higher when frequent coordination between the team
members is not required (Langfred, 2005). As mentioned previously, different views were
evident in other research studies (Stewart, 2006; Stewart et al., 2011) where they argued that
the results regarding the relationship between autonomy and team performance are
inconsistent.

In that sense, this research emerges within the whole picture of inconsistencies of the
impact of autonomy within interdependent teams such as academic research teams. Through
interdependent team structures, there is an increasing importance of horizontal relationships,
in line with vertical relationships, once leadership responsibilities are distributed within a
team setting (Wang and Hollenbeck, 2019). Compared to their leaders, these members are
increasingly dependent on each other where they possess specialised skills (Hollenbeck et al.,
2012). Some scholars identified these approaches of leadership as shared or distributed
leadership (Gronn, 2002) where work is led ‘collectively and independently of formal

leaders’ (Vine et al., 2008: 341) within these teams.
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According to Rousseau and Aube (2013), team members diversify and enrich
their task once job autonomy is present within the group. Once group members have
the right to decide how they want to perform their task, their engagement in absence
behaviours significantly decreases (Morgeson and Humphrey, 2006). According to
Rousseau and Aube (2013), a positive relationship exists between collective
autonomy and team potency. Several empirical studies (Campion et al., 1993, 1996)
supported this relationship. Pervious research (Cohen et al., 1996; Stewart, 2006)
confirmed that team member’s response to job demands is related to collective
autonomy. According to Leach and colleagues (2005), team member’s development
and growth can be enhanced through collective autonomy.

This is done through the supporting practices of effective skills and active
learning. Parker and colleagues (2006) found that team members’ task-related skills
can be combined with the self-managing skills, provided by the collective autonomy,
to improve ways of achieving results. In line with Wood and Bandura (1989), the
confidence of team members to accomplish tasks successfully is enhanced through the

self-control they possess in the work environment.

2.7 Trust and Competency as LMX Dimensions

McAllister believed that trust is composed of two components. These components are
emotional and cognitive. The emotional aspect corresponds to the feeling of whether this
person is a source of trust, the cognitive aspects refers to whether a person is considered to be
telling the truth or not (McAllister, 1995). Trust’s emotional aspect, according to McAllister,
is associated with cooperation (1995). Therefore, the emotional aspect is also linked with
trust not only with friendships which are extensively discussed later in this chapter. It is

assumed that trust is reinforced between leaders and members through the increasing
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interactions and intentional mentorships. In view of this line of thought, Bligh and colleagues
stated that “mutual trust is strengthened when it is constantly tested and constantly passes the

test” (1999: 110).

According to Edmondson and Lei (2014) psychological safety is associated with trust.
They argued that team members can more likely express their feelings, concerns, and
thoughts away from their fears about costs and consequences (Edmondson and Lei, 2014).
Smith and colleagues (1995) suggested that trust breakdown is linked to competition whereas
the presence of trust is associated with cooperation (Smith et al., 1995). Citing a research
study on trust designed by McAllister (1995) the presence of trust was identified as a factor

that improves communication within a team (Levi, 2017: 105).

In terms of LMX, few studies examined the relationship between trust and LMX
(Jawahar et al., 2019; Martin et al., 2016) although trust is a predictor of positive perceptions
regarding exchange relationships (Mayer et al., 1995, b). Throughout high quality exchanges,
the leader delegates tasks to more trusted subordinates who are granted decision discretion
and favourable benefits (Brower et al., 2009, b). According to Byun and colleagues (2017),
LMX mediated the relationship between the leader’s trust and the member’s performance
through the psychological influence a leader can exert on team members. Positive social
exchanges are developed when trust is present between leaders and members (Sue-Chan et
al., 2012). Therefore, trust, as a dimension of LMX, is included in the conceptual framework

of this PhD thesis.

Competent individuals, possessing the required skills to fulfil certain tasks, are the
main factor for success and effectiveness in organisations (Hollander, 1992). In terms of
leadership, the promotion to an effective leader is associated with the subordinates’

perceptions of the leader’s range of competencies (Podsakoff et al., 1983b). LMX studies
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argued that the relationship between the leader’s trust and LMX is positively moderated by
the leader’s competency (Byun et al., 2017). In that sense, LMX perception by team members
is low when the leader is perceived as incompetent. Therefore, regarding LMX, competency
is not only limited to members’ capabilities to fulfil the task; however, it goes beyond to
include how the leader’s competency is perceived by team members. This study draws upon
this line of thought where both perspectives, Pl and research team members, are included

through the adopted analytical process.

Previous research highlighted the contribution of the team members’ competency to
the conceptualisation of LMX (Dienesch and Liden, 1986; Liden and Maslyn, 1998). For
instance, LMX relationships were evident through a series of behavioural and role tests for
the leader to evaluate the competencies of the subordinate in the work setting (Bernerth et al.,

2007).

2.8 Informal Layer of LMX Relationships

Away from LMX, studies exploring the concept of friendships emerged during the
1960s and 1970s (Rumens, 2017). However, these studies paid little attention to the context
of the designed research (Spencer and Pahl, 2006; Allan, 1998; Allan; Pahl, 2000). Duck
(1993) later addressed the omission of the research context. Recently, research on friendships

in the workplace has re-emerged (Bader et al., 2013; Berman et al., 2002; Chen et al., 2013).

This re-emergent research was increasingly criticised for adopting post-positivistic
approaches (Grey and Sturdy, 2007). Post-positivism is rooted in positivism and its
acceptance of structured methodologies and objective assumptions towards the social world
(Hall, 2011). These underpinning assumptions might explain why the majority of research

studies examining friendships in the workplace, were associated with enhancing a set of
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organisational outcomes rather than focussing on the contextual factors (Berman et al., 2002;
Song and Olshfski, 2008). Such research focused on the “search for causal relationships that

enable us to predict and control our environments” (Sias, 2008:5).

In terms of LMX, most of the reviewed studies on LMX disregarded a crucial
informal aspect of LMX relationships (Goodwin et al., 2009; Donelly, 2018). This aspect is
manifested through an additional relational informal layer ranging from supportive
acquaintance to everyday life friendships (please see Chapter 4 for further explanation). This
research study does not assume that examining friendships in the work setting, through a
positivistic lens is flawed. Indeed, it draws upon previous quantitative studies in an attempt to
highlight the importance of the social-context role to two different aspects of research. These
aspects include exploring personal informal relationships and the reconceptualization of
context-specific idioms such as autonomy and friendships. It is suggested that the absence of
a clear understanding of friendships is a result of the focus of previous LMX research on pre-
established relationships, rather than on considering the impact of the varying contextual
factors. In regard to this research, the PIs’ and team members’ previous experiences of
friendships are considered to be significant contributors to the reconceptualization of the

construct of friendship as a dimension of LMX.

Mutual self-disclosure is one of the main dimensions of friendships (Winstead et al.,
1995; Derlega. 1984; Derlega et al., 2007). The formation of friendships are divided into two
broad stages (Goffman, 1961). The individuals’ sharing of descriptive information and
discussing neutral topics refers to the first stage of friendship (Altman and Taylor, 1973).
Later stages of friendships are manifested through sharing some affective personal events,
emotions, and opinions (Taylor and Altman, 1987). This study assumes that these later stages

assumes deeper friendships reflecting further developed stages of LMX in return.
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Unlike the relationships which are established between family members, co-workers,
neighbours, and peers; friendships are rarely imposed, they are chosen (Fehr, 1996; Sias and
Cahill, 1998). They result from an individual’s voluntary actions (Adams and Blieszner,
1994; Clark and Reis, 1988). Through these types of relationships, role expectations are not
guided through a set of terminologies and standard rituals (Adams and Blieszner, 1994: 163).
They are informal types of relationships that are not dictated by cultural institutions, marriage
for example, or bureaucratic organisational hierarchies, including the relationship between
the supervisor and the subordinate (Graen and Uhl-Bien, 1995). Fostering the relational and
affective wellbeing of an individual is the primary purpose of friendships (Baumeister and

Leary, 1995).

A growing area of research explores how organisational life might be improved by
increasing social interactions (Oldham and Hackman, 2010; Grant and Parker, 2009).
Research on affective events and communication provided a set of justifications for the
enhancement of the organisational life. For instance, the nature of work has been importantly
altered in the last decade (Leonardi and Vaast, 2017). How colleagues communicate and
connect is drastically influenced by technology (Leonardi and Vaast, 2017). Where patterns
of communications and connections are affected by the advancement and evolution of social
media (Wajcman and Rose, 2011; Leonardi and Vaast, 2017; Belk, 2013), the improvement
of the organisational life is positively influenced by the developing of informal working
relationships (Ollier-Malaterre et al., 2013; Methot et al., 2015; Morand, 1995). Some
research studies (Dumas and Sanchez-Burks, 2015) described these changes from another
angle. They believed that the distinction between a friend and a colleague is blurred through
patterns of informal social interactions thus improving organizational life (Dumas and

Sanchez-Burks, 2015).
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These factors justify an increasing need for considering an informal layer of LMX
relationships in the workplace. It is difficult, in this case, to disregard these emerging patterns
of communication. The researcher believes that these informal relationships could influence
the development of LMX working relationships. Consequently, the informal aspect of
working relationships within the work context can more likely affect the reconceptualization
of LMX. This study is counting on this continuous change in the patterns of communication
and the increasing informality existing in the workplace to broaden the horizon within this
field of research. Broadening the horizon could further include exploring narratives about

friendships in the work context and demonstrating additional contextual factors.

Within the broad range of possible informal relationships, this research study explores
workplace friendships in particular. According to Pilleber and RothBard (2018: 637) “the
four key features of friendship (informality, voluntariness, communal norms, and
socioemotional goals) conflict with four qualities that are present in most organizations:
formal roles, involuntary relationships, exchange norms, and instrumental goals” (Sias and
Cahill, 1998; Goffman, 1961; Ingram and Zou, 2008). Pilleber and RothBard (2018) believe
that workplace friendships have yet to be clearly conceptualised. This research explored the
rationale behind the recruited participants’ understanding of workplace friendships to address
this literature-gap identified by Pilleber and RothBard. The figure below represents the

primary research model of this study. It reflects the main constructs of LMX.
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Figure 2.1: Primary Conceptual Model
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2.9 Weaknesses of the LMX Approach

Where LMX relationships within a team are linked to a range of positive
outcomes in a team setting as mentioned throughout this chapter, there are some
limitations accompanied with this theoretical approach (Hooper and Martin, 2008; Li
and Liao, 2014; Schedlitzki and Edwards, 2018: 67).

On the theoretical level, due to the leader’s differential behaviours, LMX
differentiation can lead to sub-group formation (Schriesheim, 1999). LMX differentiation can
distract some team member from performing what is required (Hooper and Martin, 2008) due
to their out-group perceptions (Ford and Seers, 2006) thus leading to interpersonal conflicts.
McClane believed that once in-group members are developed within a setting, out-group
members would more likely experience undesirable effects (1991). Li and Liao (2014)
critically supported this line of thought. They have grown the argument that equality
principles can be violated by LMX differentiation where a group leader discriminates
between group members (Taggar and Ellis, 2007). The finding of inequality perceptions was
contradicted by Henderson and colleagues (2008). Thus, there is a need for a perceptual
exploration of LMX.

Some scholars criticised LMX approaches due to the inequality perception associated
with the LMX theory (Lai et al., 2018; Park et al., 2017). Although LMX approaches did not
intend to develop inequality perceptions, LMX theory did not address these inequality
concerns (Northouse, 2019: 149). In that sense, this research emerges into the picture. If out-
group members have the complete freedom to join the in-group, why do they not join these
in-groups? Is there a particular strategy to join these in-groups? Two meta- analytical
research studies (Schriesheim, 1999; Uhl- Bien et al., 2012) suggested that an improvement
of the LMX basic processes and clear understanding of the process of the development of

high-quality relationships is required.
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On the methodological level, LMX theory is a theoretical framework which is
not fully developed yet (Anand et al., 2011). For instance, research studies examining
the LMX theory suggested some factors contributing to the development of LMX
relationships such as job competencies, personality skills and interpersonal skills
(Yukl, 1994). However, only few studies partially developed an understanding of how
these factors can contribute to the LMX relationships and their relative importance
(Fairhurst and Uhl-Bien, 2012). This raises some questions. Firstly, the role “informal
aspects” of the LMX relationships play in developing high quality relationships.
Secondly, the role of the team members’ “desires”, expectations, and perceptions in
shaping the relationship with the PI. Thus, this piece of research critically evaluates
the extent the “desire” for autonomy is beneficial in academic research teams and
suggests an understanding of friendships “informal aspects” in the work context
within research teams.

On the practical level, there are some under explored questions about how
exchanges between leaders and members within the LMX are measured (Schriecheim
et al., 1999; Graen and Uhl-bien, 1995; Schriecheim, 1999). For instance, most
empirical studies, mentioned earlier, did not use dyadic measures to measure the
process of LMX (Schriecheim, 1999). As mentioned earlier through this chapter,
different versions of LMX scales were used to measure the quality of the leader-
member relationships. These scales were accompanied with different level of analysis
ranging from the individual level to the team level (Graen and Uhl-bien, 1995). This
research does not build up on these scales. However, it draws on the inconsistencies
of LMX scales to justify the emerging questions about how high-quality exchanges

are developed between leaders and members.
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According to Anand and colleagues (2011), one the main weaknesses of the LMX
theory is minimising the influence of the contextual factors on the LMX relationships. In
their meta-review, they highlighted that most studies on LMX were designed in isolation. For
instance, certain variables, such as organisational culture and norms at the workplace, were
not considered due to the focus on positivistic studies. Inconsistencies with the research on
LMX is routed within the ontological understanding in regard to the nature of leadership and
the associated methodological implications. An example of such ontological understanding is
manifested through Kelly’s research (2008, 2014) and Kelley and Bisel (2014) on the nature
of reality of leadership. These studies highlighted that leadership is a concept studied through
social exchange and communication of players within context-specific approaches. As a
result, these methodological implications more likely justify some conceptual, theoretical,
and empirical inconsistencies within research on LMX where positivistic compared to
interpretivistic research is yet dominating.

With respect to this research study, contextual factors such as cultural background,
research field, and the desire of autonomy “if present” are considered to reconceptualise of
LMX theory. In this research, the context is explored and explained in depth (please refer to

chapter 3 for further information).

2.10 Research Paradigms on Leadership-LMX Studies

This section of the literature review provides a brief overview of how LMX-
leadership research studies were designed through the previous decades. It is divided into
guantitative and qualitative research approaches.

The vast majority of research studies included in this chapter adopted a quantitative
approach to examine the antecedents and outcomes of LMX relationships in the work setting

(Gerstner and Day, 1997; Erdogan and Bauer, 2010; Liden et al., 2006; Harris et al., 2009;

66



Lee and Chae, 2017). According to Anand and colleagues (2011), the predominant
and continuous use of quantitative paradigms such as surveys limits an in-depth
exploration of the LMX relationships in the workplace. Once quantitative research
approaches are adopted to investigate these relational exchanges, the socially
constructed aspect of the LMX relationships, through the perceptual and contextual
factors, is ignored to a large extent (Mahsud et al., 2010). Thus, breaking and
innovative insights in regard to this theoretical framework are more likely hindered.
The roots of this line of thought lie in Conger’s work (1998).

Conger (1998) argued that the naturally occurring interactions cannot be
accessed by guestionnaires and survey research. This line of research can more likely
access only certain retrospective perceptions and thoughts of the research participants.
Thus, to explore the dynamic process of leadership, an inductive qualitative research
design (Blaikie, 2007) is adopted throughout this doctoral research. Where the funded
research team implies certain meanings, this research suggests that the social world
may not be separated from the perceptions of the Pls and members. In line with
Schedlitzki and Edwards, ““a critical conceptual understanding of leadership requires
an inductive approach to research” (2018: 329). However, quantitative positivistic
research paradigms dominated research studies published in journals including
Leadership Quarterly (Lowe and Gardner, 2000), which would suggest why research
has been oriented towards quantitative approaches since then.

The number of qualitative research studies on leadership has significantly
increased in the last 25 years. Supporting that fact that leadership is less likely to exist
separate from the perceptions of the players within a particular setting (Parry et al.,
2015: 135), these studies demonstrated that research on leadership is supposed to

reveal multiple realities linked to these perceptions. Since 2005, the UK-based
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Leadership Journal supported adopting qualitative research approaches to leadership (Parry et
al., 2014). There was a clear contrast between The Leadership Journal (UK based) and The
Leadership Quarterly (US based). For instance, the majority of articles published in the
former journal adopted a qualitative approach, while the majority of articles published in the
latter journal adopted guantitative research methods (Parry et al., 2014). Thus, qualitative

research on leadership is gaining an increasing attention in the UK context.

2.11 Findings of the Literature Review

The internal inconsistency and the fragmented nature of research contributed to the
unclear nature of leadership (Burn, 1978: 2). Factors that contributed to internal inconsistency
include the absence of a well-defined contextual meaning within leadership studies in social
research (Zaccaro and Klimoski, 2001: 3). For this reason, this research highly positions
contextual factors as a resource to conceptualise constructs and theories. In this case, the
context refers to the HE sector and theory refers to LMX.

Regarding the associated arguments about LMX, it is confirmed that whether LMX is
classified as a descriptive or a prescriptive leadership approach, or whether it belongs to the
behavioural leadership school or the emerging relational leadership schools. LMX
emphasizes the unique dyadic relationships between the leader and each of the team
members.

Therefore, the absolute value of LMX relationships (high quality vs low quality
relationships) is less likely implemented within the team setting. Lee and colleagues (2019)
developed the concept of bivalent LMX relationship where positive and negative perceptions
coexist. The rationale behind the increasing focus on relational leadership approaches, such
as LMX, is evident in Levi’s work on the adopted leadership approaches. Levi critically

argued that theories belonging to traditional leadership schools, such as trait and behavioural
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theories, provide an inadequate explanation of team leadership (Levi, 2017: 210). In
addition, Zaccaro and Klimoski suggested that the research area in regards effective
types of leadership within teams is underexplored (2002). However, research trends
were oriented towards the procedure for the development of teams (Zaccaro and
Klimoski, 2002). This study highlights the importance of dynamic perceptions,
expectations, and experiences within LMX relationships.

Inconsistency within the research on LMX is originated from the absence of a
clear classification of this leadership theory. For instance, some research studies
(Omilion-Hodges and Baker, 2017) referred to LMX as a relational leadership
approach whereas other studies (Levi, 2017: 202) referred to this theoretical
framework as a behavioural leadership approach. A recent published book supported
this line of thought where Northouse stated that “although many studies have been
conducted on the leader-member exchange theory, these studies have not resulted in a
clear, refined set of definitions, concepts, and propositions about the theory” (2019:
149). Schedlitzki and Edwards (2018: 67) claimed that although researchers designed
several developments and revisions of LMX theory, research on the processes of
LMX remains an active research field where the development of dyadic relationships
remains uncertain. Thus, understanding how high-quality relationships are developed
within funded research teams is one of the main objectives of this research.

Although the majority of academics possess the desire to be autonomous
(Hanna and Latchem, 2002), and autonomy is a key factor within the established high
quality leader-member exchanges within teams (Yukl, 2008); research on LMX in the
HE sector is almost absent. In addition, Cropanzano and Mitchel referred to the
leader-member relational approach as one of the most “influential conceptual

paradigms” to understand behaviours at the workplace (2005: 874). Therefore, once

69



gaps within the literature on LMX are explored, implications beyond the funded team setting

are more likely created at the workplace.

2.12 Chapter Summary

This chapter outlines the contributions that this research makes to existing literature.
Specifically, implementing the recent call to develop and revise the LMX theory and to
identify how LMX relationships are formed at the workplace. It does so through highlighting
how LMX is defined with respect to wider literature on leadership over the last century. The
theoretical underpinnings of this theoretical framework are presented including role theory,
social exchange theory, and self-determination theory. Early studies of LMX explored the
differentiation between in-group and out-group members whereas later studies mainly
examined the antecedents and the outcomes of LMX within the working environment. The
outcomes of LMX are classified as individual level outcomes and team level outcomes
highlighting the concept of LMX differentiation. Academic research teams are defined within
the HE sector through their self-managing nature. Where autonomy is linked to several
conceptualisations of LMX theory and to policies and governmental practices, this construct
is explored in-depth in this chapter. It is critically linked to self-managing teams as well
through the processes of self-management and interdependence. To fill potential gaps and
weaknesses within the LMX framework, weaknesses including inequality perceptions and the

minimisation of the contextual factors surrounding LMX relationships were elaborated.
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Chapter 3: Methodology

3.1 Chapter introduction
This section of the thesis provides an in-depth explanation of the methodological and

philosophical choices made. The data collection pilot and its accompanied implications are
also elaborated. According to Antonakis and colleagues (2003), the study of methodology
and research plans are crucial for leadership consumers. In this research, these consumers are
considered to include the research participants, academics, employees belonging to other
sectors, and myself as a researcher. Employees in other sectors, will have the opportunity to
compare the dynamics of leadership within their own context to leadership practices within
the HE context. It demonstrates the coding process and the stages of analysis. The
authenticity of this doctoral research and the ethical approach are clarified. Throughout this
chapter, this process of theoretical sampling is elaborated and explained. The relationship
between different top-level themes, integrative themes, and subthemes is illustrated from two

different perspectives “PI and team member”

Although the participants’ thoughts were centred on the dimensions of LMX to a
large extent (autonomy, competency, trust, and friendships), the combination of these two
perspectives in a single template was a less pragmatic approach. Throughout this chapter, the
development of the templates is highlighted as is the coding system. In addition, this chapter
illustrates the limitations of the chosen methodological approaches and the accompanied
inferences within this research. The figure below represents a classification of the research

choices explained through this chapter.
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Research Ontology

Research Epistemology

Research Approach

Research Strategy

Funding Party of Research Projects Included in

this Study

Sampling technique

Geographic Region of Research Projects Included

in this Study

Funding Grant of Research Projects Included in

this Study

Time Horizon of Research Projects Included in

this Study

Project Duration of Research Projects Included in

this Study

Data Collection Method

Social Constructionist

Interpretivist

Qualitative Approach

Thematic Analysis

UK Government, EU, UK Charities

Stratified Snowball Sampling

England, Scotland, N. Ireland

£ 40,000 to £ 7,000,000

2000 and 2017

1to 4 years

Semi-structures Interviews

Table 3. 1: Methodological choices made in this research

3.2 Philosophy

In this section, ontological and epistemological choices are discussed. Throughout this
research study a purpose-directed approach rather than a researcher-directed approach has
been utilised. For a career based on experimental studies and statistical data as a medical
laboratory scientist, it would be more practical and easier for the researcher to examine the

main research aim from an objective positivist perspective (Locke, 1801); however, a social
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constructionist ontological approach, through an interpretivist lens, has guided this research
process. Through this chapter, the alignment between the philosophical choices and the

research objectives are highlighted.

Ontology
What differentiates this research from other leadership research studies is the specific

leadership approach (LMX theory) and the chosen context (UK HE Sector). According to this
theoretical lens, the team leader aims to establish a unique relationship with each of the team
members (Graen and Uhl-Bien, 1991). As an attempt to reveal the hidden logic and
implications of these unique relationships, this research study follows a social constructionist
ontological approach (Schwandt, 2001; Young and Collins, 2004: 376). This assumes that
research team leaders and members have their own interpretation of meanings that are
developed through interactive social practices within the team setting (Brymann et al., 1988).
In addition, as a previous member of an academic research team, | have my own perceptions
and awareness of research teams. These perceptions include the members’ desire for
autonomy and the varied quality of the relationships between the Pl and team members.
Where this study focuses mainly on the research participants’ (including PIs and team
members) understanding of the explored constructs to contribute to LMX, the researcher’s
status as a previous team member led to a certain level of systematic integration throughout
the research stages (Blaikie, 2007). In this case, knowledge is co-constructed with the
recruited participants. This chapter includes an elaborated section titled Approach to
Reflexivity. Throughout this section, the researcher discusses how the career, social, and
academic background were managed through the research process. In line with Oliver (2014:
188). “within interpretive perspectives it is acknowledged that the researcher does not act as
impassive, objective observer of the social world, but is continually making decisions about

how to interact with the research field ... this dynamic interplay within the social setting is
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known as reflexivity”. Thus, the researcher was aware about the importance of his own role

on one hand; and potential associated inferences on the other.

Where this study focuses on the unique relationship between the Pl and the team
member, it is extremely important to gain a deep understanding of the social world of both
the Pl and team members. They are jointly shaping the process of interaction within the
research team setting. In line with Schulz, “social reality has a specific meaning and
relevance structure for the beings living, acting and thinking within it” (1962: 59). Thus, a
social constructionist view about reality can provide an understanding for the rationale behind
the quality of a relationship between the Pl and a team member compared to other members
within the same team (Gubrium and Holstein, 2009). This view of reality conforms to the
theoretical approach of this research which is concerned with the unique relationships
between the Pl and each of the team members. LMX theory highlights that each member of
the research team is characterized by their own competencies and mind set (Northouse,
2018). Addressing the needs of this member is assumed to require a unique approach by the

PI.

According to Mantzoukas (2004), philosophical choices are concerned with the role
of the audience as well. It determines the pattern of communication between the researcher
and his/her audience. The audience, in this case, is qualified to interpret and judge a particular
research process and relevant methodological approaches. Each individual of this audience
has her or his own mind set and beliefs. Such beliefs include their views about the nature of
knowledge and structuring their own perceptions about leadership contextual behaviours
within this sector. As a result, their knowledge may influence the research process itself.
Within this study, the participants are key reflections of the study audience. Thus, in

interacting with Pls and team members, the researcher was simultaneously exploring the
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audience’s beliefs. As a result, research participants, audience, and researcher formed a

continuous cycle for constructing and determining the nature of knowledge.

Epistemology
The constructed knowledge throughout the interactions with the Pls and team

members, within this specific sector, may differ from the knowledge constructed throughout
the interaction between the same participants and a different researcher. In line with Creswell
and Poth (2007: 28), “Different researchers embrace different realities, as do the individuals
being studied and the readers of a qualitative study”. Thus, certain commonalities may be still
present; however, differences will exist with different researchers’ attitudes and mentalities.
In this research, my own role is an active one, in which I must acknowledge my particular
ways of interpreting, and perceiving incidents. Starting with the research aim and objectives
and ending with the interpretation of findings, the researcher actively creates the required
information throughout an interaction with the research participants. In line with Creswell
(2007), I argue that engaging people’s subjectivity is one of the strengths of any qualitative
research approach where all researchers adopt a belief, revealed implicitly or explicitly, about

how knowledge is created (Creswell, 2007; Mauthner and Doucet, 2003)

The objectives of this doctoral research require the interpretation of the team
members’ experiences and thoughts around trust perceptions and range of competencies
within their research teams for instance. This crucial requirement is addressed through a
qualitative research approach which rejects a rigid set of assumptions and principles with
respect to the nature of the relationship between two parties (Sekaran, 2003). In addition, to
contribute to an existing theoretical lens requires a shift from a set of pre-existing
assumptions about the exchange between the PI and the research team member. Within the

interpretivist perspective adopted, knowledge is said to be negotiated and created between the

75



researcher, PI, and the research team members (Bryman and Bell, 2007). Upon this
negotiation, a set of factors can more likely impact the construction process of knowledge.
These factors include gender, status with the team, research field, cultural beliefs, power
issues, and other non-recognised factors (Denzin and Lincoln, 2008). Thus, research
participants were asked to disclose background information such as their position in the
university, field of research, experience outside the HE sector, and the funding grant prior to
the interview questions. So that these factors are integrated in the analysis process of the data
discovering potential rationale behind different or similar thoughts in regards the explored

objectives contributing to the main to reconceptualise LMX.

3.3 Methodological Choices

Research Approach
This research adopts a qualitative research approach to contribute to the literature on

LMX. According to Lincoln and Guba (2000), a qualitative approach is an appropriate
research approach once it is difficult to operationalize the construct within a specific piece of
research. Referring to this research, operationalizing the nature of a relationship between a
dyad and the ability to measure perceptions is a challenging task. As mentioned earlier,
according to Bryman (1992), the relationship between qualitative research and leadership is
based on context-specific evidence. Adopting a quantitative approach, leadership theoretical
frameworks may not give the required importance to all the contextual factors. Because
leadership is a context sensitive-field (Pettigrew and Whipp, 1991) and leaders are viewed as
tenants of context and time (Leavy and Wilson, 1994), this research study aims to address its
objectives by taking a qualitative research approach. To break down and organize a broad
aim, such as the nature of the relationship between the research team leader and members,
into a set of structured assumptions is challenging as well. It is suggested that the research
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study needs to take into consideration the meanings and concepts that might emerge in the
field. One of these meanings is the team members’ understanding of friendships in the work
context. According to Harper and Thompson (2011), there is an increasing use of qualitative
research approaches in the field of education. This implies that there is an increasing need to
reveal hidden perceptions and understandings between the players of this field. As a result,
each of these participants is able to communicate his or her thoughts and beliefs regarding the

objectives of the study in his or her own manner.

Research Logic
An inductive research logic was followed through this PhD research (Blaikie, 2007;

Cresswell and Cresswell, 2018: 181). In that sense, the participants’ ideas on autonomy,
friendships, competencies, and customised leader’s behaviours have contributed to the
generation of the research knowledge. According to Lewis et al. (2014: 4), inductive
qualitative research addresses research objectives that aim to provide an in-depth
understanding of the social world and how participants make sense of circumstances and their
perspectives. Thus, an inductive research logic is followed in this research study to provide
an understanding (Hatch, 2002) of the rationale behind the extent academics seek autonomy
and their perceptions of trust and friendships in research teams and thus contributing to LMX

theory.

Research Strategy
Thematic analysis was adopted as a qualitative research strategy, in keeping with the

basic objectives of this doctoral research. Here, there was a basic commitment to the research
objectives and questions rather than the methods only. Thus, a thematic analytical approach,

using a template approach to data, was utilised to explore the research questions. This section
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has sought to address the often-omitted “how” of the research process when dealing with a
rich set of data (Attride-Stirling, 2001). Thus and according to Braun and Clarke (2006),
thematic analysis is considered to be a qualitative approach rather than a tool throughout this
doctoral research for two reasons. The alignment with methodological stances and fulfilling

the research aim.

Firsly, the presence of a main theoretical lens (LMX theory) does not support
grounded theory as a strategic choice for this doctoral research (Lewis, 2015). In the absence
of a main phenomenon to be explored (Smith, 2015), according to the essentials of a
phenomenological strategic approach, phenomenology would not support the adopted
qualitative in this study. Themes, throughout this research, are defined in regard to the
participants’ thoughts and perceptions rather than their personal experiences only. Thus, there
is a shift from the phenomenological qualitative stance as well (Cresswell and Poth, 2018).
According to Cresswell and Hanson (2007), there are five different research strategies in
regard to qualitative research studies. These research strategies include grounded theory,
phenomenology, case studies, ethnography, and narratives. The objectives of this doctoral

research are difficult to reconcile with a traditional prescribed qualitative strategy.

Secondly, According to Braun and Clarke (2006: 81), “thematic analysis can be a
constructionist method, which examines the ways in which events, realities, meanings,
experiences and so on are the effects of a range of discourses operating within society ...
thematic analysis can be a method that works both to reflect reality and to unpick or unravel
the surface of reality”. Thus, the constructionist epistemological stance adopted in this
research is compatible with thematic analysis. The aim of this doctoral research is to
contribute to the literature on LMX theory. To do so, the meanings provided by research

participants have been thematised (Holloway and Todres, 2003: 347). The theoretical
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freedom of this approach creates implications for the flexible usage of this research strategy

(Braun and Clarke, 2006) in this research.

3.4 Sampling
The context of this research study is the HE sector in the UK. The rationale behind

choosing this research context was elaborated in the literature review of this doctoral thesis

(please refer to chapter 2).

Academic research projects included in this doctoral research are those funded in the
universities from the UK government, EU, and UK charities. The reason for choosing
universities in the UK rather than other research centres is that universities are the most
successful institutions in attracting research grants, which is about 71% of the total research
grants provided to research institutions in UK (Universities UK, 2014). Cohen et al. (1999)
categorised two sources of funding, Research Councils and Commissioned Research. The
figure below illustrates the sources of funding of academic research projects in UK

universities and the associated percentages.

Sources of Funding Academic Research Projects in UK
Universities

1%

= Other Sources

= UK Business

= Non-EU Sources
EU Sources

m UK Charities

= UK Government

Figure 3. 1: Academic Research Funding (Source: A study done by UKK ‘2015”)
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Approaching Participants
Where it was not feasible to collect data from every member of this population

because it is geographically scattered and very large (Denscombe, 2002: 143). Also, there is
no accurate figure for the number of people whom have been a part of a funded research
project. To reflect the chosen population, a “stratified purposive double snowball method”
was followed (Sadler et al., 2010; Silverman, 2007). The stratification of this sample refers to
the division of research teams in the HE sector into different fields of research. Within the
HE sector, these research teams belong to different fields. To reflect all these fields of
research, these strata where organised. The sample chosen for this doctoral research can be
classified as a non-probability sample (non-random) where a significant amount of detailed
information was collected from a relatively small number of participants (Erickson and
Nosanchuk, 1992). Through this method, an in-depth understanding about the participants’

experiences was acquired.

One of the long-term objectives of this study is to unlock certain hidden aspects of
LMX. These hidden aspects include the focus on the dyad as the unit of analysis. Previous
research on LMX (Olsson et al., 2012; Shunlong and Weiming, 2012; Hackett et al., 2003,
Wang et al., 2017; Matta et al., 2015; Bolino and Turnley, 2009; Harris et al., 2014; Hooper
and Martin, 2008) examined the outcomes of this leadership approach at the individual and
team level. As a result, Pls and team members, within the HE sector, are chosen as a source
of knowledge. These participants possess the potential to provide this research study with
relevant information regarding the nature of the relationship between a Pl and the team
member. The research sample of this research are Pls and members in UK universities. The
population are academic staff in the UK universities that are engaged in collaborative

research activities.
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The purposive approach of the sampling method was manifested through contacting
potential participants. Such participants were understood to have the potential to offer deep
insights into the questions asked in the interviews and as such to provide a valuable
contribution to this thesis. Contact was made through email, requesting their approval to
participate in this research and highlighting the main objectives of the study. In that sense,
around 250 emails were sent to potential participants. Some were chosen according to their
research profile in regard to research projects. Others were chosen according to the networks
the researcher made through conference attendance. Contacts who showed an enthusiasm to
participate in this study were sent the participant information sheet and the consent form to
finalise their decision to take a part in this research. The contacted participants included Pls,
research fellows, and research associates. A copy of the email sent to potential participants is
included in the appendix (Please refer to appendix C). The participants were free to choose
the setting of the interview. The interview settings varied between Skype, face-to-face, and

telephone interviews and were organised according to the interviewee’s availability.

At the end of each interview, the interviewee was asked if he or she was aware of any
other people who might make potential research participants (Pl or a team member). Thus,
the sampling strategy made use of the networks and connections of these experienced
interviewees. In the absence of any definitive list locating the study’s population, the
snowball sampling method was an appropriate approach to use in this research (Sadler et al.,
2010) to locate this hidden population until an underrepresented field of research was
captured. In this case, the two underrepresented fields of research were Medical and Health
Sciences and Engineering (further details are provided through the following section titled
Sample Demography). To reach this population there was rearrangement of the purposive
sampling methods. Potential participants within the underrepresented field of research were

contacted. The next step was the second snowball sampling method (thus using the term

81



double snowball) which was used until the underrepresented field was captured and so on.
The geographic region of the university was a basic dimension to choose the sample in
addition to the research field. This is another reason for combining purposive and snowball
sampling to achieve the required meaningful sample (Silverman, 2013: 280). The data
collection process was a continuous cycle between university location, field of research, and

position within the team. A detailed explanation of the research sample is now provided.

Sample Demography
This research focussed on funded research projects within seven research fields

identified by UK Research Base (2016), which represents a broad cross-section of the UK HE

Sector. These research fields included;

e Arts and Humanities

e Medical and Health Sciences

e Business and Social Sciences

e Engineering

e Mathematics and Physical Sciences

e Environmental Sciences (UK Research Base, 2016: 14)

In addition, to achieve a geographic highlight of the UK, the initial intention was to
include all four countries comprising the UK; however, only three out of four countries were
included in the sample (England, Scotland, and North Ireland). Wales is not included in the
sample. The response rate from potential participants in Wales’ universities was very small.
Whilst some showed an initial interest in participating, they did not reply to further emails to

organise the interview.
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Collaborative relationships were established between researchers of both small and
large grant projects (Brocke and Lippe, 2015). Thus, both types of projects were given equal
importance in regard to the interaction of team members. As a result, a range of funded
research projects were included in this research. This research study included projects

ranging from £ 40,000 to £ 7,000,000 grants.

Zwikael and Unger-Aviram (2010) concluded that the relationship between team
development and project success was moderated by the project duration, such that the
effectiveness of team development is increased in longer projects. As a result, the academic
research project length is supposed to be considered while exploring leadership practices and
the exchange between the leader and the member within academic research projects. They
also concluded that the team dynamic system and the exchange between the leader and the
member takes time to bear fruit. Besides, in a longer project duration, the impact of team
development on project success is stronger (Zwikael and Unger-Aviram, 2010). To account
for this “LMX relationships development”, this research study included projects which lasted

between 1 and 4 years.

Time horizon refers to the time period when the academic research projects were
launched. This piece of research has focused on research projects launched and completed
between 2000 and 2017. The rationale for choosing this period is the significant contribution
of the UK higher education sector to the economy throughout this period (UK Universities,
2014) (please refer to appendix E for further information). This research assumes that the Pls
and team members would experience a range of tensions, due to the competitive nature for
research funding, to attract specialized grants. Where academics do care about their
reputation, attracting research grants, publishing articles, and gaining the trust of the funding
party for further research (Bolden et al., 2008); this tension is justified. Thus, there were clear
reasons for including certain research projects rather than others in this research.
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Funding Agencies
According to Vaesen and Katzav (2017), funding parties in the UK government are

separated into seven councils. These councils are the arts and humanities research council,
biotechnology and biological sciences research council, engineering and physical sciences
research councils, economic and social research council, medical research council, natural
environment research council, and sciences and technology facilities council. These types of
funds are allocated through competitive peer assessment (Vaesen and Katzav, 2017). These
seven councils fund research in the vast majority of disciplines which enables the broadest
possible range of disciplines to participate in the study, through the stratified snowball
sampling method. Thus, to achieve the required representation of the HE sector, government

funded research projects were included in this study.

Regarding the EU, the researcher believed that research funding from this party would
be a concern due to the implications of Brexit (Dhingara and Sampson; 2016); however, the
included academic research projects in this research are those which were funded and ended
between 2000 and 2017. Therefore, Brexit is not a concern. According to Universities UK
(2016: 3), “In 2014/15 UK Universities attracted over £836 million in research grants and
contracts from EU sources”. The UK is one of the largest recipients of funding in the EU
during the period before the referendum negotiations. The rationale for choosing 2000-2017
for the research project was the increasing impact of the HE sector on the UK economy
during this time interval (UK Universities, 2016). Similar to government-funded research, EU
funded research includes academic research projects that belong to the majority of

disciplines. Therefore, EU funded research projects were also included in this study.

Regarding research funded by UK charities, such research is concerned with both

basic and applied research (Hyndman, 1990). According to Gersbach and colleagues (2018),
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basic research refers to the kind of research that increases knowledge. Whereas, applied
research refers to the practical application of already existing research (Gersbach et al.,
2018). Examples of UK charities include Cancer Researcher UK, The Leverhulme Trust, and
The Joseph Rowntree Foundation. According to Walport et al. (2012), medical research
charity funding in the UK exceeds £1 billion annually. Thus, academic research projects

funded by UK charities are also included in this piece of research.

The only excluded funded academic research projects are those funded by the industry
sector. After evaluating the advantages and the disadvantages of this funding mechanism,
they were excluded because amongst other things, it is suggested that the funding company
may influence the objectives of the research. According to Hall et al. (2016), the
collaboration between industry and universities, through academic funded research can
ensure a smooth transfer of scientific knowledge. In addition, the collaboration between these
two parties can improve the commercial performance of both the universities and firms
(Banal-Estanol, 2010). However, there is a lack in the literature pertaining to the accepted
guidelines regarding how the relation between the research team and the firm is conducted.
McAuley and colleagues (2000) discussed that the level of autonomy in some research

settings is associated with the policies within the funding party.

Besides, some ethical issues may affect the objectives of the research. For example,
industry may experience a rapid change of personnel. Ethically, the funding body should be
totally aware of the funded research project procedures and outcomes (Dekker and Wichgers,
2018); this rapid change in personnel may lead to an incomplete awareness by this funding
party. Also, there may be a conflict of interest between the funding party and the outcomes of
the research (Dekker and Wichgers, 2018). For instance, the required results by the funding
party, the industrial sector, may drive the researchers to discuss the actual results of the
project in a way this party accepts (Bligh et al., 1999: 108). In this manner, the natural
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dynamics within the team, explored through the LMX lens, can be affected if there were any

resulting disagreements between the Pl and the team members.

In this case, conflicts of interests may be present in the same team, dependent on their
priorities, for example, with some seeking further funding and behaving accordingly, whilst
other members are concerned only with the actual results of the research. Therefore,

academic research projects funded by industry were not included in this research.

3.5 Data Collection
Semi-structured interviews were adopted in this research. According to the

interpretivist approach, interviews can give access to the personal experiences and
perceptions of the research participants (Morse, 2001). The interviewed Pls and research
team members are considered as actual representatives of the research team’s reality.
Previous literature highlighted three types of interviews which are unstructured, semi-

structured, and structured interviews (Alvesson, 2003; Qu and Dumay, 2011).

Where Qu and Dumay (2011: 246) stated that “semi-structured interview involves
prepared questioning guided by identified themes in a consistent and systematic manner
interposed with probes designed to elicit more elaborate responses”, this research adopts this
particular kind of interviews. For instance, it aligns with the followed thematic approach in
term of allocating themes to contribute to the LMX lens. Alvesson and Deetz (2000: 194)
confirmed that semi-structured are the main method adopted in qualitative research. Aligning
with Kvale and Brinkman (2009), this kind of interviewing is adopted to assist Pls and team
members disclose their hidden thoughts and perceptions about friendships, autonomy, and
high-quality relationships in the research team setting. This research follows Kvale’s (2008,
2006) approach for interviewing where semi-structured interviews were chosen to provide

this study with a clear rationale of the participants’ reasoning (Bennis and Nanus, 2005)
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regarding the team members’ perceptions of the PI’s behaviours within the research team and
vice versa. Furthermore, Bryman (2004) argued that researchers have difficulty conducting
formal observations of leadership because it requires considerable time and may entail issues
of access and confidentiality. Thus, non-participant observation, as an exploratory method,

was not used in this study.

The semi-structured interviews lasted between 45 and 75 minutes and covered a
particular set of areas. There was a slight variation with respect to the interview questions
dependent upon the different roles in the team. For instance, the set of interview questions
asked to the PI (please see appendix H) about a specific area differed from the questions
asked for the team member (please see appendix 1) about the same area. Areas for inquiry
included the construct of autonomy, competency, trust, friendships, and working
relationships. In line with Rorty (1980), knowledge construction about the social world is
understood to be produced through people’s conversations and interactions which therefore

further justifies the use of semi-structured interviews.

31 interviews were conducted with both Pls and research team members. These
interviews included Skype meetings, telephone calls, and face-to-face meetings. Literature on
different types of interviews distinguished all three (Fontana and Frey, 1998; Farooq and de
Villiers, 2017). For example, Farooq and Villiers (2017) differentiated between face-to-face
and telephone interviews. One line of research indicated that rich data are only collected
through face-to-face interviews where rapport and trust are practically established (Novick,
2008; Gillham, 2005; Shuy, 2003; Farooq, 2015; Qu and Dumay, 2011). Shuy (2003) argued
that trust is practically established through a set of visual cues throughout the interview
course. Meeting the interviewee in person contributes to the formation of a friendly informal
relationship between the interviewer and the interviewee prior to the interview
commencement (Farooq and de Villiers, 2017). The friendly relationship is manifested
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through politeness routines and jokes (Chapple, 1999). It is hard to achieve this friendly
environment through telephone interviews where breaking down the ice is less likely to

happen (Sweet, 2002).

Counter arguments indicate how telephone interviews are favoured compared to face-
to-face interviews (Stephens, 2007; Vogl, 2013; Sturges and Hanrahan, 2004). Through these
interviews, the power distribution is balanced between the interviewee and the interviewer
through the former influence on directing the interview conversation (\Vogl, 2013).
Supporters of this argument believe that the absence of facial expressions in an interview
force the interview actors to carefully listen (Trier-Bieniek, 2012) which is a key for an
interview success (Qu and Dumay, 2011). Messages through these interviews are clearly

articulated in the absence of visual and facial expressions (Stephens, 2007).

The mentioned information about face-to-face and telephone interviews were
manifested through this doctoral research. Different types of interviews had some
implications on the overall research process. For instance, in line with the first line of
thoughts, the researcher realised that there was a higher level of trust through face-to-face
interviews. These participants were comfortable to share some negative incidents which the
researcher did not expect to hear. Such negative incidents were mostly absent through
telephone interviews. These negative incidents included exploitation practices and inequality

perceptions.

Telephone interviews were a practical approach throughout this research. Where most
of the interviewees were busy, they were willing to take part of the study through a telephone
call. For instance, it was more practical in terms of rescheduling and cancellation (Chapple,

1999). In terms of power distribution, these interviewees had a practical choice to cancel or
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reschedule the interview. Thus, it was justified why the number telephone interviews

exceeded that of the face-to-face interviews.

The interviews were audio-recorded using an audio recorder with a facility to
minimise the noise level. If the interview required internet access, a room was booked in the
university to guarantee, as much as possible, that the internet connection was consistent
throughout. NVivo software was utilised for literal transcription of these interviews. Using
this software, a careful transcription is maintained, and the speed and the volume of audio can
be practically controlled. In addition, the audio can be paused to organize primary analysis
throughout the transcription stage. According to Silverman (2013), analysis of qualitative
interview data is more likely to be done during the early stages. Bird argued that transcription
is “a key phase of data analysis within interpretative qualitative methodology” (2005: 227).
During this primary interpretive process, the researcher can create a set of relevant meanings
of the collected data (Lapadat and Lindsay, 1999; Bird, 2005). Because the researcher was
seeking broad themes and concepts, exclamations and pauses were not considered at this
level of analysis. Ultimately, a literal transcription of the interviews provided the required

level of information for analysis of these interviews.

The research participants were given a brief overview of the interview questions, they
were given the freedom to choose the funded project that they thought they could recall
incidents from. The main criterion was the chosen research project is funded and included a
person with a clear leadership role. If any of the interview questions did not apply to the
chosen funded research project, these participants could choose to recall incidents from
another funded project/s. For a set of operational reasons, participants who took part in this
research belonged to a limited number of universities. Through a selected invitation, based on

the potential participants’ experience in research teams, participants belonging to 15 different
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universities were initially invited to take a part in this study. As mentioned previously, this

invitation was done via email. A snowball sampling method was then followed.

The cross-section approach, adopted through this study, was based on two main
criteria. The first criterion was including all academic research fields. The second criterion
was the geographic location of the university. Within each university, either a PI, a research
team member, or both, took part in this research. In this case, the researcher ensured that
research team leaders and members belonged to different research teams. Further research is
required to explore working relationships within a single research team through a case study
approach for instance. This topic is one for future investigation. Participants, within this
research, can be categorized into academic research team leaders (PIs) and academic research

team members.

Due to the nature of qualitative research which is context specific (Cresswell and
Cresswell, 2017), the chosen sample in a qualitative research study is usually smaller from a
sample chosen for a quantitative study. Regarding this study, the total number of participants
was 31, 17 Pls and 14 research team members. Team members with administrative tasks only
were not included in this research. Because in this instance, this research study aims to
develop an understanding about the nature of the relation between the Pl and team members

integrated and engaged in the research process.

These interviews took place between February 2018 and November 2018. The data
collection process was stopped and finalised once the level of data saturation was achieved.
According to Saunders et al. (2018), saturation is a criterion to finalise the collection process
of data. In this manner, the size of a purposive sample is determined (Guest et al., 2006: 60).

In this research, the data collection process was finalised once distinct code no longer

90



emerged. In line with Given (2016: 135), saturation refers to the point were “additional data

do not lead to any new emergent themes”.

3.6 Data Analysis
The initial stages of data analysis and presentation were completed using both specific

software (NVivo) and manually. Data transcription was organised through NVivo. The initial
stage facilitated the familiarisation process with the collected data. The manual coding
system was organised through a what-how coding system elaborated in this chapter. Initial
templates were produced through a manual clustering process of priori themes and emerging
concepts. As the developing templates were manually applied to additional interviews,
NVivo provided the means to accommodate the large data set and generate the final
templates. The final templates corresponded to two different perspectives, the Pl and the team
member. Major differences between these two final templates were manifested through the

nature and the scope of the existing sub-themes.

Where this research is based on the LMX approach, a priori themes were present prior
to the data analysis process (Graen and Uhl-Bien, 1995; Brooks et al., 2015). These themes
refer to the conceptual framework of the LMX typology. Priori themes included; Autonomy,
competency, trust, and informal relationships. These constructs contributed to the primary

categorisation of the collected data.

The selection criteria from the collected data was based on four main elements. First,
the issues within the data apparently taken for granted by the Pl and the team member.
Second, the conceptual framework of the LMX theory. Thus, a certain set of data contributed
to the analysis and interpretation process within this research. Such data included the
participants’ thoughts about working relationships within research teams, delegation of tasks,

desire for autonomy, and trust (Yukl, 2008; Gerstner and Day, 1997). Third, the selection
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criteria were based on selecting the opposite set of data (Mertens and Ginsberg, 2009). For
example, where some participants believe that autonomy and friendships are required in a
research team, others insisted on how such constructs are associated with negative
experiences. This research study drew upon the two points of views to evaluate the usefulness
of friendships and autonomy in the research setting. Guest et al. (2012) referred to this
process as data winnowing. These sets of data were further organised into codes and

developed into interrelated categories.

The coding system is divided into two parts. These parts include the participant
coding and the data coding. In regard to the participants’ coding, the name of the university,
position within the team, and participant order are used to refer to the research participants.
For example, considering LP1; (L) refers to the name of the Interviewee’s university “L...
University”. (P) refers to the interviewee’s team position “Principal Investigator™. (1) refers
to the order of the interviewee in the research study. In regard to the data coding, particular
codes are used to refer to a certain set of concepts within a framework of a broad theme. This

approach to the collected data refers to thematic analysis (Clarke and Braun, 2017).

The development of a coding template is a primary feature within this analytical tool
(Lockett et al. 2012). The template, which can be referred to as the primary thematic map,

developed from a subset of the data rather than that the whole data set.

Stages of Analysis
The first stage of the analysis was based on an inductive/data-driven thematic

approach (Frith and Gleeson, 2011). For instance, information that was provided by the
participants was mainly considered. In line with Braun and Clarke (2006: 84), “researchers
cannot free themselves of their theoretical and epistemological commitments, and data are

not coded in an epistemological vacuum”. Thus, additional emerging themes were
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subjectively selected to address the research questions and the main aim of this research. At

this stage, there was an evolvement of some research questions such as;

How are Friendships defined in the work context?

Coding, at this stage of analysis, was based on a what/how structure. In which the
margins of the transcripts were used. Once the researcher was familiarised with the data
corpus, each transcript was read twice through a what/how process. Through the first round
of reading, the left side margin was used. At this point, coding was based on the following

question;

What is the participant talking about at this point in the transcript? (Watts, 2014: 6)

For example, the code is Autonomy. Thus, Autonomy is written all-over the transcripts in the
left-hand margin of the paper. Watts (2014) referred to this process as a descriptive approach

to data.

Through the second round of coding, the right-hand side margin was used. At this point,

coding was based on the following question;

How is this issue talked about here? (Watts, 2014:6)

In this case, the (as structure) is repeatedly used on the other side of the transcript.
For example, once Autonomy is identified, the right-hand margin of the transcript is used to
interpret how this code is discussed. Thus, on the right-hand margin is written; as a need or
as a desire or as a routine. This (as structure) is referred to as an interpretive approach to
data. In line with Watts (2014: 6), “as structure is to make explicit the perceived nature of the
thing being understood. In so doing, it constitutes a first act of interpretation for the

qualitative researcher”. An example of a data matrix is shown in through Appendix M.
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In line with Tuckett (2005), being engaged with literature before data analysis can
shift the researcher’s attention to more delicate aspects in the data. Thus, there was no in-
depth engagement with the literature during the first stage of the analytical process. The
researcher believes that the analytical vision might have been narrowed if early reading was
organised. To capture the required details of the participants’ experiences, an in-depth
engagement with literature was manifested in stage 2. Throughout this stage, a deductive
thematic approach was followed to organise the discussion section of the research and linking
the findings to previous literature in the field (please see Chapter 5 for further details). In
addition, the research findings, through the participants’ thoughts, stood out through a critical
exploration of previous literature. These methodological choices were structured to develop
an understanding of the nature of the relationship between the P1 and the team members and
to contribute to the literature on the LMX approach. Ultimately, template analysis proved to
be a flexible and systematic approach to explore the data in real depth through the continuous
modification of the coding template. The figure below represents the analytical process

through stages 1 and 2.
Stage 1

Inductive/close to data

Emerging
{ Themes through

what/how
coding system

Stage 2

Deductive/distance from data

Figure 3.2: The analytical process
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Brief Highlight on Template Development
Before an in-depth exploration of the interview transcripts, the primary coding

template represented the conceptual framework of LMX and the research objectives. Through
the design of the initial coding template, five a priori themes were identified in advance of the
coding process. These themes included; autonomy, competency, trust, informal relationships,
and fairness. A simple version of the initial coding template is included in Figure 4.2 below.

A full version of this template is included in appendix A. The expected scope of each of these

themes is included in the table below

A priori theme (Conceptual Framework) Defining the expected scope of the theme
Autonomy Subthemes are expected to cover:

. The understanding of the research
participants of this construct as general
concept and within research teams in the
specific.

. The implications of communication within
research teams and role clarity on the
implementation of this desirable or
unwanted construct.

. The influence of team members’
competency on their state of autonomy. In
addition, these subthemes are expected to
cover the influence of the competitive
nature of the research environment on the
members’ desire for autonomy.

. Positive and negative facets for fulfilling
members’ desire (unwanted) for autonomy.

Competency Subthemes are expected to cover:

. A set of differences between soft skills and
hard skills and their hierarchical perceptions
according to the research team leader and
member.
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. The understanding of the research
participants of behavioural customisation
approach. Besides, these subthemes are
more likely to include the participants’
perceptions of the leader’s customised
behaviours as positive or a negative
influence on the team dynamics within the
research setting.

. The categorisation of the leadership style
of the principal investigators from different
perspective, the research team member and
team leader. The guidance required by team
and its relationship to their experience in
field of research.

Informal relationships

Subthemes are expected to cover:

. The understanding of informal
relationships in the work context and its
impact on the team dynamics within a
research setting.

. Positive (as a need or a desire) and
negative facets of informal relationships in a
research team setting context.

. An in-depth understanding of good
working relationships in a research team
setting;

_ The antecedents of these good working
relationships between team members and
leaders

_ The outcomes of good working
relationships within an academic research
team.

Trust

Subthemes are expected to cover:

. The research participants’ understanding of
trust in research teams ranging from an
implicit construct to an explicit construct.
These subthemes are more likely to
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highlight the nature of trust as an
earned/built construct.

. The antecedents of trust within research
teams as linked to;

_ Leader/member behaviours

_ Leader/member competencies

. The outcomes associated with trust in the
research team setting. These outcomes are
more likely to include an influence on the
team dynamics, the member’s sense of
responsibility, and performance.

Fairness Subthemes are expected to cover:

. The antecedents accompanied with the
team member’s inequality perceptions in
research teams including;

_ Engagement in the decision making

_ Task delegation and exploitation

_ Resource allocation

_ Manifestation of power

. Solutions for inequality perceptions
resulting from the leader’s behaviours and
members’ perceptions. Such solutions may
be linked to communication and ethical
approach of team leaders.

Table 3.2: The 5 top-level themes, at this stage of analysis, and the expected scope of each
theme “reflecting the conceptual framework”.

A comprehensive exploration of the milestones between the second and the fifth
developing templates is presented through appendix A7. The sixth template refers to the final
coding template. At this stage, two additional top-level themes were identified, and one
theme was identified as an integrative theme “in addition to autonomy, competency, informal
relationships, inequality perceptions, and trust”. According to Brooks et al. (2015),
integrative themes correspond to themes that permeate more than one thematic category.
Integrative themes are supposed to have implications on several sections of the coding

templates. The repositioned top-level themes were; Behavioural customisation and Political
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empowerment, whereas the integrative theme was Power. Within this chapter, only
Behavioural customisation is highlighted, Power and Political empowerment are elaborated

in Chapter 4 in the reconceptualization of LMX.

Final Template (Sixth Coding Template)
The sixth coding template refers to the final coding template. From the PI’s

prespective, at this stage, two additional top-level themes were identified. One theme was
identified as an integrative theme “in addition to autonomy, competency, informal
relationships, inequality perceptions, and trust”. According to Brooks et al. (2015),
integrative themes correspond to themes that permeate more than one thematic category.
Integrative themes are supposed to have implications on several sections of the coding
templates. The repositioned top-level themes were; Behavioural customisation and Political
empowerment, whereas the integrative theme was Power. Within this chapter, only
Behavioural customisation is highlighted, Power and Political empowerment are elaborated

in Chapter 4 through the reconceptualization of LMX.

Where (Behavioural customisation) was identified as a subtheme of (Competency)
throughout the process of developing templates, it was presented as a top-level level theme in
the final coding template. For instance, according to Pls, the customisation of their
behaviours with each of the team members is not only based on the members’ competency.
This customisation corresponds to the members’ experience, personality, religion, and the
nature of tasks. Thus, it had clear implications for the main aim of this research which was
exploring the relationship between the team leader and members on one hand; and

contributing to the LMX theory on the other. SP16 and BP14 stated:

SP16: people work on more collaborative and creative aspects is much more informal
behavioural aspect to approach. people who you have hired to a specific technical task is
much more hierarchical relationship and more about giving them clear communications and
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then evaluating their performance. naturally you behave with them differently, if somebody is
working for you is very different that somebody is work with you. it depends on somebody's
role and status within the team.

The full version of the final template is included in the appendix of this doctoral thesis
(see appendix A6). From the research member’s perspective, two additional top-level themes
were identified, and one theme was identified as an integrative theme. The top-level themes
were behavioural customisation and Political empowerment, where the integrative theme was

Trust.

An Evaluation of the Expected Scope of Each of the A Priori Themes
This section represents an evaluation of the expected scope of the a priori themes after

the development of the final templates. The a priori themes were; autonomy, competency,
trust, informal relationships, and fairness. The use of template analysis allowed this research
to incorporate a pre-existing theory (LMX) that was previously mainly examined through
quantitative research, into a qualitative research strategy. The process of contributing to the
LMX theoretical lens was mainly based on exploring hidden aspects of LMX through
highlighting the importance of particular constructs such as trust and autonomy within

research teams.

Table 3.2, in this chapter, identified the expected scope of sub-themes relevant to the
presented a priori themes. The expected scope of the sub-themes represented the interview
questions which addressed in turn the research aim and objectives of this doctoral research.
The actual scope of the sub-themes was not limited to what was expected through the early
stages of analysis. For instance, Political empowerment and Behavioural customisation
emerged as sub-themes of Inequality perceptions and Competency relatively. These sub-
themes were repositioned as top-level themes within further stages of the analysis. In

addition, extending beyond the expected scope of the sub-themes of autonomy, the
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antecedents of this top-level theme were linked to the academic competitive environment,
research stage, and the research project objectives/nature of tasks. The expected scope of sub-
themes representing trust and informal relationships was roughly close to the actual scope of
these sub-themes. Regarding informal relationships, the main difference was the clear
distinction, according to Pls and members, between friendships in the workplace and good
working relationships. Regarding trust, the main difference was mainly manifested through
the team members’ perspective. For instance, trust had an influence on other a priori themes
through its role in resolving cultural/linguistics barriers, as a key to good working
relationships, and as a key to the enhancement of the psychological well-being of the research

team members.

3.7 Ethical Approach
This research is approved by the University of Huddersfield Business School

Research Ethics Committee. An informative transparent method was followed to approach
potential participants. First, an invitation email was sent to them. Participants who agreed to
take part were then sent the participant information sheet and the consent form (see appendix
F and G for further information). The information sheet included the objectives of the study,
the preferred setting for an interview, and how the data will be securely stored (Sarantakos,
2005). The consent form, signed and dated by these participants, included the rights of these
participants and how the data will be used throughout this research (Sarantakos, 2005). The
participants were supposed to sign these consent forms (Cresswell and Cresswell, 2018: 93).

Guillemin and Gillam (2004) referred to this kind of procedure are procedural ethics.

The confidentiality and anonymity of the research participants were clarified in the
invitation email (see appendix C), the participant information sheet, and the consent form

(Sapsford and Jupp, 1996: 320). Most of the research participants have requested further
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clarifications on how their identity is anonymised through the data analysis stage. Participants
asked whether their responses are confidential and anonymised. These concerns were
continuously clarified and addressed. The researcher has insured the rules of confidentiality
throughout the interviews where the interviewees are supposed to trust the interviewer to
share their personal experiences within the research teams. In line with Farooq and de Villiers
(2017,) trust is an important rule in engagement, and a prerequisite for accurate disclosure.
The participants will be sent an overview of the results and the analytical technique after
submitting the thesis to the university repository upon their request. This is designed to align
with the researcher’s ethical approach in this study. Recruited participants were not treated
only as a mean to achieve the research objectives (Punch, 1986). Thus, sharing with them the

research findings aims to respect their dignity as human beings (Punch, 1986).

Some participants chose not to share certain details about their projects due to
confidentiality issues. Others did not agree to contact other participants to take part in this
research. For instance, they were the directors of research centres, and from this position,
they did not want to influence the research members to participate in any further work outside
of their job description. The researcher has shown complete respect and consideration for
their responses. Some participants did prefer Skype; others preferred telephone calls or face
to face meetings. Some participants did not agree to be audio recorded. In line with Kvale and
Brinkman (2009), the interview process requires a close interaction between different
mentalities. Thus, ethical approaches are critical throughout qualitative research design
(Kvale and Brinkman, 2009). The researcher believes that this process is not only about
collecting and analysing data and fulfilling the doctorate requirements. But also, it involves
the lives of research participants as human beings, and they deserve to be treated with respect

and care. These “daily” ethical issues are referred to as “Ethics in Practice” (Guillemin and
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Gillam, 2004: 263) where some research participants shared personal experiences such as

their mental health problems and severe cases of depression.

The participants were free to withdraw in the two weeks following the interview
without needing to provide any reason and have their data destroyed (the implications
associated with the ethical approach are further elaborated through the study limitations in
Chapter 6). The data was saved on a password protected folder on the University of
Huddersfield network and a password-protected memory stick. To protect the data, an
updated anti-virus software was also used. Therefore, data was collected following a strict
ethical protocol, including the individual and the university “this participant belonged to”
confidentiality (Hesse-Biber and Leavy, 2011). The approach adopted addressed a set of
relevant ethical issues within this doctoral research (Silverman, 2013: 289) including research
transparency, data protection, anonymity, and confidentiality. Such issues are manifested
through the participants’ relationship to this doctoral research and their agreement to share

their own responses.

3.8 Methodological Limitations
There could be a potential for over-generalisation through the positioning of top-level

and sub-themes. The holistic understanding, regarding individual Pls and team members, can
more likely be lost (Brooks et al., 2015). For instance, some themes may not be included
through the information provided by some research participants; however, the mentioned
themes through the developing templates represents the broader picture of the leaders’ and

members’ experiences in their research themes.

One of the possible challenges in this research study is the use of an inductive
qualitative approach. The symbolic meanings given by research participants to the explored

research questions is a main concern throughout this research (Van Maanen, 2015). As a
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foreigner, my different perceptions for such symbolic sets of behaviours and interaction can
be a limitation through using this approach. For instance, the research context is the HE
sector in the UK. The players in this sector and myself may not share similar values and
patterns of behavioural perceptions. Exploring the objectives of this study through a
‘newcomer’s eye’ has its advantages and disadvantages; advantages in terms of minimum

personal bias and disadvantages in terms of inaccurate perceptions.

To enrich the collected data, data was collected from both Pls and research team
members. There are a set of limitations accompanying this approach (Miles and Huberman,
1984: 42). In this case, some sets of data can be under-analysed where a subjective process
regarding how to organise the contribution of each set of data is followed (Silverman 2013:
137). In terms of the allocation of collected qualitative data, there were no research

participants working in Wales as a geographic region.

Finally, one of the interviews was excluded from the data set. Through an informal
discussion with the team members of this research project, it was identified that the PI did not
provide accurate information about the incidents in the team. Thus, the information within
this interview was excluded. Such behaviour from the PI could be justified for several
reasons. She was a friend of my family. Probably, she wanted to give the information she
thinks | am asking for. She might be aiming to improve her image. She may have considered
that her experiences are something private, and she is free not to be honest when asked about
them. Literature on truthfulness (Gneezy, 2005; Hurkens and Kartik, 2009) indicated that
there are two kinds of people. Those who never lie, and those who lie when there is a
preferred outcome from not telling this truth (Hurken and Kartik, 2009). In addition, self-
interest could be a source of dishonesty (Gneezy, 2005). Regardless of the reason, the
information she provided was not considered. A limitation to this doctoral research is that
other similar cases could be present of which | am not aware.
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3.9 Research Authenticity - Approach to Reflexivity

Authenticity
To check the quality of this analytical tool, an audit trail was kept throughout the

analytical process. According to King and Brooks (2016: 41), “an audit trail is a record of the
way your analysis developed, and the key analytical decisions you made”. The template
analytical tool assisted the researcher to keep an audit trail where there is a continuous
development of updated versions of the template. In addition, all the decisions and
modifications of the templates throughout this process were justified to a big extent (King

and Brooks, 2016: 42).

As demonstrated in this chapter, an as-structure process was used to code and to give
meaning to the comprehensive interview transcripts. Through this data analysis process, there
was an interaction between some sections of the collected data and data to be collected in
future settings. The analysis of early data has created implications for further collected data.
For instance, as data collection continued a slightly different set of data was collected once
the template was revised and the interview questions altered, as elaborated in this chapter. In
addition, analysed data included the integration of different genders, different fields of
research, different positions in universities, and different career experiences to establish a
diverse and meaningful sample. The epistemological position of template analysis, as an
analytical tool, aligns with the epistemological position of the study. Where a social
constructionist approach through an interpretivist epistemology guides this research, the
template analytical tool manages the collected data through a broad subjective lens (Brooks et

al., 2015).

Qualitative and quantitative research studies differ in their approach to assess the
quality of research (Whittemore et al., 2001; Gibbs, 2010). Some research studies (Takahashi
et al., 2012) argued that qualitative research studies may not achieve what quantitative
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research studies name as internal validity, external validity, and objectivity. Following a
qualitative research approach, the researcher strives to reach dependable, credible, and
transferable results (Creswell and Miller, 2000). Throughout this research, I have aimed to

achieve credibility and transferability through a set of detailed procedures discussed below.

Through the data analysis stage, there was an awareness not to fall into what is
referred to as anecdotalism. According to Silverman (2013: 284), anecdotalism is manifested
through the focus of research on entertaining stories rather than arguing about the credibility
of the findings. Because there is a focus on the participants’ personal experiences in research
teams, an awareness about anecdotal accusations was required. For a realistic and achievable
avoidance of this, a comprehensive data treatment was adopted (Silverman 2013: 289). This
involved ensuring that all the collected sets of data are incorporated within the established
patterns and conclusions (Becker et al., 2002). Any deviant cases within the collected
information (Perakyla, 2011: 287) were explored in-depth in case any re-evaluation of the
overall argument was required. Thus, outliers were given the same importance as other sets of

data “such as different religious background elaborated through Chapter 4”.

In addition, the trustworthiness of this research is achieved through the process of
dependability (Lincoln and Guba, 1986). According to Patton, dependability is “a systematic
process systematically followed” (2002: 546). This research study adopted a systematic
approach to analyse the rich data collected through an elaborated systematic coding system
(please see A). Morrow (2005) highlighted the term “dialogue” between different
perspectives (p. 253) as an additional way to achieve trustworthiness in qualitative research
studies. This research implemented this term through a continuous comparison between two

different perspectives, the PI and research team members to contribute to LMX.
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To achieve a level of transferability of the research findings (Cresswell and Miller,
2000), a literal transcription of the interviews with Pls and research team members was
organised. In line with Bryman and colleagues (1988), literal transcriptions can allow readers
to acquire their own guesses about the research participants. In addition, such transcriptions
can lead to low-inference descriptors leading to a concrete set of data (Seale, 1990: 148).
Compared to a quantitative research study, the number of participants is relatively small.
However, the rich in-depth data has contributed to exploring precisely the main research aim
of the study. A small precisely chosen sample can be a test for a general rule (Cresswell and
Miller, 2000). Transferable research finding, through this research, is manifested through the
theoretical contribution to LMX thus sharing the potential to implement this theoretical
contribution to other sectors. These ideas were supported by Eisenhardt and Graebner (2007)

where they explored how theories are built from case-based studies.

To ensure that the interview questions were addressing the main research questions in
this particular context, a pre-test was organised with the supervisory team and colleagues to
assess the set of questions before launching the data collection process. The supervisory team
and colleagues are a part of the explored context. Thus, their thoughts are valuable. This
technique was a pragmatic solution to evaluate both the accuracy of the interview guestions
and the constructionist ontological approach. Such an ontological approach was evaluated
through experiencing how particular aspects of reality are co-assembled through the

conversation between this person and myself (Rapley, 2011).

The computer-assisted methodological approach ranging from audio-recoded data
collection methods to data analysis showing a meticulous attention to every single detail was
adopted to fulfil the transferability requirement. Patterns that existed throughout the data
were reported accordingly. Codes were consistently defined (Cresswell and Cresswell, 2017).
For instance, memos were written about these codes, and data was compared in respect to any
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particular code. Favourable examples were not given more importance than others.
Transferability was also achieved through documenting the research procedure in detail,
which refers to the research transparency (Sandberg, 2005). Besides, a clear rationale for
choosing the HE sector, UK universities, academic research teams, data collection methods,
and the analytical approach was provided. Finally, to achieve transferable results, both the
geographic location and the fields of research were taken into consideration through
following the stratified purposive snowball sampling method. Therefore, aligning with and
implementing the call of Cresswell and Miller (2000) in regard to the quality of qualitative

research, credible and transferable findings are achieved throughout this conducted study.

Reflexivity
In line with Hertz, “through personal accounting, researchers must become more

aware of how their own positions and interests are imposed at all stages of the research
process—from the questions they ask to those they ignore, from who they study to who they
ignore, from problem formulation to analysis, representation, and writing—in order to
produce less distorted accounts of the social world” (1997: viii). To be conscious of the
adopted methodological approach was initially highlighted in the 1970s (Seal, 1999).
Theoretical frameworks, such as social constructionist and phenomenological theories,
integrated reflexivity within social research (Finlay, 2002). In particular, the adopted social
constructionism ontological approach, where knowledge was negotiated and created between
the researcher, PI, and the research team members (Bryman and Bell, 2007), aligns with

reflexivity approaches in social research.

Reflexivity refers to a process of self- evaluation and a continuous frequent dialogue
between the researcher and the research study to assess the positionality of the researcher

with respect to the overall process (Pillow, 2010). A wave of qualitative research has
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recognised the increasing importance of the reflexivity process (Naples and Sachs, 2000).
Berger (2015) described this process as a balance between the universal and the researcher. A
debate exists about whether reflexivity and reflectivity are interchangeable or not. For
instance, D’cruz and colleagues (2007) referred to the concepts as interchangeable whereas
Cunliffe (2016) indicated a difference between these terms. Cunliffe argued that reflectivity
is associated with an assumption about an objective reality; however, reflexivity is
accompanied with an assumption about multiple subjective realities. Within the social
constructionist ontological approach adopted in this study, Cunliffe’s understanding of

reflectivity and reflexivity is utilised (Cunliffe, 2016).

At the initial stage of the PhD journey, | was unconsciously aware of the reflexive
process; however, | found it extremely difficult to understand. Then, reading has enabled me
to theoretically clarify the process of reflexivity especially in qualitative research.
Throughout the process of finalising the aim of the research project, | have evaluated where
and how | stand in relationship to the chosen topic. | have been exploring not only relevant
literature but also my personal existence and relationship with respect to research teams and
leadership practices. This continuous process was a main factor in; developing an
understanding of the research limitations, my personal motivation to do this research, and

demonstrating the research assumptions.

To account for oneself, | have kept a research diary throughout the process (Cunliffe,
2016). I have shared with myself associated expectations, doubts, and evaluations. For
instance, these thoughts were derived from my employment and academic history. | have
frequently challenged how the knowledge was constructed. In this phase, I asked myself
questions such as; to what extent did | relate to the recruited participants? Did | give them the
required space to share information? These questions were manifested in the data collection
phase. Through the data analysis phase, | have asked myself questions such as; to what extent
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would a different researcher chose a different set of data compared to what | have chosen to
analyse? | can describe this process as a reflexive process associated with the whole research
process. On some occasions, | initiated a personal dialogue to evaluate whether | openly
shared my thoughts with the recruited participants and whether | have achieved the reciprocal

behaviour | expected.

| have tried to create a balance between stepping out from the whole research process
and being a main factor in the creation of knowledge (Finefter-Rosenbluh, 2017; Frank,
1997). For instance, sometimes | provided myself excuses if | spent more hours discussing
findings and recommendations rather than shifting to the data itself and vice versa. In terms
of contributing to the LMX theory, how social reality is perceived by the Pls and research
members guided my position as a researcher. Thus, it was a continuous cycle starting and
ending with the researcher’s ‘myself’ position and mainly influenced by recruited

participants’ social reality.

With a Medical Laboratory Sciences background, | used to believe only in numbers
and fixed results. Such a mentality was not the ideal way to deal with the enormous amount
of collected data. This however, represented a personal challenge as the researcher tried to
reconcile the positivistic belief that people should sense external factors to perceive them as
real (Locke, 1801) into the analytical process. Such a belief has had its implications on the
analytical process. For instance, throughout the primary analytical stage, | had unintentionally

been focusing on structured quantitative sentences such as;

“10 out 17 leaders mentioned that they customise their behaviours when they deal with

the research team member”.

Such an approach limited the emergence of additional themes throughout the study.

Therefore, a recoding process was organised as an attempt to manage the collected data
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through an interpretivist lens. In addition, other aspects of personal inferences were
experienced in the data collection stage. For instance, being a part of a research project
through a Master’s Degree, | had previous expectations about the participants’ thoughts and

the dynamics within research teams.

Finally, in line with Finlay (2002), addressing the subjective element of a qualitative
research study contributes to its trustworthiness and how quality of research is evaluated.
This research followed a reflexive approach throughout to demonstrate the adopted subjective
elements. These elements are not limited to one chapter; however justifications and
discussions are provided throughout the thesis chapters. For instance, this chapter explores

the double-margin coding system and how the authenticity of this research is achieved.

Thus, reflexivity provided an opportunity to address challenges, such as positivistic
personal beliefs, associated with the adopted qualitative research approach (Thomas et al.,
2009; Tilley and Chambers, 1996; Rice and Ezzy, 1999). In this case, the authenticity of this
research was not limited to its credibility, trustworthiness, transferability, and transparency. It
goes beyond to include the researcher’s “moral integrity” which is “critical for evaluation of
the quality of scientific knowledge produced” (Kvale, 1996: 241) and explored through an

approach to reflexivity.

3.10 Pilot Study — Social Issues Associated with the Adopted Methodology

Pilot
The organised pilot interviews can be described as a pure testing stage of the research

approach and any accompanied potential inferences (Kahneman, 2011). It has broadened the
research horizon to make optimal use of collected data (Silverman, 2007: 282) through the re-
structuring of some interview questions. The pilot interviews were also a test of the

researcher’s ability to interview research participants and to what extent this researcher can
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create a secure environment for the Pls and research team members to share their personal
experiences (Kvale, 2006). The pilots served as a self-development tool in terms of
controlling the flow of information and approaching participants in an interview setting. For
example, I realised how the feeling of secure contributes to sharing information with others.
This aspect does not only apply on the participants but on myself as well. In addition, as
Medical Laboratory Scientists, | am used to take things for granted once I write them and
approve them. Such mentality was not the ideal way to deal with things in my pilot
interviews. In my first pilot interview, the participant noticed that | was audio recording the

interview, so she gave me the following feedback;

HM1: ohh, are you recording this btw?
i:yes, do you have any problem?

HM1: no at all. i dont have what so ever and most people may not have as well. but as you
asked | want to give you a feedback on the process. always tell people that they are being
audio recorded. i know you have put it it in the consent form but still you need to inform your
participants that they are being audio recorded. You know i read the consent form a week
ago and i cant remember really.

Such feedback helped me approach other participants in a professional way away from any

misunderstanding.

| made use of the pilot participants’ networks to find other potential participants to
take part in this study. As mentioned earlier, a snowball sampling method was adopted
(Sadler et al., 2010). Through organizing these pilot interviews, certain aspects of the
research were clarified. These aspects included critically evaluating the relevance of the
interview questions and the appropriateness of semi-structured interviews as a data collection

tool (Lewis et al., 2014).

With one of the pilot interviews | attempted to apply a narrative analytical approach
(Kennelly et al., 2017); however, this technique was not pragmatic for this research study.

First, this approach does not only depend on the spoken and written words of the PI and the
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research team member but also on certain visual representations of these participants
(Kennelly, 2017). These visual representations include facial expressions and behaviours.
Due to cultural differences, | was not able to make an accurate sense of their behaviours.
After conducting a confidential discussion with some of the native researchers in the
University of Huddersfield; | noticed that there were a set of differences between the
interpretations of some visuals in this country. Thus, the narrative analytical tool was not later

adopted.

Social Issues
The social issues that arose during the data collection process are now discussed. In

particular, the research participants” empowerment and their psychological engagement. The
researcher has tried to compromise between being open with the interviewee and disclosing
some pieces of information about himself (Kvale, 1983). For instance, before introducing the
research topic to the interviewees, the researcher aimed to clarify that “he is not a native
speaker of English, so if they have any difficulty to understand the English accent he will be
more than happy to repeat as much as they want”. The researcher did not mention this fact to
gain their sympathy or to go beyond a professional relationship between a researcher and an
interviewee. On the contrary, he wanted to clarify things from the beginning and to create a

friendly environment reducing any types of controllable tensions.

According to Doyle (2004), these moments of silence, where these participants asked
the researcher to repeat, contribute to a supportive interview setting. For instance, recruited
participants belonged to different cultural backgrounds, and they are not talkative in an equal
manner (Qu and Dumay, 2011). Through doing so, the researcher believes that starting the
interview with this phrase provided the interviewees with a sense of empowerment. In this

research these silent moments did not only contribute to establish this friendly environment,
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taking into account cultural differences, but also time was offered for the PI/members to
gather energy and disclose. This approach enabled these participants to have some degree of
control over the data collection process. Alvesson (2003: 16) refers to this case as
“interactivity with and closeness to interviewees”. In this case, the researcher shows empathy
and concern towards the recruited participants. They were not seen as opinions and
information repository; however Pls and team members were active individuals over the
whole data collection process. Thus, this approach established a double-way commitment

between the researcher and participants (Alvesson, 2003).

Piloting made the researcher aware about the psychological engagement between the
researcher and the interviewee. For instance, several interviewees shared some aspects about
the communication problems in the HE sector although these questions were not raised in the
interview. Notwithstanding, the researcher did not interrupt these participants because they
felt safe within this setting and thus, they shared with the researcher such critical issues. This
made the researcher feel more responsible about their information and made him proud that
he had succeeded in creating this safe setting. In line with Hermanowicz (2002, p. 482),

interviewing was viewed as a romantic-like dialogue.

Fontana and Frey believed that the interview is oriented towards a “moral peak”
(1998: 371). This moral peak was manifested in this research through the researcher’s
appreciation of the participants’ responses and feedback in regarding the research approach
and interview questions. Welcoming their views and thoughts established trust and
commitment for the participants to share the realistic picture in research teams. In addition, as
an academic, the researcher is aware that the time and space for academics to share their
thoughts is limited. Finally, one of the participants, at the beginning of the interview, asked if
it was possible to use the structure of the information sheet to share it with one of their
students. The request and the researcher’s approval have contributed to the creation of a
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friendly environment throughout this interview as mentioned previously. Therefore,

interviewing was not limited to “a pipeline for transmitting knowledge” (Holstein and

Grubrium, 1995: 3).

3.11 Chapter Summary
The interpretivist approach provided an in-depth exploration of the contextual factors

within academic research teams to contribute to LMX. Throughout this chapter, the rationale
for choosing certain methodological choices over others was highlighted. There was a clear
link established between the theoretical, epistemological, and the data collection strategies.
Where a stratified snowball sampling technique was followed, Wales as a geographic region
was not included. Pls and research team members, of 40,000 £ to 7,000,000 £ funded
projected, shared their thoughts through a set of semi-structured interviews. This chapter
highlighted the importance the importance of the piloting stage in terms of the researcher’s

personal development and the adopted analytical process.

The coding system is divided into two parts. These parts include the participant
coding and the data coding. Analytical coding was based on a what/how structure where the
margins of the transcripts were used. An evaluation of the expected scope of the a priori
themes was presented. From both perspectives, eight top-level themes were recognised within
the final coding template. These themes were: informal relationships, trust, competency,
autonomy, inequality, power, behavioural customisation, and political empowerment. What
differentiated the two perspectives is the integrative theme. This study identified trust as an
integrative theme from the member’s perspective; whereas, it identified power as an
integrative theme from the PI perspective. A set of limitations accompanied this study
ranging from the adoptive research approach to the meaningfulness of the collected

qualitative data.
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Chapter 4: Research Findings — Contribution to LMX Theory

4.1 Chapter Introduction

This chapter presents the contribution to knowledge. To contribute to a pre-existing
theory, LMX, two different perspectives are taken into account, the team members and PlIs.
This content diversity of data is manifested and further analysed throughout this chapter.
Following a template coding approach, particular attention is paid to data that potentially can
contribute to LMX relationships. Such areas included those highlighting the understanding of
friendships in the workplace and the notion of political empowerment from two different

perspectives and the associated different perceptions.

This section is organised around contributing to literature demonstrating the main
objectives and sub-objectives of this research. Factors such as gender, research field, and
funding grants contribute to understand the background of the information provided by
participants. This strategy provides the reader with a clear sense regarding how knowledge is

generated.

4.2 Reporting of Results
This chapter addresses the four objectives of this research. To explore these
objectives, tables and figures to build up the argument are provided. These figures

highlighted significant trends through the collected data.

4.2.1 Descriptive Information about the Collected Data
A set of 31 interviews were conducted between February 2018 and October 2018
from three countries across the UK including England, Scotland, and N. Ireland. Research

participants, 17 Pls and 14 team members, belonged to 15 different universities. In addition
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to the proposed sample, a coach of Pls was interviewed for further development of the

arguments presented in this chapter.

Pls include professors, senior lecturers, and readers. Team members include research
assistants, research fellows, and research associates. This research study includes projects
ranging from £ 40,000 to £ 7,000,000 in value. It has focused on research projects launched

and completed between 2000 and 2017.

Pls are 82% male participants and 18% female participants whereas research team
members are 36% male participants and 64% female participants. The vast majority of
research projects, reported on the interviews conducted with Pls, are single-led research
projects rather than co-led projects (16 out of 17). 64% of research projects, through
interviews conducted with research team members, are co-led research projects rather than
single-led projects (9 out of 14). 36% are single-led project (5 out of 14). The figure below
describes the characteristics of the sample. An elaborated illustration is included in the

appendix (see appendix B).
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Male Female Male Female

Arts and Humanities 2 2 1 2
Medical and Health Sciences 1 1 _ _
Business and Social Sciences 5 _ _ 2
Engineering 1 _ 1 2
Mathematics and Physical Sciences 1 1 1 1
Biological and Biotechnological 1 _ 1 1
Sciences

Environmental Sciences 2 _ 1 1

Table 4. 1: The characteristics of the research sample (31 participants)

4.2.2 Main Contribution to the LMX Literature — The Missing Link in LMX

As a main aim, this research provides a reconceptualization of the LMX theory. This

reconceptualisation is linked to the concepts of political empowerment, power, inequality

perceptions, and friendships within funded research projects in the HE sector.

4.2.2.1 Political Empowerment — Political Layer

At the initial stages of the data analysis, (Political empowerment) was identified as a

sub-theme within the top-level theme (Inequality perceptions). Throughout the final coding
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template, it was structured as a top level theme. Political empowerment is not only linked to
inequality perceptions; however, it was also linked to prestigious contracts, good working
relationships, and facilitating funding mechanisms. Thus, the concept of political
empowerment influences the LMX relationships. This is one of the main contributions to

knowledge within doctoral research. According to LP7 and SP15;

LP7: if the presence of these people will get an additional of 50000 pounds towards the
grant, then it will does not matter if they will not do a huge amount of the work. so in that
respect we will involve people like that. personally, if I get 80000£ more, I will put this
member on.

SP15: there could be some political support for collaborative reasons so their contribution
will not be in term of problem solving. their support will be about providing a political
dimension to the whole thing. so medical people could be there although we are not
medically related things but in the long term we need them because we aim to transfer the
technology into the medical domain for example.

The idea of a political aspect of LMX relationships have emerged after the frequent
use of a set of expressions by both Pls and members. These expressions include “to be
empowered politically”, “to have that political base”, “using the prestigious reputation”, and
“to be linked to the industry”. Thus, political empowerment is a concept that can bridge a gap
between the team setting and the relevant environment. The relevant environment is more
likely based on the field of research. For instance, in the field of applied science, a team may
be willing to advertise or sell a scientific idea to the industrial market. This advertising
process may require what Pls referred to as a political base. Moreover, the presence of a team
leader with a good reputation can provide political support for applying for funding. This

aspect of political empowerment is more likely applied to various academic fields of

research. Therefore, this is a novel political layer of LMX theory.
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4.2.2.2 Power — Positional Layer
(Power) was implicitly manifested through a set of incidents. One of these incidents
was the leaders’ choice in term of evaluating whether the members’ desire for autonomy can

be fulfilled or not. According to LP7;

LP7: 1 would try from day one to give them some degree of independence. But to be honest, |
would be watching my members as much as | can from the side, for less competent members,
yes | also give them some degree of autonomy but also | will be that side member who checks
that everything is going alright.

In addition, Pls possess the right to delegate tasks throughout the research project.

Such authority can more likely set its implications on the dynamics with the team setting

where team members perceive such actions by PI differently.

According to Pls, members’ inequality perceptions can be a result of a negative
manifestation of power. Such manifestation does not only correspond to the leaders’ power
but also to the team members’ power through the seniority level of these members. In this

regard, professor IP9 states;

IP9: there are also people who, turns out to be very senior but they don 't do anything, and
don’t contribute. they want to maintain their name in the project, and that affects everybody
in the team. that other person is going to take credit for it without putting anything in. that’s
really frustrating how they are using such power. these issues can demoralise the team, the
PI, in our case, should make these key decisions when they are needed, or else it become very
hard for the team to move forward.

This is a positional layer of LMX where the leader-member relationship is not limited
to the assigned positions within the team; however, LMX relationships go beyond and
include the level of seniority and personalities of members and its implications on the

dynamics within the research team.
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4.2.2.3 Perceptual Layer

In regards to this research, how team members perceive the PI’s behaviours and other
members’ behaviours is the main contribution to their inequality perceptions within the
research team setting. This perception is based on their previous experiences in the research
setting. Communication can help to manage both negative facets of autonomy and these

negative inequality perceptions. In that sense, SM23 believes;

SM23: we have weekly meetings, in that meetings any inequality issue can be raised.

As a result, inequality issues can be dealt with through communication potentially including
the discussion of how authority is distrubuted as well. Regarding inequality scenarios, BP4

states;

BP4: sending someone to a prestigious scientific meeting even though you have more data
than them, giving some a public praise more than they give for example when actually you
have done the same load of work or something. when someone gets promoted or given a
permanent position even though they are not better than you.

Where these issues can be resolved through communication, a Pl is supposed to stay
in touch with team members to facilitate communication channels between them. Their
communication may not be limited to work; however, it might go beyond to include various
aspects on the personal and career development levels which are appreciated by team
members. In this case, problems are more likely be resolved. Relevant advice can be given in

regards to any negative perceptions immediately. According to LM20;

LM20: we need people who you can trust that they care for how we perceive things, but in my
case | did not have access to them.

Thus, this perceptual layer of the LMX relationship influences the psychological
wellbeing and the mental health of team members where they seek to perceive the required
support from both the leader and their colleagues. In terms of the contribution to the LMX
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relationship, this finding critically illustrates the importance of the psychological well-being

of the team members in high quality relationships.

4.2.2.4 Informal Layer

To develop an understanding of informal aspects of LMX relationships, this research
highlights and explores the concept of friendships in the work place. This understanding of
friendships, in this context, discovers some underexplored areas within the LMX
relationships. These areas include how every-day life experiences influence our
understanding and thoughts. For instance, participants’ experiences of friendships, throughout
their career in research teams, shapes their understanding of this construct. Their
understanding of friendship differs from their standard understanding of this construct.
According to the findings of this study, a team member can deal with difficult conversations
through friendships. These moments outside a strict task-oriented setting will give a team
member a deeper appreciation of other members and the PI. If there are no friendships, a
member can feel the tension within the group. Therefore, the informal layer of LMX

relationships creates crucial implications on the dynamics within an academic research team.

The figure below illustrates the contribution to knowledge through a set of non-
hierarchical layers regarding the LMX relationship and potential implications for both parties

within the research team.
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Figure 4.1: Contribution to existing literature - The emerging set of layers of the LMX
relationship and the rationale behind the importance of these layers for Pls and team
members.

The dynamic common ground provides an explanation for the perception-quality gap
(Cropanzano and Mitchell, 2005; Sin et al., 2009; Gooty and Yammarino, 2016; Sparrowe,
2018) i.e. the difference between perceptions and the reality of LMX relationships. This gap
is elaborated through chapters 5 and 6. In terms of LMX, high quality LMX relationships are
associated with increased obligations, demands, and levels of stress. Thus, the delegation
aspect of high LMX relationships is not only associated with increasing workload, but also

with certain levels of exploitation highlighting an area of abusive supervision.

The findings of this research suggest that LM X relationships are not a direct element
of work-life balance for members and leaders; however, it sets main implications in order to

achieve this balance. In that sense, according to LM20 and BM24;

LM20: you do really want to manage your stress when you work in a research team for a
work life balance or else you will carry your problems to your place.

122



BM24: tensions will occur when a Pl is involved on more than one project, so he just does
things to fulfill the requirements without caring about the wellbeing of others, we have our
life.

These two quotes highlight the importance of time management, allocation of
personal duties, and stress management. Apparently, taking work problems to the family
setting is undesirable. Work-life balance can be considered a core management problem in
most sectors, and it is highly important in the academic career (Elaborated in Chapter 5:
Discussion). Many academics (PIs and team members) are a part of more than one research
project. As a result, exploring leadership approaches in research teams will have its practical
implications on addressing the work-life balance concern of most academics. For instance, a
specific leadership practice by the Pl can manage the levels of stress within the team having
its positive implications outside the research team, for both parties, as well. This research
extends the knowledge in regards the dynamics in research teams and LMX relationships. It
may change some perceptions of team members or at least dilute any extreme perceptions
that may affect their performance. The process of dilution can be initiated through being
aware about the four layers of LMX relationships highlighted in this section. Therefore, it
addresses the potential applicability of the LMX approach in the HE sector. The
reconceptualization of LMX contribute to the area of team leadership in regards how to be

successful leaders in terms of LMX (further demonstrated through the Chapter 6).

4.2.3 Developing an understanding of how high quality relationships are developed as the
first objective

To contribute to the reconceptualization of LMX, the first objective of this study is
comprised of two sub-objectives. These sub-objectives are the influence of the members’

competency on the working relationship and the role of trust in research teams.
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4.2.3.1 Sub-objective One: To investigate whether the team member’s competency can
enhance the working relationship with the Pl

Research participants were asked the following questions. The PI’s perspective;

e Do you form the same relationship with both competent and less-competent team
members? How?
e To what extent would you delegate tasks to less-competent members? “examples

were provided from their experiences within their chosen funded project”

This objective is achieved through the leader’s thoughts about the characteristics of a
competent research member within the team setting. Their responses reflect different views in
regards the characteristics of this team member and the relationships formed between the
leader and competent/less-competent team members. In that sense, some Pls believe that
competent team members are those who are capable of working in a team setting through

possessing the “teamwork skill”. BP14 considered that;

BP14: if people work effectively in team, most probable they will not be too stressed. subject
knowledge is important as well. Through effective team working we can identify gaps that
each of us have in our range of competencies and the other individual can fill that gap more
easily and thus we can learn from each other.

Pls, ranking teamwork skills very high in a research team setting, believe that
effective team working in a research setting can more likely reduce the level of stress.
Relating level of stress to the presence of a team working environment reflects the
importance of stress management and mental health in a research setting. Although BP14
believes that the importance of teamwork exceeds subject knowledge within the team, he
acknowledges that subject knowledge remains one of the crucial criteria for a competent team

member. BP14 considered that the importance of teamwork is manifested through the ability
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to identify the members’ and leaders’ gaps, in their range of competencies, to fill these gaps
through a developmental process. Thus, teamwork is a skill to complement the subject
knowledge a member possesses. BP14 referred to the teamwork, within research teams, as an
effective learning strategy. The majority of those Pls ranking teamwork skills as number one
skill required in research teams belonged to the Social Sciences field of research. Thus, there
is an increasing importance of working relationships and communication within a research
setting especially in the social research field. Such effective communication between Pls and
members can strategically complement subject knowledge to fulfil the needs of a research

project.

Other leaders respond that stress management skills rank higher than the members’ subject

knowledge and their ability to work in teams. CP11 responded,;

CP11: if you had get stressed members or leader, it is a severe issue. and the thing about
stress management is that people who are delivering very well experiencing no stress what so
ever. if you give the same role for somebody else and they may be highly stressed about it and
they will deliver nothing. so stress management is extremely important exceeding others as a
research skill in our team.

Where most team leaders consider subject knowledge or teamwork as the most
important research skill in a team setting, few highlight that the skill of stress management in
a research setting overcomes the importance of any other skill. According to CP11, a team
member may possess the required subject knowledge and teamwork skills; however, lacking
the ability to manage stress levels can more likely lead to the nonfulfillment of the research
requirements. The absence of the stress management skill may set some serious implications
on the personal and the career level. In this case, both teamwork skills and subject knowledge
“if present” will be less efficient. An observation is the research field this PI belongs to. This
participant is an 18-year experienced professor in the field of Engineering and Nuclear

Materials. This risky field of research does not only require subject knowledge as a range of
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competency, but also managing stress levels, mental health, and the psychological well-being
of team members are a crucial factor for performance. Pls who have ranked stress
management skill as number one skill were leading funded projects whose value was between
£ 900,000 and £ 2,000,000. In addition, they belonged to the Sciences Field of research.
Therefore, there is an increasing importance of mental health in critical fields of research and
considerable sized grant projects. In conclusion, the field of research and grant amount can
more likely set its implications on the required range of competencies in an academic

research team.

Some leaders suggest that the members’ subject knowledge is the main indicator for

competency. SP16 said;

SP16: subject knowledge is the fundamental contribution somebody can contribute to the
research team. if they were the best team worker in the world but they don’t know their part
of the project, they are not very useful to you. team work is vital as well, this is the part that
integrate subject knowledge into the team which is the attribute to enhance the team
performance. But yet subject knowledge is a must.

Leaders, suggesting subject knowledge as the most important research skill, are of
different genders and belong to different fields of research. SP16 stated that a team member,
lacking the required subject knowledge, cannot progress within a team even if this person is
one of the best team players in the research setting. Pls did not deny the importance of
teamwork skills as a crucial approach to make the optimal use of subject knowledge;
however, such importance of teamwork is only manifested in the presence of the required
subject knowledge. Through the lifespan of a research project, subject knowledge is supposed
to be implemented rather than acquired. According to these Pls, subject knowledge is a must
in a research work. Thus, it can be considered as a requirement rather than a need as

compared to teamwork and stress management skills.
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Therefore, team leaders argued that the competency of a team member is manifested
through three basic skills. These skills are teamwork, subject knowledge, and stress
management. But how can competency influence the relationship between these two parties?

This is elaborated through the next section.

Team members’ competency has a major influence on working relationships;
however, according to Pls, working relationships are also governed by the member’s role,

status, and personality traits. SP16 has tried to sum it up as follows;

SP16: people who work on more collaborative and creative aspects require much more
informal behavioural aspect to approach. people who you have been hired to a specific
technical task is much more hierarchical relationship and more about giving them clear
communication and then evaluating their performance. if somebody is working for you is very
different that somebody is work with you. it depends on somebody's role, competency, status
and many other factors.

In regard to this claim, the role and status of a team member within the research
setting guides the working relationship with the PI. This relationship is not only determined
by the member’s competency; however, it goes beyond to include other factors such as the
member’s perceptions accompanied with different roles and statuses. For instance, SP16
described this case as an informal behavioural aspect versus hierarchical relationships. The
informal behavioural aspect corresponds to a more collaborative approach between the team
leader and the team leader “working with somebody”. The hierarchical relationships
correspond to a controllable mechanism of communication and performance evaluation

“working for somebody”.

This opinion is supported by another Pls. BP14 agreed that;

BP14: different people have different strengths; also different people need different approach
of double checking the results. this is about a whole cross section including personalities,
even if sometimes people are very competent but they would like to check their work because
they want you to recognise them doing good work, thus the PI should know how to fulfil
different people’s needs and give them the confidence that they are effective and important
part of the team. Personal management is very important.
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It was clear, in this case, that working relationships in a research setting are also
related to the members’ personality. Some members’ personalities drive their needs within
the research setting. For instance, some members would be motivated once they are
recognised for performing well. Others’ performance may not be affected by the leader’s
recognition. Pls, throughout this research, believe that a Pl is supposed to manage people
within the academic research team, and know the strengths and weaknesses of team
members. Each member more likely requires a particular approach to be encouraged. So, it is
beneficial for the PI to tailor his or her behaviours to an extent. Each member is different in
how he or she responds. This is an issue to be managed by this PI. The research team may not
be the perfect place for a consistent pattern of behaviours; there is personalities,

competencies, tasks, and statuses that are supposed to be taken into account.

GP12 approaches the customisation of working relationships from another angle.

GP12: sometimes | have to be more aware of | am as a person a white male Christian and so
on you know how | might get across different people. They will perceive my actions mainly
depending on cultural assumption from their part. so sometimes you have to work a bit
harder to establish a good relationship of trust and communication. so this is not
customisation it is about being self-aware and self-reflective as leader of whom you are when
dealing with people what | would try to do in this situation is to discover what me and this
person have in common. do we agree on politics? if we have got the same sense of humour,
do we like same sort of food, | think you begin to establish a sense what you share in
common.

GP12 is a professor and an ordained priest. His field of research is Religion and
Public Life. The religious and ethical background of this professor have more likely shaped
his thoughts in regards the customisation of the leader’s behaviours according to the need of
each relationship. GP12 was more comfortable with the concept of self- awareness rather the

idea of “tailoring the leader’s behaviours”. Once the PI is aware about his or her beliefs and

the other’s beliefs, this leader can create a common ground with the other party. He was
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aware about the need of adopting different approaches with different members in the research
setting. Such self-reflection by the PI can be manifested through moderating some behaviours
with different team members; however, the main aim of such moderation is to create a
common ground as an attempt to eliminate any controllable and avoidable tensions within

this academic research team.

4.2.3.2 Sub-objective Two: To highlight the role of trust within research teams
To realise sub-objective two of objective one, the following questions are asked for both Pls

and research team members.

e What is the role trust between the members and the leader in research teams?
e Do you trust all members in the same degree? How? (PI’s perspective)

e Do trust your team leader? Why or why not? (Member’s perspective)

Pls and members shared their understanding of trust in research teams, antecedents,
and outcomes of this construct. Where these participants belong to different cultural
background and statuses within the team, they describe it differently. One participant (PI)

said;

SP17: trust is about keeping the group problems with the same group not to discuss with
others outside the group, the same in the family.

This female professor belongs to a family-oriented culture as reported by her.
Kinnunen et al. (2005) referred to similar cultures as psychologically supportive cultures
concerned with the well-being of individuals through both the family and work setting. Her
field of research is Physical Chemistry. She is the leader of a £ 1M project. There was a
comparison between the research team and the family setting. The loyalty that more likely
characterise a family is reflected within the research project. Problems are not supposed to be

discussed outside the team. Thus, the research team is a part of the person’s inner self.
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Other participants (belonging to different cultural background) approach that differently;

SP10: I have been involved in multi-centred projects, there are some people who are not
trustworthy using the grants and taking all the money for their own centre, that’s also not
trustworthy. so you avoid working with people like that in the future. so trust is essential not
only within the team but also between teams.

LP7: you have to trust that they can get it and done it right. I don’t have the time to go back
and repeat everything and check if they have done the procedure precisely. | should trust
them when they show me something. it is genuine, it is not photoshoped or typed, this can
really mislead.

SP10 and LP7 are two male professors. Their fields of research are Medical
Radiation-Imaging and Membrane Biology respectively. They are team leaders of £ 1M and £
2M research projects respectively. The grant is not the main factor to shape the understanding
of trust in a research team; however, their cultural background, scientific field of research,
and gender have an influence in shaping this understanding. These male professors belong to
less family-oriented cultures. Their thoughts about trust are linked to materialistic and
competency aspects in the research team. SP10 appreciates trustworthiness in terms of
utilising the grant. LP7 links the concept of trust to the competency of team members and

their ability to fulfil their tasks.

Most team members link the concept of trust to two major aspects. These aspects are
the trusting the leader’s competency and reputation on one hand; and trusting that their
contribution is appreciated on the other. The second aspect includes the fair treatment of the
Pl with all team members where their voice and opinions are considered equally. For

instance, BM24 puts it in the following way;

BM24: the professional trust is present. Also, we were confident that she has the best for our
interest in the heart of focus. She appreciates our contribution. We were included in
publications. She stands for our mistakes in front of XX “‘funding party”.
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BM24 belongs to the Urban and Regional Studies as a field of research. She captures
the concept of trust through the term professional trust. Professional trust includes the
member’s trust for the leader’s competency and reputation. In addition, where the team leader
stands for the mistakes, she cares for the psychological well-being and the mental health of
team members. Furthermore, this Pl appreciates the contribution of her team members thus
creating a sense of empowerment in the team. Trust within a team setting is a key for
performance, sense of responsibility, collaborative environment, and enhancement of the
working relationships. To sum up, sub-objective two, explored through this section,
highlights the influence of trust on the working relationship between the PI and the research

team member.

However, extreme cases of exploitation, within a funded research projects, where
manifested throughout the information provided by both team leaders and members. Through
this picture, as reported by Pls and research team members, high quality relationships can
shift to an unfortunate root. This root is extremely undesired by team members. It holds
future implications beyond the current research project including expectations and attitudes

through future projects. In that sense, IP9, BM24, and EP5 stated:;

IP9: such academic system is vulnerable for exploitations, especially with women, different
cultural, ethnic background; exploitation there is potential for it.

BM24: also the project | was in, the Pl only gave 20% of the time for the project so it was not
the main thing to them, their presence was ‘“reputationally”.

EP5: | know Pls because they were busy, they told their members to go and do their shopping
and they couldn’t say no, so they went shopping for them other people were bag holders.

Thus, the recruited research participants referred to the exploited person in a research
team as somebody who is doing a lot of work but without being credited for. It was a sort of
cheaper free labour as reported by these participants. Where some team members are more
gifted than other members with a research team, the P1 more likely shifts his or her
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behaviours to two different roots. Through the first root, the PI tries to encourage more gifted
team members to do more within the research team setting. In this case, tasks are delegated to
them, at the first stage, before shifting this process of delegation to other less-gifted members
in this team. These tasks could include the loaded work on the review of literature, data
collection, data analysis, and the writing up of the research proposal or final research report.
Extreme exploitation process, in this case happens when these delegated proactive individuals
are not included in current or future publications. Professor EP5 shared his personal
experience regarding this issue.

EP5: i know Pls who let researchers to do loads and loads of data analysis and then not
involve them in future publications. | know Pls who got researchers to draft new research
proposals and then not include the researcher on the proposal. that’s absolutely possible and
does happen.

Through the second undesired root, team members are asked for personal favours
beyond the team setting. The included example, team members doing the PI’s shopping, is
one of the examples in this case. Unfortunately, this research study suggests that the system
in the HE sector more likely provides opportunities for such exploitation practices to happen.
For instance, checks and balances are greatly absent. Research team members are not able to
complain where they are willing for further opportunities especially for early career
academics relying on this particular P1 for work. These existing cases report that not all Pls
are interested in the welfare of the team members. Some Pls are only interested in delivering
the funded project on time moving on to the next project where the aim justifies the means as
reported by some recruited participants.

The study findings suggest that high quality relationships between the Pl and research
members is influenced by a set of factors. These factors include the member’s personality,
trust established between the dyad, member’s competency, and the role-status within the

research team. Competencies including stress management, teamwork skills, and subject
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knowledge were greatly linked to task delegation within the team setting. In addition, the
formation of high-quality exchanges is not only limited to these factors; however, it goes
beyond to lay on a dynamic common ground of expectations, perceptions, and attitudes. Once
the dynamic common ground is missed out, high quality relationships, associated with
increasing levels of task delegation, can shift to an unfortunate root. These unfortunate roots
are manifested through extreme cases of exploitation in many cases. High quality
relationships, within a research team are manifested through the leaders’ customisation of
behaviours with the team members. The diagram below illustrates one of the contributions of

this doctoral research to the literature on LMX.

Leader’s Uniqueness Member’s Uniqueness

Gender
Cultural Background

Personality
Competency
Role-Status
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Figure 4. 2: Developing an understanding of how high quality relationships are established.

4.2.4 Critically evaluating the extent autonomy is beneficial in funded research teams. A
second objective for a comprehensive conceptualisation of LMX

Throughout this section of the research findings, the term “funded research projects”
is used more frequently. For instance, research participants continuously link the concept of
autonomy within the funded project to their commitment to fulfil the requirements of the
project. They believe that they are supposed to have a sense of responsibility towards the
amount of money they have been granted. This section provides a critical explanation of the

participants’ thoughts through their understanding of autonomy, positive facets of autonomy,

and the negative facets of autonomy.

4.2.4.1 Understanding of Autonomy

In order to explore the participants’ understanding of autonomy in the research setting, they

were asked a set of questions. The PI’s perspective:

e What is your understanding of autonomy within research teams?
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e Do you think that there is a desire for academics “in general” to be autonomous?
e Ifyes, how is it manifested in this setting? How do you manage this desire with the

team members?

The member’s perspective;

e Do you think that there is a desire for academics “in general” to be autonomous?
e Which leaders’ behaviours make you feel independent?
e If yes, how is it manifested in this setting? How does the team leader manage this

desire?

This research objective is achieved through the participants’ understanding of
autonomy providing real-life examples to support their arguments. Their thoughts shape
autonomy as a debatable construct linked to the objectives of the project, the engagement in
the decision-making process, the funded party, the nature of academia, and their status within

the research team.

Research participants link the term autonomy to the funding party. These participants
were both Pls and team members. They believed that in addition to being limited by the

funded party, autonomy can be a source of conflicts with funders as well. LP2 suggests;

LP2: I don’t believe much in autonomy. | believe in the umbrella thing in order to keep
myself and the team away from trouble as much as possible with funders. There is also what |
can call the sense of responsibility.

BM22 and BP6 support this line of thought where they state;

BM22: when it come to the HE sector, people rely on funding from other organisations that
demand certain outcomes so the academic cannot be pure independent you know.

BP6: normally i have seen that autonomy is a typical source of conflict with funders where
funders are very tight on control and on bureaucracy and form filling and all that.
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Thus, the funding party may not have the intention to limit the team member’s and
PI’s autonomy; however, the funded research team more likely perceive a sense of pressure
from the funding party in order to fulfil the objectives of this specific project. The source of
this pressure is more likely linked to two main aspects. Firstly, trying to gain additional
grants in the future can lead to this kind of perceived pressure. Secondly, the exhausting
continuous process to build up an encouraging reputation in the field of research and

academia can also lead to this result as well.

Most research participants, taking part in this research, refer to autonomy as a debatable

construct. In that sense, QP4 states;

QP4: autonomous working is not the same as working on their own. The autonomous person
still has the common project in view.

SP15 backs up this opinion where he suggests that;

SP15: once we say autonomy, it is not about go alone and start doing things. we are working
as a team.

Other participants believe that autonomy is an approach linked positively or negatively to

teamwork in the research setting. SM23 and SP16 highlight respectively;

SM23: i think the nature of the research we are doing in this field; we have to work together
so there is no place for autonomy. (negative link to teamwork).

SP16: autonomy has great to do with collaboration to address some deliverables it is about
communicating with the rest members and share direction and opportunities. (positive link to
teamwork)

All these opinions clearly manifest the contradicting views about autonomy in the HE
sector and in research teams in particular. In addition, autonomy was linked to the
engagement in the decision-making process, the nature of academia, and the objectives of the

project itself. UM21 believes that;

UM21: | feel more independent when | have more decision in the project, if | am given a
topic and a brief skeleton of the project but all the decisions | can make myself
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UM19’s thought compliments this opinion,;

UM19: the PI should be involved but we should have our freedom to a big extent.

These two team members do not neglect the role of the Pl within the research team;
however, they believe that they possess the potential to participate in the decision-making
process. The do not want people to boss them around. According to these members, “getting
the money” does not justify neglecting the members’ voice. Roughly, all research participants
link the construct of autonomy to the nature of academia rather than research teams in

particular. SP16 and BP14 suggest;

SP16: this career is where autonomy plays a role whereas other jobs mostly the agenda is set
with previous considerations.

BP14: some individual believe that their argument is very strong before they bring their
argument out there. this pressure of being autonomous comes too early in your career as an
academic.

Where the participants’ understanding of autonomy is mainly linked to the nature of
academia, they believe that the research field contributes to the perceived pressure by
academics to be autonomous as well. The promotion and recruitment, in the HE sector and
research field in particular, is mainly based on materialistic competition and publications. In

this case, the academics’ desire for autonomy is more likely justified.

SM27 and IP9 approach the link between the understanding of autonomy and the
nature of academia from another angle. They believe in the difficulty of social interaction for

academics and the passion they possess about their work. They respectively state;

SM27: 1 like to work on my own where it is kind of solitary. many people in academic
research find social interaction difficult.

IP9: academics are in a tricky place because they feel loyalty for work. I don’t categorise it
as autonomy, it is about feeling passionate about their work they are doing.
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Away from the absence of a clear agenda in the HE sector and the pressure these
academics perceive to be promoted, these participants trust that autonomy is linked to the
nature of academia. However, they believe that this link is a result of the passion they have
for their work. They have chosen a particular field of research where they found that they can
belong to an existing school and support its arguments. Alternatively, this passion can lead to

their creation of their own school of research in some cases.

Finally, the participants’ understanding of autonomy was linked to the stage of the project

and the project objectives as well. According to SP16;

SP16: the more the delieverables are multiple and specific the less autonomy the member of
the team has. Also, once we progress in the research stages, people will have more
experience and are likely want more to be autonomous.

According to this line of thought, team members would have the freedom to make
their own decisions once the objectives are broad and not specified; however, these members
are supposed to show the required commitment once specific deliverables are indicated. A
broad landscape provides a potential for creativity and decision-making opportunities. HM18

explore the research stage within a funded project from another perspective. She suggested;

HM18: i need to be left alone to get along with things. I dont like to be asked questions about
my worKk in the first stages.

HM18 shares her insecurity in the initial stages of the research project. For her,
autonomy is a tool to be self-empowered. In this case, autonomy provides her with the
required confidence to argue about her own work and thoughts through further stages of the

research project.

To sum up this section of Chapter 4, autonomy is a debatable concept within a funded

research team setting. Different understandings of autonomy are accompanied with different
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statuses in a team. According to Pls and members, autonomy is more likely limited by the
funded party. Where some members believe that autonomy is a shifted approach from
communication, others argue that it complements teamwork in a research setting. Finally, a
potential contribution to knowledge is how autonomy linked to the nature of academia. This
linkage is explained through the absence of clear agenda in the HE sector, the passion of
academics to their work, and the perceived pressure by the players within this sector. The
next sections explore this linkage in addition to positive and negative facets of autonomy in

the research setting.

4.2.4.2 Positive Facets of Autonomy in the Research Setting

Pls and members structure the usefulness of autonomy in a research setting into two
main categories. These categories are “autonomy as a desire” and “autonomy as a need”.
Throughout this section, a subjective cut between the desire and the need for autonomy in a

research setting is made.

The words “need” and “desire” are not used within their exact meanings through this
section. The use of these words refers to a subjective hierarchy in the research team setting

from the participants’ perspective.

Autonomy as a Desire

Some Pls and members refer to autonomy, in the team setting, as a desire academics
have. In addition to the nature of academia discussed before, these participants linked this
desire to the control mechanism implicitly present within the HE sector through a system of

patronage. In that sense, these professors believe;
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LP7: these days there is an increasing control mechanism on academics when they operate
making it increasingly difficult and time consuming.

LP2: we like to work independently. We do not like work to be imposed on us through
academic institutions or from those in managerial positions.

Thus, this desire is a reaction to the existing system in the HE sector. In the same
manner, such system applies to research teams which is manifested through the relationship
between the team and the funding party. This dynamic cycle sets its implications on the
relationship between the PI and team members. As an attempt to explore further this “control
mechanism”, a coach of PIs is interviewed. He is a professor in the field of Infrastructure and

Resilience. IP9 stated:;

IP9: one of the problems in the university sector nowadays, universities seem to be pushing
performance management strategies, everything becomes about monitoring of performance
and | think that massively undermining the potential of research and researchers.

As a result, the academics’ desire for autonomy is more likely influenced by the
control mechanism in the HE sector and the accompanied implications. According to team
leaders and members, this desire is manifested through their personal development, sense of

empowerment, and a sense of ownership. SP15 states;

SP15: to be autonomous broadens the choices that people have usually.

GP12 and SM25 support this line of thought;

GP12: | think people enjoy the project when they know they have got permission to be
adventurous and to be risky and that’s how I attempt to work and improve. Once | give them
permission to take some risks; they can develop their thinking.

SM25: the nature of research justifies our desire for autonomy, research usually never use a
very clear strategy towards how you can solve a research problem, thus in here you
challenge yourself.

Adopting the participants’ perspective, fulfilling the members’ desire for autonomy

can potentially lead to their personal development. Once these members take the initiatives
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and the permission to make decisions, this may boost their self-confidence and self-esteem.
In this case, this PI is not giving them complete autonomy; however, he/she contributes to
their perception of equality and trust in their own personal and research potentials. Fulfilling
the members’ desire for autonomy is a stage within a full landscape of a learning process. To
develop their own thinking in the field of research, these members are supposed to learn from
their own mistakes by having the permission to be relatively risky. Giving the members the
opportunity to lead important elements of the research, the PI’s enabling role, can be referred

to as an indirect mentoring process.

In addition to personal development, autonomy provides a crucial opportunity to
develop a sense of empowerment and a sense of ownership within team members. CM29

considers;

CM29: | want to have the initiative to take the tasks that I am comfortable with. so doing
something | am good at so that | can feel independent and feel happy with that. I am the
person doing that that’s a prize.

Thus, if members want to be autonomous, they will probably have personal initiative
and responsibility. Describing autonomy as a “reward” creates implications on how research
team members perceive the presence or absence of this construct throughout their work in a
research team. For instance, once the PI fulfils this desire, these members perceives a sense of
empowerment and ownership of their own work. In this research, members continuously
linked the terms autonomy, empowerment, and ownership. Such linkage explains why
academics, in particular, have a desire to be autonomous. Academics, most often, are
specialised in a particular line of thought and research throughout their career. They are
passionate and enthusiastic to discover new areas and contribute to what exists in literature.
Such enthusiasm contributes to the development of a sense of ownership towards what they

are passionate for thus developing this desire for autonomy. Once they are granted this
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autonomy, this will more likely enhance their sense of empowerment. In turn, passion and
ownership for the line of research is recognised. This continuous cycle between autonomy,
ownership, and empowerment further justifies the increasing desire for academics to be

autonomous. The figure below illustrates this cycle.

Sense of
Ownership

Passionate
for Own Desire for

Research Autonomy
Line

Sense of
Empowerment

Figure 4. 3: An illustration of how the academics desire for autonomy is constructed.

Autonomy as a Need

Some research participants do not only characterise autonomy as a desire in a research
setting; however, they also believe that autonomy is a major requirement for team members
to perform and fulfill the objectives of the funded project. Such a requirement is referred to as
a “need” throughout this section of the thesis. According to participants’ thoughts, autonomy
is a source of trusting one’s abilities, innovation, motivation, and career progress. QP3 shares

her thoughts in that sense;

OP3: I need my staff to work autonomously. I don’t micro-manage. If | cannot trust them,
there is no point. The projects are tiring enough without having to ‘chase’ the staff. I cannot
work with them if they were not standing on their own feet.
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This professor states that she needs the team members to work autonomously. This is
a requirement for her to work with them in the current chosen project and through further
research projects. She relates the term autonomy to micro-management. In this case, micro-
management may create tensions and problems with some team members. It can more likely
create an unproductive team. Choosing team members who possess the potential to work
autonomously can resolve this avoidable tension. As a result, a Pl shows a greater level of

trust for people who tends to work autonomously.

From a team member’s perspective, NM26 considered;

NM26: for me having an increased autonomy is important for me to build my career in
general. it is a sort of self-serving. here | know that seniors trust my work.

This team member believes that to progress in the academic career requires a degree
of autonomy to be granted by people in senior positions. As a “self-serving” sector, the HE
sector requires a personal effort from each player which is influenced in turn by the degree of
autonomy granted to this person. Personal effort, in this sector, is manifested through
publishing conference and journal articles for example. For an academic to have his or her
name in a specific field, he or she is supposed to have the desired autonomy to do that. This
process can be referred to as a career building process. Once a team member is granted that
autonomy, he or she will perceive that the PI trusts his or her own potential to perform. Such
trust is reflected through applying for personal grants and thus progressing in the field of

research.

Most team members and Pls considered autonomy, in a research setting as a
motivating factor to productively perform. Besides, they believed that fulfilling the members’

desire for autonomy is a source of innovation in this setting. Where SM25 and LP13 state;
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SM25: Autonomy is more effecient way | would say for working within research. autonomy is
literally the main motivating factor for all academics to commit to the job.

LP13: good knowledge is created and guided by the knowledge or by the process itself rather
than by somebody telling them what to do or what to look at.

SP16 believes;

SP16: academics work and are innovative when working on new ideas than delivering on
existing ideas

These participants argue that autonomy is a crucial factor to enhance productivity. As
a motivating factor to perform, autonomy is considered as a source of commitment. This can
be explained through the ownership-autonomy-empowerment cycle elaborated previously.
Research members are committed to their task once they perceive that their potential is
trusted. In terms of knowledge construction, which is the main aim of any funded project,
professor LP13 suggests that knowledge creation is process-based rather being imposed by
another party. As an attempt to fulfill this main aim of funded projects, Pls are supposed to
grant team members the required autonomy or at least explain why they do not have the right
to be autonomous in particular cases. To sum up, communication is a critical aspect led by
the PI. For instance, if the autonomy desire cannot be pragmatically fulfilled, the leader is
supposed to explain the scenario and alternatives so that the outcomes associated with
autonomy in a research team are not lost. Finally, the construct of autonomy is associated
with innovative ideas from team members. Once a person follows a flexible procedure taking
responsibility of his or her own actions, creative ideas result. Such a sense of responsibility
requires this member to organise and structure a backup plan as well. This cycle enhances the

sense of creativity for team members.

To conclude, the extent autonomy is beneficial is when members can execute or
deliver opportunities when planning is not finalised at the beginning of the funded project.

Where some team members can be working on different projects, it is more practical for this

144



member to work independently to a large extent. In this case, time management skills are

significantly required as an attempt to reach a desirable work-life balance. According to BP6;

BP6: | prefer someone who prefer to be autonomous and need to be grained in than someone
who have no autonomy at all which is a nightmare! for a Pl it is very high on the list.

Thus, Pls more likely prefer to work with people who have this desire and invest it for their

personal development achieving the project objectives.

Critically evaluating the extent autonomy is beneficial in funded research team is one
of the objectives to contribute to the LMX theory. In addition to the evaluation of the
usefulness of autonomy within a research team was associated with gaining an understanding
of autonomy concept within the field of research. Because the PI’s and the member’s
understanding of autonomy in the team setting shaped their thoughts regarding the extent
autonomy is beneficial within research teams and there is no clear definition of this construct
in this setting, the participants’ understanding of autonomy is a potential contribution to
existing literature in this case. The figure below illustrates the contribution to knowledge

elaborated through this section.

Understanding of Autonomy

Objectives of the Funded Project
Funding Party

Nature of Academia

Status within the Research Team
Engagement in the Decision Making
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Career Development

Figure 4. 4: Evaluating the extent autonomy is beneficial in research teams — usefulness o
autonomy linked to the participants understanding of this construct.

4.2.4.3 Negative Facet of Autonomy in the Research Setting

The participants’ experiences highlight other areas regarding the construct of
autonomy in a research setting. Their thoughts are referred to as “negative facets of
autonomy”. Few numbers of leaders and members, compared to the whole sample, believe
that autonomy is not desirable by academics because it negatively influences the research

work. These thoughts are elaborated through this section.

Lack of guidance

Where the term autonomy was previously linked to the terms guidance and
supervision, few Pls and team members consider that autonomy is associated with a shifted
approach from guidance and effective communication within the team. In that sense, UM21

believes;
UM21: autonomy can be counted as a disadvantage though. because sometiomes I'd like to

have a clear idea of what | am supposed to be doing

Another team member supports this opinion. CM12 states;
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CM29: | didnt know how to use Nvivo and had not use it before, in this case | needed some
support, I did not want to work independently.

Such approach to autonomy from two team members, belonging to different fields of
research, indicates that the term autonomy does not align with communication within
research teams. Such finding contradicts previous research on autonomy where
communication is not neglected through autonomous work (please see Chapter 5 for a critical

link between the research findings and existing relevant literature).

One of the findings, in this case, that these two team members are early career
academics, different genders, and belong to funded projects in Sciences research fields.
Accordingly, once people have been granted a large degree of autonomy, they may not know
whether they are on the right track or not. They prefer to be informed if they are clearly
fulfilling the objectives of the funded project. They are being hired through a specific grant,
and they are responsible for that amount of money. Thus, they do not feel comfortable to be
given that space. Autonomy, in this case, is a barrier to guidance especially for early career

academics within sensitive and critical fields of research.

Loss of control
Other participants believe that the excessive degree of autonomy in the team setting
can result in a loss of control of Pls and team members on the research process. In this

regards, UM19 and BP6 state;

UM19: mainly everybody is nice to the boss but they may not be nice to eachother, so
through independency, the boss may not know what is going on

BPG6: | can see that particular individuals are autonomous to the extent that they don 't want
to comply with things.
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In this respect, autonomy, in the team setting is a barrier for both the leader’s control
and the members’ performance within the funded project. Thus, complete autonomy is non-
functional in the team. For instance, not everybody is ready, in terms of competency and
personality, to be independent. Not everybody can do his or her best as an independent
player. In addition, where UMI19 is an early career academic, the members’ career stage can
more likely influence the members’ desire for autonomy and how such a desire is
implemented. A disoriented implementation of the desire for autonomy can create tensions

and problems with other team member in terms of intentions and coordination.

Misleading desire
A third dimension of the negative facet of autonomy is referred to as the misleading
desire. The term “misleading” indicates the contradiction between what is required by the

team members and the actual situation. A professor in the field of RNA Biology suggests;

BP14: people think they are good already when they reach their first post doc and they want
to work independently. No, they are not and am not ... our tasks are related to each other
and we learn from each other as well.

In this case, the negative facet of autonomy is manifested through the members’
increasing ego once they progress in their academic career. Autonomy becomes a problem
when individuals are too proud to ask for help. Some people believe that they need to develop
their arguments to be very strong before they are willing to share them with others.
Negatively influencing the dynamics with a research team setting, this can be referred to as
the “negative ego”. In addition, it is hard to be fully autonomous. For instance, tasks are
interdependent. The overall process can be dependent on several universities such as projects

that are co-led.
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Role Clarity and Communication as Emerging Concepts

Role clarity and communication, within the funded project, emerge as concepts
capable of managing the negative facets of autonomy according to participants. In regards to
role clarity, Pls are responsible for making it clear from the beginning of the project, in terms

of task allocation and members’ rights, to reduce any avoidable tension. According to IP9;

IP9: as a team, we will agree on who will be doing each task. my role is to facilitate and
enable that conversation. This will support them.

This facilitative style of leadership makes it clear how tasks are allocated. Starting the
project with an organised and well-structured plan, the heavy lifting of the research tasks is
effectively shared by all team members. In this case, role clarity contributes to resolving the
tensions within the dynamics of the team, including those tensions associated with the

negative facets of autonomy and role allocation.

In addition to role clarity, the communication within a team contributes to cushioning
the negative facets of autonomy. Throughout the communication channels set up by the PI,
team members are more likely to be aware of the extent they have this right to be

autonomous. In that sense, HP1 states;

HP1: i make it clear from the beginning where team members have autonomy and latitude
and where they cannot.

Thus, the pre-agreement about fulfilling the members’ desire for autonomy is a part of
the project governance. The absence of this pre-agreement can create a sort of tension. In
turn, this tension influences the dynamics within the team in the same manner. For instance,
research never happens in isolation. To give members the lead in some stages of the funded

project, these communication channels are a must. In addition, communication can be a
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solution for mental issues accompanied with the research work where team members have

different competencies and strategies to cope with pressure. In this regard, LM20 considers;

LM20: you need leaders and members who you can trust for example in mental health issues
or when sometimes where you feel demotivated, sometimes we don’t fully know how to do a
specific task you need to talk.

Through communication, team members are looking for a sort of support from other
members and the PI. If this “communicative” environment is not present, the members may
pretend that there are no problems. In this case, they may perceive autonomy as a solution of
these tensions. Thus, instead of developing their potentials and progressing in their career
through autonomy and communication, they end up pressured with the accompanied mental

health problems and a negative facet of autonomy is revealed. According to professor SP15;

SP15: as an investigator in this project, communication and transparency should be present.
in the team, there should be at least one person who has this skill to communicate. Juniors
could be mentally stressed and overwhelmed.

To summarise, the participants’ understandings of autonomy creates implications for
their perception of its usefulness in a research setting. For example, SM23 believes that there
is not any desire for autonomy in the research field where this construct contradicts working
in a team. Most academics work towards being an independent academic. Thus, the pressure
of being autonomous comes too early in an academic career. Where researchers are more
likely to operate autonomously, it is for the Pl to do the team “interphasing”. Interphase
refers to a medical biological term demonstrating a stage of cell division where cells are
duplicated. During this phase, there is an organisation of chromosomes “DNA holders” where
network channels are initialised (Parada and Misteli, 2002). A comparable ideology between
the medical and leadership field, facilitating communication and network channels refer to
the PI job where it is the nucleus function in a cell. The figure below summarises these

thoughts.
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Figure 4. 5: Managing the negative facets of autonomy through role clarity and
communication within research teams.

4.2.5 Providing an understanding of friendships in the work context within research teams
contributing to LMX literature

The participants’ understanding of friendships in the workplace shapes their thoughts
on whether friendships are desirable in a research team setting. This research study aims to
develop an understanding of friendships, in this setting, to contribute to the LMX

relationship.

A critical finding throughout this research is the importance of the PI’s and team
members’ previous experiences on the dynamics within the team. This was particularly
relevant to early career academics. Their experience or lack of experience shapes their
behaviours and understanding of several constructs. One of these constructs is friendship

which is explored throughout this section.
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4.2.5.1 A General Understanding of Friendships within a Team Setting

Pls and members continuously link their understanding of friendships in the team
setting to their understanding of friendships in their everyday life. They structure their
thoughts through a comparison between their experiences within the team and their previous
ideas on friendships. According to the research participants, friendships in this setting are
linked to a set of dimensions. These dimensions include; mutual respect, affection,
genuineness, trust, personalities, and cultural understanding. In this respect, BP6 and BM30

consider;

BPG6: friendship is something genuine | can easily link it to having same sense of humour for
example. | have close colleagues which I may not or | may call them friends but they are
people that I have tremendous respect and affection for but not much personal.

BM30: in Portugal there is a huge pressure as an academic to be friends with your
colleagues not only colleagues ... here in the UK, it is different. you can form friendships if
you want but there is not pressure to do so. there are some socializing that is kind of expected
of you.

Thus, friendships in the work setting is not something a member can control
strategically. Throughout the relationship between the dyad, they will discover more about
their personalities, habits, their motivating factors, and the way they react. In this case, a
working relationship is developed where empathy is present. This friendship is based on
professional respect and affection. Accordingly, these members are supposed to spend more
time outside work voluntarily in addition to the work done together. However, it is more
likely that the person will keep personal problems to oneself rather than sharing them with
the other party. Therefore, friendships in the work-context is a construct which is neither
supportive acquaintances in the team nor friends as understood in everyday life, but

somewhere in between that is not controlled strategically.

Where some participants limit their thoughts to these dimensions, however, others

went beyond to indicate that friendship refers to a concept that can more likely enhance the
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team dynamics. Few believed that is may be associated with a set of negative aspects or could
be considered as a by-product of research. Thus, participants’ understanding, with respect to
this construct, were mainly inconsistent. The figure below illustrates how the participants’

experiences shaped their understanding of friendships.

Experiences of

everyday life

Developing an
understanding
Ofafisiendships

Developing an understanding of friendships in
the work context within research teams

Figure 4. 6: Developing an understanding of friendships in the work-context.

The rationale behind this understanding is their experiences in research teams and
daily life. For instance, experiences in everyday life develop people’s understanding of
friendships. This understanding is taken into the team setting where these people experience
friendships in the work context. In turn, their previous understanding of friendship is

modified accordingly. The result is a complex articulation of friendships in the work context.
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4.2.5.2 Enhancing Team Dynamics
In terms of enhancing team dynamics, friendships are related to trust, psychological

well-being, performance, cultural differences, and political support. Accordingly, LP7 states;

LP7: if you have a friend, he or she will tell you this is good and this is bad and you will
listen to him. it is about sharing thoughts and frustration with colleagues in the work
environment we spend loads of time in here. It reduces the pressure from competition and
important to progress in our career.

In that sense, team members can deal with difficult conversations through friendships.
Such conversations are much easier with team members whom you are friends with having a
degree of trust in regard to how they will perceive this conversation. Solving difficult issues
is more complicated with people whom you are not friends with, especially in the case of
cultural differences. Friendships create an approach for members to communicate their
concerns. Where many academics reported that they do not have much time outside work to
make other friends because they spend most of their time working, friendships at work can
provide a lot of support. In addition, such friendships can improve the social networks

required in academia. This support is potentially crucial in this sector.

GP12 and BM30 support this argument;

GP12: friendship is always desirable where it something work more fun and you can have
honest and supportive relationships with somebody. | am an extrovert so | like this way.

BM30: friendship is when I feel more comfortable to give the actual reasons (child vomited)
so | was late.

These moments outside a strict task-oriented setting will give a team member a deep
appreciation of other members and the PI. If there are no friendships, a member can feel the
tension within the group. Thus, friendships create a comfortable environment to express

doubts and worries rather than being a potential tension. It is a source of entertainment

through work and can be linked to personalities, particularly the “extrovert personality” of
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some members. Finally, friendship is found as a state where a team member feels responsible

for the team.

4.2.5.3 Friendship between a Negative State and a By-product of Research
Where some participants refer to friendship as a construct that enhances the dynamics
within the research team, few participants place this construct between a negative state on the

one hand; and a by-product of research on the other. In that regards, EP5 believes;

EP5: 1 would not keep friendships in the work environment together because when | am
disappointed with someone, it is harder when you are a friend to try to change it and sort
things out ... close relationships may not be separated from the professional context.

In this case, some members and leaders avoid making friends with work colleagues. It
could make the situation awkward. Here is the line between friendships and good working
relationships where there is more room to be strict in terms of tasks organisation in the latter.
In addition, the absence of professional maturity would make it difficult to manage emotional

aspects of informal relationships. For instance, LP2 states;

LP2: i remember one of the projects long time ago, i had a relationship with one of the
researchers within this project, a more intimate kind of a relationship. yes, there was a
problem. | was decrepitude throughout the duration of the project.

Therefore, leaders and members are supposed to evaluate if this friendship could
affect productivity? Could it make the judgement less objective? Friendly relationships with a
degree of social interactions could be productive but a real friendship, where personal life is

exposed, is problematic reflecting on the participants’ thoughts.

Some participants approach this concept as a by-product of research. UM21 considers;

UM21: for me if there is a project, it does not matter if there is much friendship or not.
people are supposed to be working rather than forming friendships.
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Thus, some members and leaders could be friends; however, this relationship is a by-
product of the project. These members are not supposed to be friends to be productive but at
least they have to be able to get along effectively with mutual respect and support.
Accordingly, friendships are not related to the work-context itself; however, it could be a
coincidence or starting as friendly acquaintances which develop into friendships through

further career stages.

To summarise, friendships in the workplace are different to friendships in the non-
work context. For instance, if a team member has friends in work, they are also his or her
colleague so there should be some boundaries. However, these boundaries are more likely
absent in the social context. Participants were more comfortable to use the word good

working relationships rather than friendships. Where UM31 and LP7 state;

UM31: by the way, good working relationships is a better term in the work context.

LP7: but personal opinion that i dont see my colleagues as friends. | can see good working
relationships.

In summary, most of the participants’ thoughts on friendships are guided by their own
experiences which is expected to change in the long-term where they progress in the career,
retire, shift to a different field of research, shift to another sector, or simply change their work
place to another university or research centre. Where there is an aspect of insecurity that goes
into this system for a permanent settle “as highlighted by participants”, friendships at the
workplace can more likely absorb the associated tensions when professional maturity is
present at the same time. Professional maturity is linked to the academics’ ability to be aware
about informal vs formal situations at the workplace. Lacking this awareness ability more

likely shifts working friendships to a negative facet manifestation. With respect to
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friendships, participants’ understanding resulted in three lines of thoughts. These line of

thoughts are included in the table below.

Lines of Thought Examples

Enhancing team dynamics Trust, Performance, Psychological well-being ...
Negative facet of friendships Insecurity, loss of control through intimacy ...
By-product of research Coincidence, Irrelevant to HE sector ...

Table 4. 2: Participants’ understanding on friendships in the work-context.

Therefore, informal relationships and friendships are critical constructs that make a
very big difference with respect to the team building, dynamics, and the reconceptualization

of LMX.

4.3 Chapter Summary

This research provided a reconceptualization of the LMX framework. Such
reconceptualisation is linked to the concepts of political empowerment, power, friendships,
and psychological well-being concerns accompanied with inequality perceptions within
funded research projects in the HE sector. It resulted in four layers of LMX. These layers
were the political layer, positional layer, informal layer, and the perceptual layer to further
understand the exchanges within the team on the materialistic and social levels. The idea of a
political aspect of the LMX relationships have emerged after the frequent use of a set of
expressions by both team leaders and members. These expressions include “to be empowered

29 <¢

politically”, “to have that political base”, and “using the prestigious reputation”. This
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manifested the political layer of the LMX working relationships. Findings on autonomy,

workplace friendships, competency, and trust supported the main aim contributing to LMX.
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Chapter 5: Discussion

5.1 Chapter Introduction

The information provided within this chapter seeks to place the results of the
conducted research within the broader context of the relevant literature. In addition, a set of
assumptions and claims are suggested to understand the meaning associated with these
findings thus creating a common ground with the existing literature in terms of contradiction,
similarity, and complementation. Chapter 5 is divided into separate sections reflecting the
research findings ranging from the research population to the specificity of the HE sector. It

is useful, in this case, to reiterate the objectives of this piece of research.

To provide a reconceptualization of the LMX theory through;

e Investigating whether the team member’s competency can enhance the quality of
LMX between the Pl and research members;

e Highlighting the role of trust within research teams;

e To critically evaluate the extent autonomy is beneficial in academic research teams;

e To suggest an understanding of friendships in the work context within research teams.

5.2 Summary of the Research Findings

The research sample comprised of the following: Pls were 82% male participants and
18% female participants whereas research team members were 36% male participants and 64%
female participants. The distribution of the research sample between different genders is

critically explored throughout this chapter.

A core research finding within this research is main contribution to existing literature
on LMX. This study fulfils this gap through the criticality of the dynamic common ground
“novel term” between the Pl and members. In line with main aim, this research provides a
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reconceptualization of the LMX framework. Such reconceptualisation is linked to the concepts
of political empowerment, power, friendships, and psychological well-being concerns
accompanied with inequality perceptions within funded research projects in the HE sector. It
resulted in four layers of LMX. These layers were the political layer, positional layer, informal

layer, and the perceptual layer.

For instance, the idea of the “novel” political aspect of the LMX relationships have
emerged after the frequent use of a set of expressions by both team leaders and members. These
expressions include “to be empowered politically”, “to have that political base”, and “using the
prestigious reputation”. This manifested the political layer of the LMX relationship. The
positional layer of LMX emerged because the leader-member relationship was not limited to
the assigned positions within the team; however, LMX relationships go beyond and include the
level of seniority of members and its implications for the dynamics within the research team.
The informal layer of LMX relationships creates crucial implications on the dynamics within
an academic research team. These moments outside a strict task-oriented setting will give a
team member a deeper appreciation of other members and the PI. Finally, the perceptual layer
of the LMX relationship corresponds to the mental health of team members where they seek to
perceive the required support from both the leader and their colleagues. In terms of the
contribution to the LMX relationship, this finding critically illustrates the importance of the
political aspects and psychological well-being of the team members in high-quality
relationships. The research findings were finalised by the indirect influence and the practical

implications of these four layers of LMX on addressing the work-life balance concern of most

academics and their psychological well-being as reported by the research participants.
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According to this research, high quality relationships between the Pl and the research
members are influenced by a set of factors. These factors include the member’s personality,
trust established between the dyad, member’s competency, and the role-status within the
research team. Viewing the concept of trust, it included professional trust, contribution
appreciation, and the psychological well-being of team members. According to the members’

competencies, it included subject knowledge, teamwork, and stress management.

The third research finding, reflecting a research objective, considers the PIs’ and the
members’ understanding for autonomy. Such understanding was linked to the objectives of the
funded project, funding party, nature of academia, status within the research team, and
engagement in the decision-making process. These participants shared their views regarding
how the construct of autonomy can impact their work within a research setting. Their views
manifested a negative and a positive facet for autonomy in this setting. Where the negative
facet suggested a misleading desire, lack of guidance, and loss of control; the positive facet
included personal development, sense of empowerment, source of trust, source of motivation,
source of innovation, and career development. These findings explained how role clarity and
communication can resolve this negative facet of autonomy. The participants’ understanding
of autonomy in the team setting shaped their thoughts regarding the extent autonomy is

beneficial within research teams.

Providing an understanding of friendships in the work context was the fourth research
finding. A critical finding through this section was the importance of the PI’s and team
members’ previous experiences on their perceptions of friendships in the workplace and the
dynamics within the research team. The participants’ understanding of friendships results in
three line of thoughts. These lines are enhancing team dynamics, the negative facet of
friendships, and the by-product of research. However, there was a general agreement that
friendships in this setting were linked to a set of dimensions. These dimensions included mutual
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respect, affection, trust, genuineness, personalities, and cultural understanding. Therefore,
friendships in the work-context is a construct which is neither supportive acquaintances in the
team nor friends as understood in everyday life, but somewhere in between. It is a critical
construct that makes a very big difference with respect to team building, dynamics, and the

understanding of the LMX relationship.

5.3 Research Population from a Gendered Perspective
As mentioned previously, gender differences were noted within the population
sample. Most of the Pls were men, whereas the majority of team members were women. This

informs the first research finding.

Where some research studies argue that leadership, within the HE context, is a
gendered phenomenon (Morley and Crossouard, 2015; Read and Kehm, 2016; Tedrow and
Rhoads, Eagly and Carli, 2012), this finding also corresponds with earlier research, which
identified such findings as indicators of the glass ceiling. The glass-ceiling idiom
theoretically explains the difficulty women have in achieving senior positions and roles
within the institution (Hansard Society Commission Report, 1990: 2; Jackson and
O’Callaghan, 2009). However, the glass ceiling remains a debatable transparent barrier rather
than being well-demonstrated and defined (Davidson and Cooper 1992: 171). Warner and
Palfreyman stated that “the description of universities as male-dominant hierarchies runs
counter to a perception of the academic community as characterised by equality and
academic fairness” (2001: 153). They go on to highlight that women only occupied 2% of the

total senior positions within the universities.

This gender-based finding is further reinforced by a set of theoretical frameworks.

These theories include the social role theory (Rawls, 1987), the leadership prototype theory
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(Nye and Forsyth, 1991), and the expectations-states theory (Kalish and Luria, 2016). They
highlight some aspects in regard to how gender, competencies, and positions are linked.
These theories highlighted what is expected from women within the accepted social norms. In
addition, Davidson and Cooper pointed out the disadvantages of being a woman in a senior
position (1992: 83). They suggested that these women are vulnerable to increasing
performance pressure, male-group exclusion, visibility, lacking a female role model,
isolation, and an unconscious modification of one’s behaviour to fit into existing stereotypes

(sex stereotypes).

Prior to this research, O’Connor and colleagues (2019) suggested that the concept of
stealth power, is a covertly-operating type of power within a certain setting. Accordingly,
certain factors are considered to privilege some people rather than others. These factors
include race and gender (O’Connor et al., 2019). Furthermore, this type of power is rarely
perceived by those who are privileged. This suggests that the distribution of the leadership
roles within the HE sector in research teams is unlikely to change in the near future. This is
consistent with Acker’s study (2006). Acker argued about the invisible nature of gendered
power. In turn, this doctoral research suggests that stealth power is manifested through
gendered power within the HE sector. Thus, previous research provides reasons for the

demographic characteristics of the population sample in this doctoral study.

5.4 Contribution to the LMX Relationships — Main Aim

Lewin believed that a good theory is the most practical approach in a research field
(Lewin, 1951). In that sense, this research study provides a potential reconceptualization of
the LMX framework. This conceptualisation is linked to the concepts of political

empowerment, power, friendships, and inequality perceptions within funded research projects
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in the HE sector. These concepts generated four non-hierarchical layers regarding the LMX
relationship. The figure below illustrates the link between the four concepts and the non-

hierarchical layers of LMX.

Political o
Empowerment { e Political Layer
Power { e Positional Layer
Inequality
Perception { e Perceptual Layer
Friendships { e Informal Layer

Figure 5. 1: The generated non-hierarchical levels of LMX relationships through this
research.

These four layers, which are elaborated throughout this section, reflect both the focus
of recent research on LMX and the findings of the current research. In view of this, Brown
and colleagues referred to LMX as an interpersonal exchange approach (Brown et al., 2019).
The findings of this PhD research highlighted a symbiotic approach of LMX where it
explained the rationale behind the development of high quality relationships by Pls and how
PI’s behaviours were perceived by team members based on members’ needs and

expectations.

In addition, the four-layer LMX aligns with the relational development of the LMX
process elaborated throughout chapter two (Literature Review; Rowe and Guerrero, 2016:
143). For instance, the first stage is the stranger phase where the relationship is comparable
with the relationship between the leader and out-group members. Some aspects of the
positional layer can be more likely manifested during this stage. The second stage is the

acquaintance phase where the two parties exceed the materialistic exchange and the formal
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contractual agreement. This study suggests some aspects of the perceptual layer occur during
this stage where team members are aiming to achieve a high-quality relationship with the
team leader. The third stage is the partnership phase where the relationship is comparable to
the relationship between the leader and in-group members. Some aspects of the informal
layer are expected to occur in this case. Regarding the political layer, this study considers that
this layer of LMX creates a set of implications for the three stages of the development of
LMX. This is justified through the underpinnings of the political empowerment within
academic research teams. These underpinnings include power, friendships, desires, ethics,

perceptions, and expectations.

5.4.1 Political Layer — Political Empowerment
Where the concept of work-place politics emerged through the data analysis process,
previous research on this concept were not included through the Liturature Review Chapter.

Thus, previous research on work-place politics are provided through this section.

In that sense, Rowe and Guerrero (2016:166) believed that personal moral
development is a dynamic process. For instance, a conflict can be created between activities,
which are financially attractive, and personal morality. Drawing upon this line of thought, the
role of the political layer within the research team dynamics emerges. Particular factors have
been found to contribute to the structure of the academic field. These factors include the
power of economy and politics. Where several patterns of behaviours and decision-making
practices may align with a set of norms and beliefs from the economic field, other decision-
making processes may align with a political accepted belief rather than the accepted
standards within the academic area (Apple and Aasen, 2003: 177). In this doctoral research,

the idea of a political aspect of the LMX relationships have emerged after the frequent use of
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a set of expressions by both team leaders and members. These expressions include “to be
empowered politically”, “to have that political base”, “using the prestigious reputation”, and
“to be linked to the industry”. Thus, political empowerment is a concept that can bridge a gap

between the team setting and the relevant environment or can support the research team

financially. In that sense, a Pl stated;

LP7: when we have industrial partners and this can help to grant funding even if they are not
necessarily doing much on the research. If the presence of these people will get an additional
of 50000£ towards the grant, then it will does not matter if they will not do a huge amount of
the work.

This quote highlights two crucial thoughts, the relationship with industry and work
allocation. Firstly, in regarding to relationship between the research team and industry, Swart
and Harvey (2011: 320) argues about the importance to enact knowledge highlighting the
need of the “inter-relationship between knowledge and its context”. In addition, Willis (2019)
highlighted the term PR “Public Relation” leaders and practitioners and the associated
importance of their contextual intelligence. Willis also pointed out the term “enacting” as an
attempt to put the results into practice. Applying the concept of PR leadership on funded
research teams, industry connections and prestigious funding proposals comes into the

picture.

These two aspects were mentioned by research participants as pragmatic plans to “get
things done”. Secondly, regarding work allocation, Spencer (1983) and Shipton and McAuley
(1993) highlighted the term “marginality”. Shipton and McAuley (1993) defined the term
powerful marginality as people operating at the board levels and more likely not concerned
with day-to-day tasks. Spencer (1983: 124) stated that “the perceived fact of marginality can
be seen as a source of power in the organization”. Thus, our research explored powerful

marginality as an approach were some members in the team are not so involved in the
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research process but establish the bridge between the team and the environment. As a result,

their presence is crucial with funded projects in the HE sector.

The concept of political skill in organisations emerged in the beginning of the 1980s
(Mintzberg, 1984, Ferris et al., 1999). Mintzberg (1984) argued that political skills is
associated with persuasion and negotiation and linked to career success and effectiveness
(Mintzberg, 1984). Ferris and colleagues defined a political skill as “the ability to effectively
understand others at work, and to use such knowledge to influence others to act in ways that
enhance one’s personal and/ or organizational objectives” (2005: 127). Rebecca and
colleagues’ definition of the political skills aligned with this definition. They believed that the
political skill is concerned with observing the surrounding social environment and understand
how communication can motivate, influence, and convince people within this surrounding
(2016). According to Kolodinsky and colleagues (2004), people perceived politically skilled
people as sincere. These individuals possess the ability to develop effective social ties

[Adopted from Abou Hamdan and Meschitti, 2019].

Through their empirical study, Liu and colleagues (2007) suggested an existing
relationship between job performance and political skills. These findings are consistent with
how Rebecca and colleagues (2016) characterised political skills as one of the most social
effective skills. Finally, Kolodinsky and colleagues’ (2004: 295) definition for politically
skilled individuals sums up this whole picture where they suggested that “politically skilled
individuals develop an intuitive savvy and understanding of events in organizations because
they read and learn from situations and enhance their understanding and perceived control
over events through acquisition of informal or tacit knowledge”. According to this research
study, LMX relationships are not only limited to dyadic similarities, teamwork skills, and
subject knowledge; however, these relationships implicitly emerge through a dynamic
political layer.
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Another approach to politics at the workplace is organisational politics
(Bouckenooghe, 2012; Landells and Albrecht, 2017). According to these studies, this type of
politics is accompanied by self-interest acts, negative feelings, and illegality (Landells and
Albrecht, 2017). Recently, using social exchange theory (Cropanzano and Mitchell, 2005),
Bicer and Buyukyilmaz argued that scarce resources at the workplace are associated with
organisational politics (2019). They suggested that employees align with the organisational
politics to get additional resources (Bicer and Buyukyilmaz, 2019). According to Miller and
colleagues (2008), such politics create an uncertain atmosphere where employees are not
aware about the punished or the accepted actions. Reflecting on these contradicting
arguments, this research study predicts an implicit political layer of the LMX relationship. It
was initially captured by the term “political empowerment”. This implicit political layer
creates various implications on the informal, perceptual, and positional layers of LMX that
are suggested by this research study. The implications of which are highlighted later in this

chapter.

5.4.2 Positional Layer — Power

With respect to this research, the positional layer of LMX is not only limited to the
assigned positions within the team; this layer goes beyond to include the level of seniority
and personalities of members and its implications on the dynamics within the research team.
Mentioned previously in chapter four (Research Methods — Data Analysis), power emerged
as an integrative theme from the PI’s perspective. It created implications for a wide range of

the themes developed from the information provided by the team leaders.

Levi defined power as “the capacity or ability to change the beliefs, attitudes, or

behaviours of other” (2017: 156). According to Raven and colleagues, in organisations or
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teams, a person can more likely have two types of power. These types include personal and
positional power (1998). They defined the personal power as a personality-driven power
reflecting knowledge, experience, and personality. Positional power was defined as a
positional-driven power reflecting coerciveness and reward systems (Raven et al., 1998).
During the same era, the concept of interdependence emerged when power issues were
explored in teams or organisational settings. Franz argued that interdependence enhances
team performance by altering the team members’ level of power over each other. For
instance, the level of power these members have over the team is increased through the
interdependency of tasks (Franz, 1998). In that sense, unequal levels of power among team

members negatively influence communication and trust within the team setting (Franz, 1998).

In terms of academic freedom, Bligh and colleagues approached the issues of power
from another angle. They stated that academic freedom is the “freedom to decide upon the
competence and certification of others ... freedom to express doubts and criticisms of any
belief” (1999: 108). Therefore, academics have this power to decide, judge, and evaluate

upon competencies. Research participant LP7 believed,

LP7: 1 would try from day one to give them some degree of independence. But to be honest, |
would be watching my members as much as | can from the side, for less competent members,
yes | also give them some degree of autonomy but also | will be that side member who checks
that everything is going alright.

Collinson suggested that, in terms of power, the relationships existing between leaders
and followers is “likely to be interdependent, as well as asymmetrical, typically ambiguous,
frequently shifting, potentially contradictory and often contested ... power relations are
always two-way, leaders remain dependent to some extent on the led” (2012: 185). This study
explains the association between power and LMX relationships through the approach theory
of power (Keltner et al., 2003) where this two-way approach is considered. According to this
theory, trait expression is decreased for people with low power levels in a particular
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relationship. They explained this approach through the expression of personal traits. For
instance, more-power individuals are more likely to express their personal traits compared
with less-powered individuals (Keltner et al., 2003). This theoretical approach complements
earlier research where situational constraints were found unequally influencing personality
indicators of both subordinates and supervisors (Price and Bouffard, 1974). In addition,
previous quantitative research suggested that, regarding low-power people, the connection
between traits and expression of behaviours is less likely manifested (YYoon and Bono, 2016).
In that case, supervisors may not notice the existing of certain behaviours and expressions

that are linked to their traits (Anderson and Berdahl, 2002).

To sum up, where inconsistent behavioural approaches are main factors in developing
LMX relationships (Yukl et al., 2009), this research study proposes that low-power
individuals in the research team can less likely influence PI’s LMX perception. Where they
may be willing to influence the PI’s LMX perception, their personal power (Raven et al.,
1998) is a potential limitation. Therefore, the positional layer is a critical contribution to the

literature on LMX.

5.4.3 Perceptual Layer — Inequality Perceptions

In terms of the contribution to the LMX framework, this finding critically illustrated
the importance of the psychological well-being of team members. The criticality of the PI’s
behavioural customisation requires the management of any potential inequality perceptions
(Dwertmann et al., 2016). In view of perceptions in the workplace, Lord and Maher defined
leadership “as the process of being perceived by others as a leader” (1991: 11). Thus,
leadership is not only manifested through traits and behaviours; however, leadership goes

beyond to reflect how traits and behaviours are perceived within the work setting.
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Previous research linked perceptions in the workplace to different theoretical models
and approaches. These approaches include social identity theory (Tajfel and Turner, 1986)
and the trickle-down model (Amrose et al., 2013). Social identity theory demonstrates a
collective awareness of the team member towards the self and the group. Such awareness
provides an ability, for this individual, to perceive others as a different category or reflecting
the self (Tajfel and Turner, 1986). According to Hogg and Turner, the social categorisation of
the self and the other is explained through social identity theory (1987). Where intergroup
distinctiveness is a desire by some individuals (Ashforth and Mael, 1989), outgroup members
are seen as less attractive (Jackson and Ruderman, 1995: 107). In terms of LMX, some
scholars believed that such situations are accompanied by a set of inequality perceptions.
These perceptions in turn have a negative influence on the psychological wellbeing of some
team members (Li and Liao, 2014; McClane, 1991; Dwertmann et al., 2016). These studies
discussed how inequality perception, associated with LMX, reduce levels of performance

(Dwertmann et al., 2016).

The trickle-down model suggests that the leader’s perception of an individual
influences the perceptions and the behaviours of this individual (Amrose et al., 2013). Yukl
previously explored this approach from another perspective in which the leader’s attributions
about the followers’ competencies are met with the attributions of the followers about what is
expected from them in terms of behaviours and traits (Yukl and Mahsud, 2010). Recently,
Frazier and Tupper stated that “direct supervisor serves as an important source from which
employees take their attitudinal and behavioural cues” (2018: 565; Deci and Ryan, 2000).
Thus, a team member is influenced by the leader’s actions. Therefore, this member is
vulnerable to inequality perceptions whenever he or she perceived-misperceived the leader’s
conduct of behaviours. In this case, LMX relationships are associated with conflicting

perceptions of followers (Lee et al., 2019). As mentioned previously, in terms of LMX,
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psychological safety is accompanied with equality perceptions. In view of this, Carmeli and
Gittell argued that the relatedness at the workplace is associated with psychological safety
(2009). This research finding was confirmed through later stages where psychologically
safety had a positive impact on vitality and learning in the workplace (Edmondson and
Kramer, 2004; Carmeli and Gittell, 2009). Highlighting the psychological safety at the
workplace from another angle, it was shown that the psychological safety of the supervisor
positively influenced the psychological safety of the employee (Fraizier and Tupper, 2018)
through the dominant supportive social norms in the work setting (Cialdini and Goldstein,

2004).

Through this research, the role of the P1 in the psychological well-being of team
members is highlighted. In terms of the treatment of people, this role is suggested as a
normative assumption of leadership. The normative aspects accompanied with the perceptual
layer justifies the importance to contribute the LMX literature through this layer where one of

the weaknesses of the LMX theory is the debatable inequality perception (Li and Liao, 2014).

According to Northouse (2019, p.149), a potential development of the LMX
framework is exploring how followers in a certain setting perceive unfairness where the
understanding of inequality and unfairness differ from one person to another. Thus,
throughout this research, participants were asked about their thoughts on inequality
perceptions resulting from the leader’s behaviour to develop this approach from a relational
perspective. This aspect of the LMX theory is captured through the additional perceptual

layer (please refer to Chapter 4: Research Findings).
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5.4.4 Informal Layer — Friendships

The informal layer of LMX informs the fourth objective of this research study. To
develop an understanding of the informal aspects of LMX relationships, this research
highlights and explores the concept of friendships in the workplace. This understanding of
friendships, in this context, has identified some underexplored aspects and hidden areas
within LMX relationships. These areas include how informal relationships are associated

with the dynamics in the work context.

Bernerth and colleagues (2007) argued that LMX conceptualisation should not be
shifted from informal and social dimensions. They suggested that the relationships between
the leader and the team members are not only governed by the member’s trustworthiness and
competency. For instance, these members are not supposed to prove their competencies to
their superiors before being involved in the LMX relationship. However, social exchanges
outside a strict-oriented setting plays an important role in developing the relationship between
these two parties (Bernerth et al., 2007). Trust and competency are factors throughout the
exchange between leaders and members (Berneth et al., 2007). These thoughts were
highlighted in Blau’s study with respect to the social exchange theory (1964). Blau believed
that unspecified returns are a crucial feature within vertical exchanges. Reflecting on these
informal aspects, Blau stated that “a general expectation of some future return, its exact
nature is definitely not stipulated in advance” (1964: 93). This PhD research supports this

conclusion.

Reinforced by cognitive theory (Meichenbaum, 1977), supportive behaviours and
information sharing are positively influenced by friendships existing in an organisational
setting. This research finding has been confirmed by Bicer and Buyukyilmaz (2019). They
believed that the informal social relationships between people working in the same setting
can enhance the structure of the organisation. These informal aspects are developed through
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spontaneous and random friendships (Bicer and Buyukyilmaz, 2019). Thus, such informal
aspects of relationship go beyond the organisational formal structure. Bhardwaj and
colleagues (2016) highlighted a positive relationship existing between friendships and
organisational performance. In terms of predicting LMX quality, Bauer and colleagues
determined an increasing influence of affectivity over the quality of LMX (1996) parallel to

the followers’ job performance (Newcombe and Ashkanasy, 2002; Liden et al., 1993).

Finally, this informal layer of LMX highlights the moments outside a strict task-
oriented setting. Such moments give a team member a deeper appreciation of other members
and the PI. If there are no friendships, a member can feel the tension within the group.
Therefore, the informal layer of LMX relationships creates crucial implications for the

dynamics within an academic research team.

The four generated layers of LMX are not totally separated and independent;
however, they are interrelated. For instance, Bicer and Buyukyilmaz suggested a negative
influence of increasing political behaviours in an organisational setting, on the friendships
within this setting (2019). On the contrary, it was found that friendships in the workplace are
positively influenced by organisational politics through knowledge sharing (Barley and
Kunda, 2001). Therefore, the presence of inconsistent research findings in regards to
workplace friendships and organisational politics reflect the importance of merging these two
layers in addition to the positional and perceptual layers to explore the relationship between

the Pl and the team members (which is an aim of this research).

Work-life Balance as an Indirect Implication
The findings of this research suggest that LMX relationships are not a direct element

of work-life balance for members and leaders; however, it does have implications for

achieving this balance. Recent studies (Toffoletti and Starr, 2016; Johari et al., 2018) have
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argued about the importance of work-life balance in the academic career where work-life
balance is considered a core management problem in most sectors (Adame-Sanchez et al.,
2018). However, research on work-life balance for teaching professionals has been
insufficient (Bell et al., 2012). With respect to Allen and colleagues (2014), the frequency of
transition between different roles at work and home requires challenging a set of cognitive

and physical boundaries between two distinct domains, work and family (Allen et al., 2014).

Throughout previous research (Abendroth and Dulk, 2011; Daipuria and Kakar,
2013), the definition of work-life balance was continuously altered. In view of this,
Abendroth and Dulk (2011) believe that the existence of different life aspects through a
harmonious interface defines a work-life balance. Daipuria and Kakar (2013) supported this
definition where they suggest that work-life balance is associated with how to complement
between the commitments of work and family. In turn, Saikia (2011) defined this balance as

the equal satisfaction between personal and work duties.

Through this research, it was found that work-life balance, indirectly linked to
leadership practices, is greatly desired in the workplace. This finding was consistent with
previous research where work-life balance was associated with various outcomes. For
instance, Byrne (2005) argued that this balance is accompanied with productivity and
motivation. In addition, it was associated with a decreased level of stress, turnover rate, and
absenteeism (Byrne, 2005). In their study, Rego and Pina e Cunha considered that a positive
relationship exists between work-life balance and job performance (2000). Other research
studies supported this finding as well (Bloom et al., 2006; Harrington and Ladge, 2009;

Johari et al., 2018).

Finally, Johari and colleagues’ approach for work-life balance was consistent with the

participants’ thoughts. Where Johari and colleagues defined the work-family conflict as “the

175



concept that explains the need of individuals to perform multiple roles” (2018: 110), BM24

stated;

BM24: tensions will occur when we are involved on more than one project, so he just does
things to fulfil the requirements without caring about the wellbeing of others, we have our
life.

Therefore, a specific leadership practice by the Pl can manage the level of stress
within the team which can have positive implications outside the research team, for both
parties, as well. In this case, an emerging area, referred to as the symbiotic LMX, could be

emphasized.

5.5 The Development of High-Quality Relationships within Funded Research Projects

5.5.1 Personality of Research Team members

Personality was not included through the research objectives; however, it emerged
through the data analysis process. In accordance with previous research, this research found
that the working relationships between the Pl and the team member are linked to the
members’ personality. In that sense, Nahrgang and colleagues (2009) highlighted the
influence of the dyad’s personality on the LMX relationships. Dienesch and Liden indicated
that the “unique physical characteristics, attitudes, appearances, abilities, personality,
experience, age, and background” (1986: 626) shape the initial stages of the interaction
between leaders and members. In their study, Berneth and colleagues (2007) investigated
whether the personality of the team members influence the LMX relationships. For instance,
openness, agreeableness, consciousness, extraversion, and neuroticism were related to the

members’ perception of LMX (Berneth et al., 2007).
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This finding was complemented by Oren and colleagues’ research study (2012) where
they examined the relationship between the similarity between the dyad’s personality and the
quality of LMX within the team setting which further supports Mcclane’s finding in regards
the interaction of the leader and member characteristics in the leader-member exchange
leadership model (1991). These characteristics include similar achievement motive, similar
need for power, and similar oriented behaviours, and similar genders (Mcclane, 1991).
Through this doctoral research, it was noted how Pls in the scientific field of research
perceive leadership as structured and materialistic perspective (please refer to Chapter 4 for
further information). In view of this, Cohen et al. (1999) highlighted that the passion of
scientists for work constitute the rationale behind the focus on the scientific aspect of work

away from the personal aspects.

Therefore, it is assumed that what contributes to the process of development of high
quality relationships is not only the personality of either the team member (explored through
this research) or the PI, but also how such personalities are perceived by the other party. For
instance, as reported by some research participants, a team member “described as an
extrovert” may get along with a particular team leader; however, this team member may not
find a common ground to communicate with another team leader who perceives extrovert-
oriented behaviours differently. This research claims that the personality of team members
drives their needs within a research setting. These needs are manifested by a desired pattern
of behaviours from the PI. Any potential shift regarding such desired behaviours by the
leader is negatively perceived by the team member. Finally, negative perceptions by team
members create a set of implications on the team dynamics influencing the PI’s perception of

the members’ personality in turn.
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5.5.2 The Generation of Trust

Throughout this research, trust was a critical construct, reported by the recruited
particpants, linked to the leader’s competency, reputation, and appreciating one’s
contribution in the research setting. According to the Pls, this construct was linked to
materialistic and social aspects associated with different cultural backgrounds. Both Pls and
team members were aware of the term professional trust which was mainly associated with
the team leader’s reputation within her or his field of research (Frowe, 2005). Both parties

appreciate the crucial role this construct plays in enhancing the dynamics within a team.

As mentioned previously in chapter five (Research findings), there was a comparison
between the research team and the family setting where the PI was the “professional mom” in
the funded project. This research finding is in accordance with Keller and Cacioppe (2001)
who confirmed that some team members refer to their leaders as their parents. These family-
oriented findings are further supported by Belbin’s Work. Belbin stated that “a team worker
has a trusting and sensitive personality showing a strong interest in people, especially in
human interaction and communication” (2013: 62). Adams et al. (2004) approached this
aspect of trust from another angle suggesting that once team members perceive a sort of

confidence and relatedness, they are likely committed to this family-structured team.

Research participants also referred to the trust between the research team and the
funding party where they believed that it was essential for the academics within a research
team to earn the funding party’s trust. However, the trust between the research team and the
funding party is not the focus of this research which is interested in the dynamics within the
research team. To summarise, this doctoral research claims that there is a set of obligations
towards each party of the dyad, whether the research team is a family-like enviroment or a
strict professional setting. These sets of obligations, emotional or task-related, are supposed
to contribute to a process of mutual perceived trust.
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5.5.3 Competency of Research Members

Research participants highlighted three competencies within the research team setting.
These competencies were teamwork, subject knowledge, and stress management. As reported
by Pls, task delegation in the funded project was linked to these three skills. In addition,
previous research (Schiesheim et al., 1999; Schyns et al., 2005) linked task delegation to
LMX formation in the work setting. Thus, it is assumed that these three skills are more likely
associated with LMX formation and the process as to how high-quality relationships are

established. This association is discussed later in this chapter.

Throughout this research, LMX relationships are not limited to only the team
members’ competencies. The importance of cultural background and differences between the
research participants was also identified as significant. Thus, it is assumed that Pls are
supposed to be aware of cultural differences and tailor their behaviours and approaches
accordingly. In this research, the tailoring approach of behaviours was referred to as
behavioural customisation. The work of Daft (2015), DuBrin (2013), and Yukl (2013) further

supports this assumption. Rowe and Guerrero stated that:

“the importance of considering culture in leadership is growing due to globalisation and our
increased interdependence with people of other cultures. Being aware that cultural
differences effect the way people view the world and the way they act and communicate with
others helps leaders be more effective because leaders who understand culture and its impact
can adjust their leadership styles to be more effective with people of different cultural

backgrounds” (Rowe and Guerrero, 2016: 410).

In this case, paradigms reflecting similarity and attraction (Holt et al., 2016) more

likely neglect the specificity of the relationship between the Pl and the team members.
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According to the similarity attraction paradigm, feelings of attraction occur between people
sharing demographic and social values (Byrne, 1997). Thus, this research highlights the
importance of customisation within the research setting, manifested through a range of
existing differences ranging from the demographic characteristics to the above-mentioned
competencies. Research on modelled and tailored behavioural-LMX at the workplace is yet
inconsistent in terms of its conceptualisation (Anand et al., 2018). Regarding this PhD study,
even participants did not agree on a common conceptualisation. Some referred to this tailored
approach as “customising one’s behaviour” whereas few believed that it is a source of self-
reflection to create a common ground between the leader and team members. Interestingly,
the participants’ different views were associated with different cultural backgrounds as well.
Therefore, the critical aspect of the cultural beliefs of both Pls and team members creates its
implications on their perceptions of the research requirement, in terms of skills and

behavioural approaches, and their understanding of the dynamics within teams.

5.5.4 Extreme Cases of Exploitation with respect to Existing Literature

The recruited participants described some leadership practices as destructive
behavioural leadership and abusive supervision. Tepper defined abusive supervision as
“subordinate’s perceptions of the extent to which supervisors engage in the sustained display
of hostile verbal and nonverbal behaviours, excluding physical contact” (2000: 178). In the
same sense, Agarwal (2018) referred to abusive supervision as an emotionally based
behavioural approach leading to a set of dysfunctional employees’ behaviours. According to
this research, leadership practices in the workplace can shift to an unfortunate root. Although
this root of exploitation is extremely undesired by the team members, previous research
recognised that “those in the leadership positions have the capacity to be destructive”
(Tierney and Tepper, 2007: 171).
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Research on destructive effects of abusive leadership has been an increasing attention
(Oh and Farh, 2017; Bolino and Turnley, 2003). The mentioned studies explored the negative
effects of some leadership practices on the employee motivation in the workplace. These
results align with the findings of this research where PIs’ practices of exploitation negatively
influence the team members’ psychological wellbeing. Belbin’s thoughts complemented what
was recommended to the Pls through this research (please see Chapter 6). In this manner,
Belbin stated that leaders “must learn to judge the capabilities of each member of the team in

relation to the jobs to be done, treating themselves on the same basis as others” (Belbin,

2013: 126).

5.6 Evaluating the Usefulness of Autonomy within Funded Projects

Evaluating the usefulness of autonomy within funded projects informs the second
main objective of this research. This section critically discusses the relevant findings
including the participants understanding of autonomy, the facets of autonomy, and resolving

the negative facet of autonomy.

5.6.1 The Understanding of Autonomy

As discussed in chapter two (Literature Review), individual-level autonomy refers to
the governance of oneself in the workplace (Peng et al., 2012; Ruzzier, 2018). The
governance of oneself includes several aspects such as determining a specific set of
procedures, equipment, or a particular approach (Lawler and Hackman, 1973; Sumpter et al.,
2017). In this research, the participants’ definition was different to this traditional conceptual
meaning of autonomy in the workplace. For instance, they linked it to the nature of academia,

the objectives of the funded project, and being limited unintentionally by the funding party.
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These factors contributed to a developing understanding of autonomy in research teams, as a

contribution to existing literature on individual and collective autonomy.

Referring to autonomy as a construct limited by the funding party corresponds to
early research such as that by Bligh et al., (1999: 102): “governmental and financial control
that may in practice restrict knowledge and freedom. It is to that we must turn”. This line of
thought has recently been developed by (Kachanoff et al., 2019) who believe that the
psychological well-being of team members is negatively influenced once their personal
autonomy is undermined. This finding was also applicable to the team’s collective autonomy
in the same research study. In their study, they argued that “personal autonomy involves the
sense of volition and authenticity that arises when people feel that they are free to determine
their own personal identity (i.e., their own values, goals, and aspirations) and act in
accordance with that identity” (Kachanoff et al., 2019: 142). These findings, in terms of
identifying personal identity, were consistent with previous research by Weinstein et al.

(2012) and Deci and Ryan (2000).

Through this research, one dimension of the autonomy definition is that it could be
limited by the funded party. Accordingly, Cohen et al. (1999) considered that safer
boundaries are provided through the practices of the funding party which is a
complementation approach between control and freedom. As reported by research
participants, autonomy within teams is a debatable construct. This debatable construct shaped
their thoughts regarding its usefulness within the funded projects. Thus, the evaluation of its
usefulness, in this research study was far from agreed. This implies that further exploration of
this construct is needed within the team setting where particular factors, such as experiences,

perceptions, and cultural differences, are extensively taken into account.
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5.6.2 Facets of Autonomy in the Research Setting

In this section, the positive and negative facets of autonomy are critically positioned
within the relevant literature on the outcomes of this construct in the work setting. According
to this research study, some findings support previous research whereas other contradict

existing literature.

Aligning with this research, the literature on autonomy offers two different
perspectives. The first position holds that personal autonomy, as elaborated in the literature
review section, is associated with a range of positive outcomes (Glassman, 1986; Runhaar et
al., 2013; Volmer et al., 2012). Recent research argued that personal autonomy can enhance
the psychological well-being of group members (Ryan and Deci, 2017; Kachanoff et al.,
2019; Deci et al., 2017). This line of thought highlighted that the limitation of autonomy is a
predictor of a negative influence on the psychological health and the accompanied social

implications of group members.

Through this research, the positive facet of autonomy was divided into a desire and a
need. Team members’ personal development informs a desire for autonomy, whereas trust,
associated with autonomy, informs a need for autonomy. In that sense, Mclntyre and Salas
(1995) suggested that the leader’ micromanagement of the team is associated with some
drawbacks regarding the team members. The drawbacks included the reduction of the
members’ respect for the leader and the misperception of the provided feedback (Mclntyre

and Salas, 1995).

The second perspective in the literature illustrates how personal autonomy is
associated with a range of negative outcomes. Some Pls and team members believed that
personal autonomy is accompanied with a loss of control within the research process through

the lack of guidance from the PI. Others referred to this construct as a misleading desire.
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These findings complement the findings of Langfred (2007) who highlighted the importance
of monitoring between the supervisor and the employee. According to Powell (1996), the
monitoring process is a requirement even if the supervisor trusts the employee and is willing
to grant him or her autonomy. These findings reinforce previous research conducted by Sabel
(1993: 63) who stated that: “Cooperation is buttressed by sustained contact, regular dialogue,
and constant monitoring”. In this study, it was argued that continuous monitoring can reduce
the possibility of disloyalty (Sable, 1993). Regarding Eisenhardt’s (1989) research regarding
agency theory, Eisenhardt found that self-interest and opportunism can be protected through
continuous monitoring; however, Davis et al. (1997), using stewardship theory, contradicted

this finding.

As highlighted in Chapter 4: Research Findings, one of the reasons behind the
negative facet of autonomy is the “ego” some academics possess. This research study
suggests that a productive and supportive relationship between the Pl and team members is
more likely associated with a “dialogue approach” through the dynamic common ground
“novel term” highlighted through Chapter 4. In regards to the dialogue approach, Darwin et
al. (2002: 197) stated that through this approach “individuals are prepared to listen to others
with sufficient sympathy and interest to understand the meaning of their position and are
ready to change their own points of view if there is sufficient good reason to do so” which in
turn complements Bohm and Peat (1987) thoughts who believe that the “concept breaking” is
crucial. For instance, “when the rigid, tacit infrastructure is loosened, the mind begins to
move in a new order” (Bohm and Peat 1987: 244). Exploring the academic’s ego from this
postmodernist perspective explains more fully the nature of the relationship between the Pl

and team members.

Thus, a number of research studies argued that micro monitoring can enhance a
subordinate’s performance (Larson and Callahan, 1990) although later research explored how
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the subordinate’s motivation is negatively influenced by monitoring and surveillance (Enzle
and Anderson, 1993). Thus, some of our research findings relatively align with Weber’s

designed research where autonomy was defined as a negative construct (Weber, 2006).

Within these two extremes lay the findings of this research. The participants’
understanding of this debatable and critical construct in the HE sector and the field of
research in particular, oriented their views in regards to the usefulness of autonomy in a
funded research team. This research suggests that the under-conceptualisation of relevant and
critical constructs, such as autonomy, contributed significantly to the academics’ passion, if
present, to search for the truth. It also claims that such under-conceptualisation more likely
justifies the confidence academics’ have about the knowledge they possess within a broad

range of research fields and methods.

5.6.3 Managing the Negative Facet of Autonomy

Where autonomy is a critical construct in the HE sector, it was crucial to investigate
how to manage the negative facet of autonomy within the research setting. According to this
research, managing the negative facet of autonomy is associated with two aspects. These

aspects include role clarity and communication within the funded research project.

With respect to existing relevant literature, the role communication plays in managing
the negative facet of autonomy is rooted in the importance of communication through the
development of LMX relationships (Northouse, 2019: 142). Hill and colleagues (2004)
examined the interactive effects of communication and LMX relationships on work
outcomes. They found that workplace communication enhances the relationship between
LMX and psychological empowerment (Hill et al., 2004). Thus, there was a potential to place

communication and LMX as complementary approaches within the social research field. In
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relation to the importance of communication, previous research highlighted that a set of
communicative exchanges between the team leader and members contributed to the
development of LMX relationships within the work place (Graen and Scandura, 1987; Uhl-
Bien, 2006). However, little was known regarding the nature of such exchanges between the
two parties (Henderson et al., 2009; Sheer, 2014). These studies were extensively explored
through chapter two of this thesis. Since then, the importance of the actual communication
between the dyad has emerged (Sears et al., 2011; Wolson et al., 2010). These studies
continuously referred to what Liden and Maslyn stated that; “the exchange in LMX suggests
the need to assess actual exchanges between leader and member” (Liden and Maslyn, 1998:

67).

Where relationship quality is not concerned with a strict classification of the quality
of the relationship, as high or low, there should be an increasing focus on specific social
exchanges rather than the focus on the classical operationalisation of LMX (Sheer, 2014).
The focus on social exchanges, manifested through communication, can more likely enhance
scholars’ understanding of the relationship building within the workplace (Fairhurst and Uhl-
Bien, 2012; Uhl-Bien, 2006). According to Fairhurst, the core of the relationships in the
workplace is communication (Karamak et al., 2016). This view reinforced previous research
studies (Fairhurst and Connaughton, 2014). In relation to this doctoral research, the relational
perspective to explore LMX relationships emphasized the importance of communication in
the workplace and manage the negative facet of autonomy. Where the importance of social
interactions and communication is not only limited to managing the negative facet of
autonomy, Lee and colleagues (2019) indicated that there is an increasing role of the social
support to buffer the negative facets of LMX as well (the negative facet of LMX is further

elaborated throughout this chapter of the thesis).
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The developmental outcomes accompanied with the upward communication between
subordinates and managers have been receiving an increasing attention recently (Herold and
Fields, 2004; Sheer and Chow, 2014). To sum up, “Overlooking this communication element
can lead to frustration, failed projects, and wasted time ... trust, for example, is not
something that is simply attained as lasts forever. Rather, it is continuously affirmed and
reaffirmed through the ongoing interactions between team members” (Levi, 2017: 108).
Levi’s research reinforced Spitzberg in regard the role communication plays to enhance trust
and working relationships (Spitzberg, 1983). In regards this PhD, communication was found
as a crucial factor to manage the negative facet of autonomy in the team setting and the

achievement of the desired role clarity.

As mentioned previously, the negative facet of autonomy is not only managed by
communication but also through role clarity. According to Omilion- Hodges and Baker
(2017), once communication channels are facilitated, employees will be more willing to
negotiate their assigned work role. Thus, there is an expected interrelation between role
clarity, communication, and autonomy. According to Hall, the individuals’ psychological
empowerment is obtained once they have a clear view about their tasks and the procedures to
accomplish these tasks (Hall, 2008). It was claimed that good relationships with superiors do

not guarantee the required clarity in the work roles (Hall, 2008).

In their study, Wang et al. argued that the absence of role clarity is accompanied by a
lack of control in relation to the required responsibilities (Wang et al., 2016: 608). This thesis
explores a particular manifestation (of the lack of control aspect mentioned previously) which
is the negative facet of autonomy. Once role clarity is not perceived by the subordinates, the
granted autonomy, if present, is more likely to be either ineffective or manifested through a

negative facet. For team members to perceive role clarity, the communication channels are
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supposed to be facilitated by the PI. This research demonstrated the negative facet of

autonomy as a misleading desire for research members, lack of guidance, and loss of control.

In line with Tourish (2014), the interaction between the leader and the team members
is manifested through a dynamic process “note that this research demonstrated a novel
dynamic common ground to explore the nature of the relationship between the Pl and the
research team member”. Through this dynamic process, mutual influence is exerted by this
dyad within the team setting (Tourish, 2014). Langfred (2000) defined task interdependence
as the extent that fulfilling a desired task requires team members’ interaction. As elaborated
through the Literature Review chapter, research teams were referred to as self-managing
teams with high levels of task interdependence. In addition, Langfred (2000) believed that
teams that require high level of interdependence are supposed to be granted autonomy and
authority to operate, control, and progress. Supporting Cordery and colleagues’ (2010) views
on autonomy and interdependent teams, granting autonomy for the members within this team
will enhance coordination, interactions, efficient job completion, and performance especially
through uncertain situations that a team is expected to face. Because research teams are
interdependent and self-managing in nature, the presence of role clarity and communication

is a need to manage the negative facet of autonomy and for the team to outperform.

5.7 Understanding of Friendships in the Work Context

5.7.1 A General Understanding of Friendships within a Team Setting

According to Ingram and Zou (2008), workplace friendships are a widespread
phenomenon. Where research on this phenomenon is yet insufficient, it exists as a
coincidence between business relationships and affective relationships (Ingram and Zou,

2008).
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Consistent with available research on friendships in the work setting these participants
believed that such friendships cannot be controlled strategically (Bader et al., 2013; Berman
et al., 2002). For instance, Walker and Wright (1976), argues that it is extremely difficult to
define friendships because individuals are free to enter into such relationships voluntarily.
Therefore, this research study provides a definition for workplace friendships distinct from
the definition of friendships within existing literature. The definition of friendship within this
literature refer to this kind of relationships as solely driven by socio-emotional goals
(Baumeister and Leary, 1995) and as a need-based behaviour rather that a reciprocal
behaviour for a receipt of support (Hartup and Stevens, 1997; Clark and Mills, 1979;
Goffman, 1961). These particular qualities place friendship at the workplace in a distinct
position compared to mentorships (Kram and Isabella, 1985), positive working relationships
between followers and leaders (Graen and Uhl-Bien, 1995), high quality connections (Dutton

and Heaphy, 2003), and supportive acquaintances “a generated term through this study”.

5.7.2 Role of Friendships: Enhancing Team Dynamics

In terms of enhancing the team dynamics, friendships were related to trust,
psychological well-being, performance, cultural differences, and political support in this
research study. In that sense, team members could deal with difficult conversations through
friendships. Such conversations were much easier with friends-team members. For these
participants, friendships created a comfortable environment to express doubts and worries
rather than seen as a potential tension. In this case, these members felt responsible for the
team. Friendship was a source of entertainment at work and can be linked to personalities,

particularly the “extrovert characteristic” of both parties.
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These research findings reinforce and are consistent with previous research. For
instance, friendships in the workplace were linked to a set of organisational outcomes. These
outcomes included increasing productivity and enhancing performance (Shah and Jehn, 1993;
Song and Olshfski, 2008; Song, 2006; Berman et al., 2002; Rath, 2006), the individuals’
protection from bullying (D’Cruz and Noronha, 2011), and a reduction in employee turnover
(Feeley et al., 2008). In addition, according to Gibbons (2004), friendships in the workplace
more likely facilitates the subscription of employees to the organisational values. Sias argued
that friendships, in this setting, facilitate the sharing of high-quality information (Sias, 2005;

Kram and Isabella, 1985; Rawlins, 1995; Sias and Cahill, 1998; Winstead et al., 1995).

Participants’ thoughts reinforced previous findings in relation to trust and loyalty.
Where they linked workplace friendships to loyalty, mutual trust, and respect, Huang (2016)
believed that sharing information, loyalty and trust are predictors for workplace friendships.
In view of these organisational outcomes, friendships enhance the employees’ experience
with respect to repetitive and routine tasks (Pettinger, 2005). Yet, exploring friendships

within the team setting and academic research teams, in particular, is yet insufficient.

This line of research is complemented through the role of affect and emotion through
the development of working relationships (Ocker et al., 2011; Cropanzano et al., 2017). In
that sense, Kram and Isabella (1985) argued that emotional and instrumental support can be
achieved through friendships. Cropanzano and colleagues (2017) believed that that LMX
research is supposed to highlight the role of affect through the development of working
relationships. In that sense, Levi (2017: 211) stated “from an emotional perspective, the
leader helps manage the team’s stress and promote a positive mood among team members.
This means creating a safe environment where team members feel free to participate without
fear of punishment”. Young and Dulewicz (2008) suggested that management and leadership
are based on emotionality. In addition, Schedlitzki and Edwards (2018: 20) referred to
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leadership as an emotional approach to managing people. Similarly, Ocker and colleagues
(2011) pointed out that the productivity of a team is linked to the socio emotional functions of
a team leader which reinforced Ross and Boles (1994) research on the importance of the

socio emotional functions of a team leader.

Thus, previous research indicated how friendships can enhance team dynamics;
however, the post-positivistic approaches adopted undermined the conceptual understanding
of this construct. Therefore, this research study has explored “why are friendships
constructed? How do friendships differ in the work context? What is the role of experiences
in shaping the understanding of friendship?”’ and its potential implications on the team
dynamics. For instance, where many academics reported that they do not have much time
outside work to make other friends, friendships at work can provide a lot of support. Through

friendship, team dynamics are enhanced when members feel responsible for the team.

5.7.3 Friendship between a Negative State and a By-product of Research

According to Rath (2006), 30% of employees have their best friend in their
workplace. Such studies complement previous research where many employees reported that
people working with them are both their friends and their colleagues (Gersick et al., 2000;
Lonkila, 1998). According to this research study, friendships in the workplace are different to
friendships in the non-work context. For instance, if a team member has friends in work, they
are also his or her colleagues so there should be some boundaries. However, these boundaries
are more likely absent in the social context. In that sense, this research found that the absence
of professional maturity would make it difficult to manage the emotional aspects of informal

relationships. Friendly relationships with a degree of social interactions could be productive
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but a real friendship, where personal life is exposed, is problematic. Participants were more

comfortable using the description of good working relationships rather than friendships.

This research finding “linked to small number of participants” contradicts findings
from the majority of previous studies where friendships at the workplace were associated
with positive organisational outcomes (Shah and Jehn, 1993; Song and Olshfski, 2008; Song,
2006; Berman et al., 2002; Rath, 2006). Few recent studies (Methot et al., 2016; Bicer and
Buyukyilmaz, 2019) are consistent with these findings. Drawing upon a set of theories such
as resources conservation theories (Hobfoll, 1989) and high-quality connections theories
(Dutton and Heaphy, 2003), Methol and colleagues highlighted some negative outcomes
accompanied with friendships in the workplace (2016). They argued that multiplex workplace
friendships increase emotional exhaustion and decrease the ability to cope with friendships,
resource-wise (Bridge and Baxter, 1992; Wright and Cropanzano, 1998; Cordes and
Dougherty, 1993; Maslach and Jackson, 1981; Methol et al., 2016). Role demands and
individuals’ required resources in turn, are increased in that case (Mayhew and Lavinger,
1976). Thiots believed that employees more likely prioritise friendships over actual tasks due
to this increase in the role demand (Thoits, 1995). Methol and colleagues (2016) reinforced
this research finding through their argument that friendships in the work context create a
feeling of obligation and responsibility towards the other party. In view of this scenario, such
friendships negatively influence the employees’ job performance (Methol et al., 2016;

Greenhaus and Beutell, 1985).

Within the HE context, this research found that leaders and members are not supposed
to be friends to be productive but at least they should be able to get along effectively with
mutual respect and support. This finding complements Bicer and Buyukyilmaz (2019: 515)

who found that to “get along with others” does not influence friendships in the workplace.
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This doctoral research also considered that friendships in the workplace may not influence

getting along with others.

Finally, friendship is a critical construct that makes a very big difference with respect
to the team building, dynamics, and the understanding of the LMX relationships. This
research study assumes that the criticality of this construct is accompanied with the generated

conflict between what is expected from a co-worker and what is expected from a friend.

5.8 How Does Chapter 5 Illustrate the Specificity of the HE Sector?

Throughout this research study, participants were willing to provide their own
understandings of particular constructs even if they were not asked to do so. These constructs
include autonomy, working relationships, supporting acquaintances, friendships, and leader-
member exchanges. This rich set of data generated a wide range of research findings
associated with the participants’ own social world. In regard to the adopted methodological
stance, reflecting the PIs’ and the team members’ social world corresponded to the adopted
interpretivist epistemological stance (Bryman and Bell, 2007). The manifestation of the
participants’ social world can more likely highlight an emerging literature on how relational

leadership is approached in the HE sector.

This research extends constructed knowledge regarding the dynamics in research
teams. It may change some perceptions of team members or at least dilute any extreme
perceptions that may affect their performance. Levi (2017: 110) explored the dilution of
extreme perceptions through stating the following, “In another words, perceiving the world in
absolute terms is often false, since much of reality exists in the grey area between these
extremes”. These grey areas demonstrate the dilution of the team members’ extreme

perceptions in an academic research team. Likewise, the generated perceptual layer of LMX
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relationships manages such extreme perceptions such as inequality and complete
incompetency. Therefore, this research fills some underexplored gaps in literature regarding

the tensions in the HE sector and the applicability of the LMX approach in this sector.

In terms of LMX, the introductory chapter of this thesis provided a critical evaluation
of the complementation between LMX leadership approaches and the HE sector. In the same
chapter, the importance of academic research teams, in terms of financial contribution and the
university’s competitive advantage was highlighted. Graen and Uhl-Bien (1995) argued that
LMX relationships set crucial implications over the whole working team including aspects of
well-being and performance. In addition, the work of Jackson and Ruderman (1995: 122) has
supported this notion where they indicated that “the ability of the team as a whole to develop
into a high-performance unit is most likely constrained by the quality of the exchange
relationships among the members”. Therefore, the LMX lens does not only address the
specificity of the HE sector through the uniqueness of players in this sector. Further, this
research study suggests that the complementation between LMX and the HE sector is also
associated with the increasing desire for relational leadership approaches and the increasing

importance of research teams in this sector.

5.9 Chapter Summary

This chapter of the thesis explores how the generated findings aligns within and
contributes to existing literature in terms of theory and practice. This study was consistent
with previous research findings demonstrating that leadership remains a gendered
phenomenon (Morley and Crossouard, 2015; Read and Kehm, 2016). The finding of this
research was consistent with previous research in terms of factors contributing to LMX

relationships including; cultural background, attitudes, abilities, experience, and personalities.
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The role of trust in developing high quality relationships aligned with McAllister’s
components of trust. These components include emotional and cognitive components (1995).
The role of competency in developing LMX relationships partially confirmed previous
research on the conceptualisation of LMX (Dienesch and Liden, 1986; Liden and Maslyn,
1998). The understanding of autonomy was altered from the traditional conceptual meaning
of autonomy in the workplace. With respect to its usefulness in the research team setting, the
research findings both support and contradict previous research regarding the usefulness of
autonomy in the team setting (Ryan and Deci, 2017; Kachanoff et al., 2019; Powell, 1996).
Within two different extreme perspectives lay the findings of this research. In accordance
with previous research the role communication and role clarity play in managing the negative

facet of autonomy was highlighted.

Compared to previous research on friendships in the work context, the findings of this
study focus on the role experiences play to formulate an understanding of friendships in the
HE sector. This study criticized the dominant adopted post-positivistic approaches used to
explore informal relationships in the work context (Fritz, 2014; Grey and Sturdy, 2007;
Rumen, 2017) where the contextual factors are less likely explored. Between the political-
emotional support (Ocker et al., 2011; Cropanzano et al., 2017) and emotional exhaustion
accompanied with friendships (Maslach and Jackson, 1981; Methot et al., 2016), the
participants’ personal experiences mainly contributed to their understanding of friendships in
the work context. Work-place politics, power, psychological wellbeing, and friendships

reflect a new generated conceptualisation of the LMX theory.

Finally, and in line with Cropanzano and Mitchell, LMX is a relational approach
“among the most influential conceptual paradigms for understanding workplace behaviour”
(2005:875). This relational line of thought justified the indirect work-life balance
implications of the LMX relationships. The following chapter explores the limitations of this
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research study. It also includes recommendations for future research and a reflexive account

of the whole research process.
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Chapter 6: Research Recommendations and Conclusion

6.1 Chapter Introduction

Through funded research projects, team members are empowered based on their
unique competencies. The restriction of leadership activities to one person is a challenging
task where this person is supposed to have the skills and knowledge for all the tasks within
the work project (Pearce, 2004). This research study considers that the PI might not have all
the required skills and resources to fulfil the intended objectives of the research project. Thus,
this P is said to allocate work roles based on task and unique personal initiatives of team
members. The chapter suggests some practical recommendations associated with the broad
range of findings which have arisen from this research study. In evaluating whether the
objectives of the study were achieved, this chapter clearly demonstrates how the findings
contribute to the literature on LMX. This chapter is finalised by insights for future research in

the field of LMX.

6.2 Contribution to Knowledge — Research Originality
This study addresses gaps within the literature on LMX. These include the importance
of workplace politics within the conceptualisation of LMX. It informs a contribution to the

HE studies.

6.2.1 Reconceptualization of the LMX Theory

The main contribution to knowledge of this doctoral research is the
reconceptualization of the LMX theory. In line with Corley and Gioia (2011), one of the most
important contributions to knowledge in the Business field is the application and contribution

to pre-existing theories. Current research highlighted that it is crucial for scholars to extend
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and reconceptualise the LMX lens (Lee et al., 2019). This research study has offered a
reconceptualization of the LMX framework through four generated layers. These are the
positional, perceptual, informal, and political layers. This section focuses on the political
layer due to its dominant originality, with respect to the existing literature on LMX,

compared to the other three layers of LMX.

Looking outside the traditional conceptualisation of LMX, this study highlighted a
novel political layer of LMX. As elaborated previously (Chapter 4: Research Findings and
Chapter 5: Discussion), the generated political layer of LMX created implicit implications on
the other three layers. It broadened the understanding of developing working relationships
through the LMX lens. Recognising this additional novel LMX dimension contributes to
knowledge by providing a theoretical understanding of the dyadic relationships between
leaders and members. Scholars such as Lee et al. (2015), Vidyarthi et al. (2010) and

Henderson et al. (2009) have highlighted the need for this understanding.

In line with the importance of social ties in the HE sector, political skills enhance the
development of social ties (Kolodinsky et al., 2003). Therefore, exploring LMX from a
relational perspective suggests a crucial need for the inclusion of a political dimension of
LMX. This dimension was captured, within this research, by the top-level theme “Political
Empowerment”. In this case, research novelty is associated with structuring an additional

novel political layer to LMX relationships.

6.2.2 How Are Workplace “High-Quality” Relationships Developed? — Is LMX Quality
Predictable?
In addition to LMX reconceptualization, this study demonstrated LMX relationships

as a shift from the traditional categorisation of high quality and low-quality relationships, it
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has addressed one of the knowledge gaps within the literature in regards to the prediction of
the quality of LMX relationships. This gap was identified recently by Sparrowe (2018) and
Maslyn et al. (2017). In addition, Echterhoff and colleagues (2009) indicated that the role of
communication between the dyad is still missing from LMX studies. Thus, this study
highlighted the criticality of the novel term “dynamic common ground” between the team
leader and members to the quality of the relationships between the dyad. The complementary
perceptions, expectations, and attitudes between the dyad creates a desired dynamic common
ground. The perceived level of the dynamic common ground reflects in turn the quality of the

LMX relationship (please refer to Chapter 4 for further information).

Within this research study, the role of communication is recognised to go beyond the
process of development of LMX relationships to how the potential negative facet of
autonomy is managed in the research setting. This study implemented the research call by
Hardin and Conley (2000) to explore further relational motives for LMX relationships. For
instance, this study adopted a relational perspective, drawing on social exchanges (Uhl-Bien,
2011), to explore how LMX relationships are developed. Finally, exploring these social
exchanges from another angle, Willis and Gregory (2016: 29) believe that creating the
desired value of any practice requires an engaging co-creation process to highlight the

commons within a learning environment.

6.2.3 Understanding Friendships in the Work Context

Although the one sub-objective was to develop an understanding of workplace
friendships “identifying the informal aspect of LMX”, the “Field-Knowledge” contribution
which emerged was how this understanding is developed. Team friendships were associated

with enhancing cooperation (Jehn and Shah, 1997) and innovation (Lu et al., 2017).
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However, research on workplace friendships has been insufficient and inconsistent (Duffy et
al., 2002; Ingram and Zou, 2008; Methot et al., 2015). Pillemer and Rothbard (2018) believe
that the modern characteristic of organisational life provides the space for professional
friendships in the workplace. They provided a definition for this kind of friendships as:
“limited to platonic (non-romantic) relationships between individuals who currently work in
the same organization ... we define workplace friendship as a non-romantic, voluntary, and
informal relationship between current co-workers that is characterized by communal norms

and socioemotional goals” (Pillemer and Rothbard, 2018: 637).

This study goes beyond providing a definition to suggest a rationale for the
understandings of friendships developed in the workplace and how this understanding is
structured. Within this study, workplace friendships were defined as a construct which is
neither supportive acquaintances in the team nor friends as understood in everyday life, but
somewhere in between that is not controlled strategically. Compared to Pillemer and
Rothbard’s definition workplace friendships, this study further highlighted a critical term
referred to as supportive acquaintances. The concept of supportive acquaintances provides a
desired space for professional friendships as reported by the recruited participants. The
rationale behind this understanding is their experiences in research teams and daily life. For
instance, experiences in everyday life develop people’s understanding of friendships. This
understanding is taken into the team setting where these people experience friendships in the
work context. In turn, their previous understanding of friendship is modified accordingly. The

result is a complex articulation of friendships in the work context.
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6.3 Practical Recommendations
One of the intrinsic elements of this research study is the practical recommendations
directed towards Pls, research team members, scholars, and leading journals in the field of

leadership and management.

6.3.1 Recommendations for Pls

The generated findings of this research provide Pls with insights into the nature of the
relationship between the Pl and the team members. Examples of these insights include how
team members perceive the leaders’ actions, the expected conduct of behaviour by the PI, and
the role team members’ need play to form shared expectations “common understanding” and
perceptions. In turn, such insight can more likely contribute to the PI’s understanding of the
standards to establish high quality exchanges with most of the team members. Therefore, this
study can support and motivate these leaders to be aware of these implicit dynamics within

the funded research project.

In order to achieve high quality exchanges, team leaders need to facilitate the
communication channels within the research setting. Facilitation of communications channels
by the PI contributes to the members’ perception of role clarity. Where it is undesired to refer
to autonomy as a loss of control-process, the absence of role clarity perception by team
members contributes to this “loss of control” understanding. Accordingly, it is the PI’s task to
address this negative facet of autonomy. The perception of role clarity by members manages
this negative facet of autonomy, which is a key construct contributing to the overall dynamics

in a funded research team.

Finally, team leaders are recommended to shift away from extreme thoughts about

LMX and the accompanied inequality perceptions. Based on their important experience in the

201



field of research and team building, PIs are advised to be aware that the team members’
inequality perceptions are more likely to occur if relational leadership approaches, such as
LMX, were not taken into account. Thus, this research study recommends a practical

leadership in terms of LMX.

6.3.2 Recommendations for Research Team Members

In line with the recommendations for Pls, this research study directs team members to
consider the notions of “dynamics” and “supportive social forces” within research teams.
These notions, in teams within the HE sector, were described as obscure in the research
setting. Being aware of the terms “dynamics” and “supportive social forces”, in line with this
research findings, can create friendly motivating environment to perform within the research
setting. Research team members are advised to be aware of the four additional layers of
LMX. This kind of awareness about the positional layer, political layer, perceptual layer, and
informal layer of LMX clarifies and sets some realistic dimensions of these obscure notions.
These dimensions lay within the novel construct “dynamic common ground” (please refer to
Chapter 4 for further information). The dynamic common ground clarifies these obscure
notions through highlighting a difference between perceptions and the reality of LMX
relationships. Once team members are aware of these differences, high quality LMX

relationships are greatly perceived associated with complementary intentions.

In addition, this research study recommends research team members, and early career
academics in particular, to process negative events occurring in the workplace. Processing of
negative events was referred to as diluting extreme perceptions throughout this research
study. Processing negative events before reacting enables team members to recognise the

whole situation and the factors contributing to these situations. Once these situations are
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thoroughly recognised, an early career team member, would more likely make use of these
events to initiate an awareness of the dynamics within the research team. In turn, this
awareness establishes a practical root to be followed by the team members in a research team.
The whole process establishes a healthy baseline for the four LMX layers in relation to the

development of the working relationships with the Pl and other team members.

6.3.3 Recommendations for Scholars to Develop Relational Leadership Theories

Where this research identified an understanding of workplace friendships and the
rationale behind the autonomy desire beyond the main aim, which is contributing to LMX,
this study recommends Leadership and Management scholars to further explore and expand
relational leadership theories. These relational leadership theories include LMX, team
leadership, and follower-centric theories. Through the application of such relational
leadership theories in a team setting, scholars can better understand the phenomena which
contribute to the exploration of the relationship between a dyad. A dyad can include members
with administrative tasks as well. For instance, the academic’s desire for autonomy was
previously explained as a notion of academic freedom (Latchem and Hannah, 2008);
however, this doctoral research illustrates how such a desire is shaped through a complex
interaction between the participants’ experiences, cultural background, beliefs, and

expectations. Therefore, autonomy articulation can more likely be the focus of these scholars.

In addition, this research study highlights the importance of implementing relational
leadership models, such as LMX, in the HE sector. Scholars are recommended to explore and
develop the theoretical underpinnings of the LMX theory. These underpinnings include role
theory, social exchange theory, and self-determination theory. The exploration of these

underpinnings can establish implicit foundation of a broad range of relational leadership
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approaches which will contribute to the theoretical and practical development of the
leadership field which is vulnerable to critiques regarding its identification as an independent

field of research.

6.3.4 Recommendations for Leading journals to Support Qualitative Leadership Research
The final recommendation of this research study is directed towards the leading
journals in the field of Leadership and Management. This recommendation may be less
influential, however it is crucial to share it. As mentioned throughout Chapter 2 of this thesis
(Literature Review), research on leadership is oriented towards quantitative approaches. In
one of the leading journals in the field of Leadership and Management, Leadership Quarterly,
quantitative positivistic research paradigms dominate the published studies. Although the
number of qualitative research articles published in leadership has significantly increased in
general in the last 25 years, the majority of articles published in this journal, which is based

in the United States of America, remain those which adopt quantitative research methods.

Perhaps this is because quantitative research can produce generalizable required
results in the field of leadership; however, this dominance is shifting the focus from the
contextual factors where leadership practices are based. Therefore, this study recommends
leading journals, such as Leadership Quarterly, to provide further opportunities for qualitative
research studies to be published. Qualitative leadership studies, revealing multiple realities,

are continuously supported by the Leadership Journal based in the UK.
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6.4 Evaluation of the Achievement of the Research Aim and Objectives

6.4.1 Evaluating the Achievement of the Research Aim

The core contribution to existing literature on LMX is linked to the fourth and
final objective. This doctoral research provided a reconceptualization of the LMX
framework. This conceptualisation was linked to the concepts of political empowerment
“novel term”, power, friendships, and psychological well-being concerns accompanied with
inequality perceptions within funded research projects in the HE sector. It resulted in four
layers of LMX. These layers were the political layer, positional layer, informal layer, and the

perceptual layer.

In addition to the development of the four layers of LMX, this study fulfilled its main
aim by demonstrating the need for a shift in thinking of LMX relationships in terms of high-
quality and low-quality relationships. This shift from dichotomous terms suggests a different
perspective for exploring these types of relationships in the workplace. For instance, a merge
of the communicative and the social interactions is demonstrated throughout the process of
the development of LMX relations in the workplace. This study highlighted a potential new
set of vocabulary to refer to working relationships. This includes the term “constructing
working relationships”. The word constructing foregrounds implicit thoughts about
intentions, perceptions, expectations, and contextual factors. Through such untraditional
LMX conceptualisation, competency is not limited to teamwork, stress management, and
subject knowledge. It goes beyond to include a team member with the ability to communicate
or a knowledgeable person with the ability to communicate. The presence of the
“communication ability for both leaders and members” manifests a new area of LMX

relationships, the LMX transparency.
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6.4.1 Evaluating the Achievement of the Research Objectives

One of the sub-objectives of this study was exploring how high-quality relationships
between Pls and research team members are formed. The study findings suggest that high
quality LMX relationships between the P1 and the research members is influenced by a set of
factors. These factors include the member’s personality, trust established between the dyad,
member’s competency, and the role-status within the research team. Viewing the concept of
trust, it included professional trust, contribution appreciation, and the psychological well-
being of team members. Competencies including stress management, teamwork skills, and
subject knowledge were greatly linked to task delegation within the team setting. In addition,
the formation of high-quality exchanges is not only limited to these factors; it goes beyond to
the shared understandings of expectations, perceptions, and attitudes between the dyad. If
these shared understandings are not developed, high quality LMX relationships, associated
with increasing levels of task delegation, can become detrimental. These negative

experiences are manifested through extreme cases of exploitation.

The second objective was to critically evaluate the extent autonomy “a main
dimension of LM X" is beneficial in an academic research team. The generated findings
suggested an understanding of autonomy, which goes beyond the intended objective. It was
important to highlight this finding because it influenced the main objective regarding the
usefulness of autonomy. In this manner, the participants’ understanding of autonomy shaped
their thoughts with respect to the extent this construct is beneficial in a research team.
Autonomy was found as a debatable construct associated with self-governance, differently
perceived dependent upon the status of an individual within a team and unintentionally
limited by the funding party. The debatable nature is more likely associated to an absence of
a clear agenda in the HE sector. The negative facet of autonomy was experienced as lack of

guidance and loss of control. Thus, this research found a negative facet of autonomy
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manifested through a misleading desire for research members. The positive facet of
autonomy included personal development, a sense of empowerment, a source of trust,
motivation, innovation, and career development. Where the lack of the members’ perception
of role clarity can lead to the manifestation of the negative facets of autonomy,
communication and role clarity contribute to managing the negative facets of autonomy. If
Pls use communication channels appropriately so that team members perceive role clarity,

then the possible negative facet of autonomy is managed and the positive facet is manifested.

Providing an understanding of friendships “reflecting the informal aspect of LMX” in
the work context was the third objective. A critical finding in relation to this was the
importance of the PI’s and team members’ previous experiences on their perceptions of
friendships in the workplace and the dynamics within the research team. The participants’
understanding of friendships results in three lines of thoughts. These lines are; the ability of
friendships to enhance team dynamics, the negative facet of friendships, and the by-product
of research. However, there was a general agreement that friendships in this setting were
linked to a set of dimensions. These dimensions included mutual respect, affection,
genuineness, personalities, and cultural understanding. Therefore, friendships in the work-
context is a construct which is neither supportive acquaintances in the team nor friends as
understood in everyday life, but somewhere in between that is not controlled strategically. It
is a critical construct that makes a very big difference with respect to the team building,

dynamics, and the understanding of the LMX relationship.

6.5 Evaluation of the Methodological Choices and Ethical Stance
In line with Schedlitzki and Edwards (2018), qualitative research approaches a set of

research opportunities. These opportunities include developing and contributing to pre-
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existing theoretical frameworks. In that sense, this approach provided the opportunity for a
theoretical contribution to the LMX lens. Through chapter 4 (Research Findings), deviant
cases were explored in-depth and integrated within the overall findings of this study. For
instance, there was an attempt to explain the rationale behind the deviant thoughts of some
research participants. Examples of these deviant cases include different religious background
and negative facets of friendships. This adopted procedure strengthened the credibility of
these findings and the overall research. According to Silverman (2013: 296), this process
refers to a theoretically defined approach for data analysis. Some deviant cases led to a re-
evaluation of the overall argument. Finally, this conducted study implemented the call of
Cresswell and Miller (2000) regarding achieving credible and transferable findings through

qualitative research studies (please refer to Chapter 3 for further information).

This research study granted a significant importance to the adopted ethical position.
To create a secure atmosphere for the participants, interviews were conducted with sufficient
privacy for them to feel comfortable and willing to share their thoughts. To manage the
accompanied confidentiality issues, research participants were informed that the thesis will be
placed in the University library where an unlimited number of people could have access to it.
Regardless whether this affected their ability to be honest or not, the researcher believed that
the recruited participants have the complete right to be aware about how their information is
managed. Many participants shared their comfortableness during the interview setting. They
shared with the researcher their personal experiences and inquiries. Cunliffe and
Karunanayake highlighted this state of interviewing “as we enter into conversation with
respondents, relationships are based on similarities and differences and conversations become
ongoing negotiations of meaning rather than pure data collection” (Cunliffe and

Karunanayake, 2013: 371).
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6.6 Practical and Theoretical Implications of the Research

This research study can motivate Pls to spend more time in creating a desired shared
meaning with each of their team members. The constructed dynamic common ground
contributes crucially to the development of the working relationships between the dyad, and
may go beyond that. This study suggests that the created shared meaning is shifted from the
team members’ self-identities. It draws upon the relational identities of these members within
this social community of the “academic research team”. In this case, the dynamic common
ground, decreases the level of Personal Similarities-Quality of LMX influence (Epitropaki
and Martin, 1999). Thus, even members who do not share similar norms, needs, and
personality traits are able to form high quality LMX with the PIl. Exploring team dynamics
from this relational perspective highlights a novel level of appreciating differences between
people rather than focusing solely on similarities. Consequently, the shared meaning between

team members can influence team performance.

Here LMX approaches come into the picture. The constant change within the HE
sector (Abreu Pederzini, 2016) requires a leadership approach that addresses the uniqueness
of the player in terms of evaluation and the associated behavioural approach. When
leadership practices are “exercised overtly by and through the group” (Baylis, 1989: 3), the
dynamic common ground and the desired shared meaning mentioned previously, can be

achieved.

In addition, this study has identified implications for the work-life balance of
academics. Recent studies (Toffoletti and Starr, 2016; Johari et al., 2018) have argued about
the importance of work-life balance in the academic career where work-life balance is

considered a core management problem in most sectors (Adame-Sanchez, 2016; Adame-
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Sanchez, 2018). This study suggests that a specific leadership practice by the Pl can manage
the level of stress within the team, which has positive implications outside the research team,
for both parties, as well. For instance, some of the PIs and team members are a part of more
than one funded research project. Team members more likely to have different ways to
organise their tasks. Here, crucially, the PI has a role in designing a customised approach for
team members to help them to perform. As reported by a coach of Pls, the PIs’ biggest
concern is how to keep the research as a priority when other personal demands were
happening. In addition, they seek to separate the project challenges and their personal life.
Thus, achieving a work-life balance is a desire for both research team members and Pls. How
a P1 operates has a huge impact on both the professional and personal lives of team members.
Therefore, the awareness of LMX approaches is potentially important especially for early
career academics.

Another practical implication is associated with the increasing importance of the
social nature of the workplace (Oldham and Hackman, 2010; Grant and Parker, 2009) and the
use of social media as a means of connection between colleagues (Ollier-Malaterre et al.,
2013; McFarland and Ployhart, 2015). In this case, this study suggests an emerging
complexity of workplace friendships. Google for example, aims to promote friendships in the
workplace due to the positive influence of employees’ friendships on organisational
outcomes (Riordan, 2013; Dumas and Sanchez-Burks, 2015). This research suggests that Pls
should be aware of the tensions accompanied with workplace friendships. The Pls are
supposed to design informal and formal tactics to resolve these tensions. Patterns of
disagreements could be challenging when friendships exist. Here, a Pl may integrate
outsiders to create a comfortable environment to “disagree”.

In line with Tight’s (2004) thoughts regarding the HE sector, HE is atheoretical in

terms of practice community where a theory is less likely to be completely applicable within
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this context. In this case, the unique-relationship nature of the LMX theory is capable of
managing the complexity of the HE sector. This research study offers a perspective on how a
team member’s desire for autonomy can shape the relationship with the PI. It contributes to
the body of literature on the current tensions between the actors in teams in this sector. For
example, the rationale for the academics’ desire for autonomy is identified as the
“empowerment- research line- ownership cycle” (elaborated in Chapter 4. Research
Findings). Finally, exploring constructs such as the desire for autonomy and work-context
friendships “and its relationship to the LMX lens” can provide a better theoretical

understanding of relational leadership approaches and its implications on the dyadic-level.

In conclusion, this thesis has sought to contribute to the LMX theory through
exploring the relationship between the PI and research team member. Contributing to
knowledge was not limited to the literature on LMX; however, it went beyond to develop and
add on the existing literature on workplace friendships and autonomy. Four additional layers
are recognised through this research. These layers include the positional layers, informal
layer, perceptual layer, and political layer. At the practical level, the HE can enhance the
community through maximising the value of research grant. This can be done through further
exploring leadership practices within research teams and establishing crucial links with the
industry as well. This research study does not simply idealise LMX as a leadership approach
within funded research projects; however, it argues that this relational approach leadership
does not just happen in the workplace. It is open to questions, and this PhD study explored
some of these questions associated with formal and informal relationships in the research

setting.
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6.7 Study Limitations

6.7.1 Ethical Approach
One of the study limitations relates to the ethical issues of confidentiality and

anonymity of research participants. The research participants in this study belong to a small
community in the UK. Providing certain identifying details such as the size of the grant and
the academic field of the Pl may contribute to the identification of this PI. In this case, some
of these details were not included in the analysis and the findings chapters although they
might contribute to a different set of findings. Thus, certain identifying contextual factors of
the research participants were not considered. In this case, the ethical stance demonstrated a

limitation regarding the development of a broader range of findings.

Another limitation is linked to the sharing of interview questions with the participants
if they asked to see them beforehand. Aligning with the ethical stance of the researcher,
questions were shared with these participants. The researcher believes that this helps to
achieve informed consent from the participants beyond the traditional “signed informed
consent” (please see appendix G). However, this also created a limitation in the research
process. For instance, the researcher categorises sharing questions as a shift from the
participants’ spontaneity that scholars seek in most interview settings (Qu and Dumay, 2011)
which could consequently have implications on the nature of the generated knowledge. In this
case, this research may not capture actual perceptions and thoughts as compared to

spontaneous responses.

6.7.2 Generalisation of the Research Results
Questions about the generalisability of research results are associated with most

studies adopting a qualitative approach (Van de Ven and Huber, 1990). Such concerns are
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applicable to this study as well. An often-argued advantage of quantitative research studies
over qualitative studies is the generalisability of their findings (Jack and Westwood, 2006). In
contrast Noble and Smith (2014:2) stated that the prime purpose of qualitative approaches is
“to describe, explore, and understand” rather than test pre-existing boundaries. In line with
this research, removing these boundaries broadens the horizon to explore the relationship
between the PI and the research team members and to contribute to the LMX lens away from

the boundaries established by the quantitative hypotheses (Morgan, 2013).

In this study, Wales, as a geographic region, was not included. Although some
participants from Wales Universities indicated their interest in taking part in the study, they
did not respond to further requests to organise interviews. In addition, the majority of the
funded research projects were based in England. Only a limited number were based in
Scotland and Northern Ireland. However, whilst this could be considered a limitation, it also
reveals some indications regarding the share of the research funding and research projects

across the UK.

6.7.3 Limitations Associated with the Research Design

There are two limitations associated with the research design. These limitations are
the adopted cross-sectional approach and the inconsistency regarding the means of data
collection. Regarding the cross-sectional approach adopted, this made it more difficult to
establish the dynamic factors that may influence the developing LMX relationships between
the PI and the research team members. These factors include the maturity, experience, and
expectations of the team members. Because this study only included those research projects
that were completed in the period 2000 to 2017, the focus was on their past rather than

emerging experiences prior to the data collection. This criterion was driven by the adopted
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cross-sectional approach. An alternative to a cross-sectional approach is a longitudinal study,
which would explore and evaluate the developing of LMX relationships over time and the
dynamic factors contributing to these relationships. However, due to time-constraints, where
the duration of some included projects would have exceeded the duration of the PhD

research, a cross-sectional approach was followed.

Moreover, the inconsistency of the means for the data collections created some
implications for the research process. Different types of interviewing were adopted including
face to face interviews, telephone, Skype interviewing, and one email interview. This variety
of methods occurred because most recruited participants were busy but willing to take part in
this research. So, it was their choice regarding the interview setting. The limitation associated
with this wide variety of interviews is the difficulty of using similar follow up questions with
all the interviewees. For instance, the generated information from the follow up questions
during the face to face interviews contributed richer content to the data collection process
because it is was based on a live conversation with no potential disruptions compared to
skype or email-interviews (Curasi, 2001; Hanna, 2012). Curasi (2001), in a study to compare
interviews conducted face-to-face and over emails, found that the success of the interview is
less controlled by the interviewer over emails. However, the harmony established between
the researcher and the recruited participants through face-to-face interviews is a motivation

for the participants to share personal thoughts and information (Curasi, 2001).

6.8 Future Research
Some of the ideas suggested for future research are inspired by the study limitations
mentioned previously. These build upon the research that has gone before and offer

suggestions for the future exploration of LMX relationships in the workplace.
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6.8.1 Alternative Methodological Approaches

This section offers ideas for alternative methodologies that can be adopted in future
research. One of the best assessments of the maintenance, the decline, or the development of
working relationships are longitudinal studies (Wakabayashi et al., 1988), yet most of the
research including this study have adopted a cross-sectional approach. Thus, an area for
future research is a longitudinal study which evaluates why and how the PI’s and members’
assessment and perceptions of LMX relations change over time. This line of research can
further highlight additional hidden factors that contribute to the development of LMX
relationships in the workplace. Similar to the study designed by Cogliser and colleagues
(2009), future longitudinal studies can explore how the previous established agreement of

leaders and members can influence the development of LMX relationships.

Another potential area for future research is exploring LMX relationships through a
case study. For instance, one of the funded research projects included in this research was co-
led and involved more than 200 members and a £5 million grant. Designing an exploratory
study into LMX relationships with respect to this project, focusing on the experiences of Pls
and team members, would offer the opportunity to explore the relationship between the two

parties and how their needs shape their perceptions and expectations in the research setting.

The data analysis stage is given much importance in qualitative research studies.
According to Silverman (2011), propositions in such research are formulated through the data
analysis stages rather than being structured before data is collected. Where this research
followed a thematic-template approach to organise and analyse the rich and broad range of
data collected, other approaches could be adopted which would offer alternative
methodological approaches. Adopting a narrative analytical approach for instance, would

enable researchers to focus on the research team leaders’ and members’ own stories and
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highlight additional contextual factors. This alternative perspective used to explore such

relationships may generate additional or alternative layers of LMX relationship.

6.8.2 Data Enrichment

A few crucial concepts emerged during the analysis stages of this research. Yet, there
remains the need for further conceptual clarity to be developed. For instance, political
empowerment was one of the top-level emerging themes in this study. Due to its impact on
the dynamics within the team and with the external environment, it is suggested that future
research should explore how this influence is constructed and the associated outcomes on the
team and individual levels. Also, future research can further explore how a Pl can manage
potential inequality perceptions accompanied with the LMX relationship in the research team

setting and how the overall performance of the team is influenced.

Apart from research studies conducted by Erdogan and colleagues (2006) and Valls
and Gonzalez-Roma (2016), cultural influence on workplace relationships was not given
major significance. In this study, some cultural aspects “such as family-oriented cultures”
were highlighted through the analytical process, however, further research is required to
investigate in-depth the how cultural beliefs can impact upon the development of LMX
relationships. Moreover, research which explores LMX in virtual teams is also required. This
study included one virtual team; however, the dynamics within this team were not considered
differently. Given the increasing use of virtual teams in organisations (Dulebohn and Hoch,
2017) this represents rich ground for future research. As Schedlitzki and Edwards (2018: 68)
highlighted; “The LMX theories do not explicitly consider leader-follower relationships

where the leader is not visible or geographical remote”.

216



In addition, potential future areas of research include studies which explore the
difference between LMX relationships in a single-led and co-led team settings and how co-
leaders’ different values can influence LMX relationships. The influence of gender difference
within these relationships also requires further exploration (Liu and Baker, 2016; McCabe

and Knights, 2016).

Furthermore, future research might adopt observational research methods to explore
LMX relationships. This would enable the researcher to recognise some facial expressions
and body language signals. It will offer the research the opportunity to be integrated within
the research team. However, this will be difficult, as Bryman (2004) noted researchers
struggle to conduct observations of leadership, because they require considerable time and

may entail issues of access and confidentiality.
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Thesis Appendix

This section includes 14 appendices to support information provided throughout the thesis.

Appendix A: Developing Templates
1. Coding Template 1

1.Autonomy

4.Trust
1.1Understanding of the concept

) 4.1Role of trust
1.2Desire for autonomy

4.1.1With the team leader
1.3Usefulness of autonomy

4.1.2Between team members
1.3.1As a need to progress

4.2Variation of trust
1.3.2As a debatable desire

1.4Task delegation and exploitation

2.Competency
2.1Characteristics of a competent team member
2.2Task delegation

5.Fairness

2.3Exploitation
5.1Engagement in the decision making process

2.4Ranking skills
5.2Access to the PI

2.4.1Subject knowledge
5.3Perception of favouritism in research teams
2.4.2Team work
2.4.3Stress management
2.5Working relationships

2.5.1With competent members

2.5.2With less competent members

3.Informal relationships
3.1Friendships
3.1.1Understanding of friendship
3.1.2Performance improvement through friendships

3.1.3Favourites and resources access
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2. Coding Template 2

Principal Investigator

Team Member

Leadership style

As collaborative

Leadership style
As self-interest

As an influence on the personal and career
level

Sense of Responsibility

As a commitment

Sense of Responsibility

As a commitment

Autonomy
As a flexible approach
As an agreement between two parties
As the leader’s decision
As an understanding of the concept
As a desire

As a construct limited by the funding party

Autonomy
As an understanding of the concept
As a barrier to guidance
As a need
As a need in the initial stages of the project

As a perception of insecurity

Resources
As a limited resource
As a materialistic resource
As a human resource

As a social resource

Resources
As a limited resource

As a materialistic resource

Friendship
As a by-product of successful research
As a source of openness
As a source of trust
As a solution for cultural differences
As a problematic concept
As a motivational approach

As a construct between affection and
professional respect.

Friendship

As a construct between affection and
professional respect

As a problematic concept

Competency

Competency
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As based on subject knowledge
As based on technical skills

As linked to team work

As a potential for resilience

As a tendency to cope with contingencies

As to compromise between the ego and the
role in the team

As linked to team interest

As leader’s awareness of the member’s
potentials

Task delegation
As a barrier with virtual teams
As a reliable approach

As based on competency

Role clarity
As an approach to avoid tension

As a strategy to identify rights and
responsibilities

Role clarity
As a supportive environment development

As an influence for commitment

Communication
As a trial to develop a supportive atmosphere
As an attempt to avoid inequality perceptions
As a strategy to avoid unpleasant scenarios
As a developmental approach
As a manifestation of mentorship

As a motivational approach

Communication

As a requirement through further stages of
the project

As a developmental approach

As an enhancement of the psychological well-
being

As a source of openness

As a sense of belonging

Inequality

As a result of promotion

Inequality
As a manifestation of exploitation
As an invaluable member treatment
As a difficulty to have access to the leader
As a result of exclusion

As a lack of engagement in the decision
making process

As a manifestation through lack of confidence
As a lack of engagement in the overall process
As an implication of the absence of role clarity

As a lack of appreciation for the contribution
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As an absence of a relational ethical approach

Trust
As a key construct for well functional teams
As linked to the leader’s competency
As linked to the team interest

As a by-product of friendships

Trust
As a key for personal privacy
As linked to the team interest

As a consistency between reputation and
actual performance

As linked to the leader’s competency

Working relationships

As a key for successful research results

Experience
As an awareness of rights and responsibilities

As an awareness of one’s potentials

Leader’s characteristics

As perceived by the team members
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3. Coding Template 3

Principal Investigator

Team Member

Leadership style
As collaborative
As based on members’ competency
As a distributive leadership approach
As based on positive expectations
As a creative approach
As transformational

As based on role clarity

Leadership style
As self-interest

As an influence on the personal and career
level

As a collaborative approach
As responsive

As a lead-back style

As a controlled approach
As an uncertain approach

As an inconsistent style

Sense of Responsibility
As a commitment
As an influence for commitment

As linked to the funding party

Sense of Responsibility
As a commitment

As a risky research process

Autonomy
As a flexible approach
As an agreement between two parties
As the leader’s decision
As an understanding of the concept
As a desire
As a construct limited by the funding party
As a reduction of pressure
As a key to perform
As linked to competency
As a conditional construct

As a need

Autonomy
As an understanding of the concept
As a barrier to guidance
As a need
As a need in the initial stages of the project
As a perception of insecurity
As based on the nature of research
As a barrier to team work
As a source of control
As based on the nature of the project
As a desire

As a barrier for the leader’s control
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As a debatable construct

As a motivating factor

As linked to the nature of academia

As a complement for collaboration

As a solution for the absent plan

As established prior to research themes
As a balance

As a creative approach

As a barrier to working relationships

As based on research stage

As based on project objectives

As a shift from today’s control mechanism
As a complement to mentoring

As an entertaining process

As personal development

As a negative facet

As a balance
As linked to competency
As a misleading desire

As an engagement in the decision making
process

As a sense of empowerment

As an implication of trust

As a need in later stages of the research
As based on the career progress

As a need for productivity

As an increasing manifestations in virtual
teams

As a desire limited by the funding party
As a limited need

As limited for the interdependence nature of
research

Resources
As a limited resource
As a materialistic resource
As a human resource
As a social resource
As technological approach

As personal resource

Resources
As a limited resource
As a materialistic resource
As technological resource
As a personal resource
As human resource

As a social resource

As based on subject knowledge As soft skills
As based on team work
Friendship Friendship

As a by-product of successful research

As a source of openness

As a construct between affection and
professional respect

As a problematic concept
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As a source of trust

As a solution for cultural differences
As a problematic concept

As a motivational approach

As a construct between affection and
professional respect.

As an understanding
As a by-product for enhancing performance
As performance improvement

As an enhancement of the psychological well-
being

As a political support

As an enhancement of team dynamics

As an understanding

As an enhancement of performance

As a developmental approach

As a link for supportive working environment
As a by-product of research

As an irrelevant construct in the HE sector
As a coincidence

As an impact on team dynamics

As a construct between informality and
professionalism

As an enhancement of team performance
As a communication facilitator

As a barrier to accomplish tasks

Competency
As based on subject knowledge
As based on technical skills
As linked to team work
As a potential for resilience
As a tendency to cope with contingencies
As coping with pressure
As based on personal skills
As based on social skills
As a critical use of potentials
As based on the autonomous desire
As an absorbent of stress

As manifested through long working
relationships

As based on specific expertise
As based on personality

As based on stress management

Competency

As to compromise between the ego and the
role in the team

As linked to team interest

As leader’s awareness of the member’s
potentials

As manifested in the participation in the
decision making process

As a potential to motivate others

As linked to the member’s psychological well-
being

As link to the leader’s guidance
As linked to team work potential

As based on critical knowledge sharing
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As based on social networks
As based on self-awareness
As based on personality

As being a role model

As soft skills

As a development of the members’ skills

Task delegation
As a barrier with virtual teams
As a reliable approach
As based on competency

As linked to task delegation

Task delegation

As linked to inequality perceptions

Role clarity
As an approach to avoid tensions

As a strategy to identify rights and
responsibilities

As an influence for sense of responsibility

As based on competency

Role clarity
As a supportive environment development
As an influence for commitment

As solution for inequality perceptions

Communication
As a trial to develop a supportive atmosphere
As an attempt to avoid inequality perceptions
As a strategy to avoid unpleasant scenarios
As a developmental approach
As a manifestation of mentorship
As a motivational approach
As a mutual benefit manifestation
As a development of a common ground
As an approach to guidance
As based on competency

As influenced by the PI

Communication

As a requirement through further stages of
the project

As a developmental approach

As an enhancement of the psychological well-
being

As a source of openness

As a sense of belonging

As a key for project success

As an easy access for the Pl

As a solution for inequality perceptions

As a basic for supportive working
environment
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As an aspect for guidance

As a complement for autonomy
As limited in virtual teams

As influenced by the team leader
As linked to the research field

As a motivational aspect

As a hard access for the PI

As a mean to develop trust

Inequality
As a result of promotion

As a lack of engagement in the decision
making process

As based on the members’ personal skills
As based on contribution

As linked to position oneself in the team
dynamics

As linked to the consistent approach
As resource allocation

As based on the leader’s intentions
As linked to political empowerment

As manifested through exploitation

Inequality
As a manifestation of exploitation
As an invaluable member treatment
As a difficulty to have access to the leader
As a result of exclusion

As a lack of engagement in the decision
making process

As a manifestation through lack of confidence
As a lack of engagement in the overall process
As an implication of the absence of role clarity
As a lack of appreciation for the contribution
As an absence of a relational ethical approach
As manifested through resource allocation

As based on the members’ political skills

As based on religious discrimination

As manifested through the leader’s support
As a result of political empowerment

As based on in-group formation

As based on team members’ personality

As an implication of staying silent

As a lack of materialistic appreciation

Trust

As a key construct for well functional teams

Trust

As a key for personal privacy
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As linked to the leader’s competency
As linked to the team interest

As a by-product of friendships

As a key for performance

As a work related concept

As an earned construct

As an understanding

As linked to the leader’s behaviours
As based on subject knowledge

As linked to team work skills

As an implication of role clarity

As based on consistency

As based on communication

As based on leader’s fairness

As based on leader’s appreciation
As a source of honesty

As an influence for collaborative
environments

As based on personal experiences
As a result of showing sympathy
As a time consuming building process

As a result of accepting unintentional working
mistakes

As a solution for personal conflicts

As based on personality

As a solution to linguistic and cultural barriers
As based on inconsistency

As linked to contribution appreciation

As a key for project failure

As based on empowerment

As linked to the leader’s team team interest

As a consistency between reputation and
actual performance

As linked to the leader’s competency
As a key for project success

As linked to equality perceptions

As linked to subject knowledge

As an enhancement of the psychological well-
being

As a key for collaborative team dynamics
As a reason for loyalty

As an improvement of performance

As based on sympathy

As linked to competency

As an understanding

As a practical approach to team members
As linked to stakeholders

As a key construct between team members
As an implication of communication

As an appreciation of one’s ability

As an effect on team dynamics

As based on good working relationships
As based on one’s social ties

As based on consistency between words and
actions
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Good working relationships Working relationships
As performance improvement As a key for successful research results
As a loss of control through intimacy As a basic for supportive working
As a mutual relationship environment
As based on personality
As based on the reputation
As based on cultural assumptions
As based on a common ground

As based on achievements

As manifested through friendships

Behavioural customisation Behavioural customisation
As a developmental strategy As based on competency
As based on competency As a critical approach to make requests
As based on position As based on different personalities
As based on role As a negative facet
As a motivating approach As based on the leader’s interests
As linked to inequality perceptions As a source of inequality

As a negative influence on team performance

As a negative effect on the psychological well-
being

As associated with family issues
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As based on different religion

As a conflicting naming

Leader’s characteristics
As perceived by the team members
As sympathetic
As an influence of their behavioural approach
As considerate for others

As manifested through authority

Experience
As an awareness of rights and responsibilities
As an awareness of one’s potentials

As a mature approach to difficulties

Guidance
As based on competency

As a developmental approach

Guidance
As based on career experience

As a supportive approach

Team work
As performance improvement

As a shifted approach from autonomy

Informal relationships

As a supportive environment

Political empowerment
As an effect on team dynamics
As based on reputation

As an influence to develop good working
relationship

Political empowerment
As a business approach
As based on diverse research requirement
As based on reputation

As linked to funding purposes

Mental health

As a need
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Exploitation
As a manifestation of authority
As linked to role clarity

As based on personality traits

Exploitation
As driven by team members
As linked to members’ competency

As linked to financial appreciation

Ownership
As a sense of empowerment

As limited by the funder’s interest

Ethics

As a motivational approach

Success

As a sense of achievement

Members’ personality
As an influence on working relationships
As a misuse of control
As a barrier to performance

As an effect on team dynamics

Power
As manifested through authority
As a hierarchical structure
As an even distribution of authority
As an influence on the career development

As linked to the personality traits
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4. Coding Template 4

Principal Investigator Perspective

1 Informal relationships
1.1 Friendships
1.1.1 As an understanding
1.1.1.1 As a construct between affection and professional respect
1.1.1.2 As a problematic concept
1.1.2 As a need
1.1.2.1 As a source of trust
1.1.2.2 As a solution for cultural differences
1.1.2.3 As linked to performance improvement
1.1.2.4 As an enhancement of the psychological well-being
1.1.3 As a desire
1.1.3.1 As a source of openness
1.1.3.2 As a motivational approach
1.1.3.3 As a political support
1.1.3.4 As an enhancement of team dynamics
1.1.4 As by-product of research
1.1.4.1 As a by-product for enhancing performance
1.2 Good working relationships
1.2.1 As an understanding
1.2.1.1As a mutual relationship
1.2.2 As antecedents
1.2.2.1 As based on personality
1.2.2.2 As based on the reputation
1.2.2.3 As based on cultural assumptions
1.2.2.4 As based on a common ground
1.2.3 As outcomes
1.2.3.1 As performance improvement
1.2.4 As a negative facet

1.2.4.1 As a loss of control through intimacy

2 Trust

2.1 As an understanding

2.1.1 As a by-product of friendships
2.1.2 As a work related concept
2.1.3 As an earned construct

2.1.4 As a time consuming building process

2.2 As antecedents

2.2.1 As linked to the leader’s competency
2.2.1.2 As based on subject knowledge
2.2.1.3 As linked to team work skills

2.2.2 As linked to the leader’s behaviours
2.2.2.1 As linked to the leader’ team interest
2.2.2.2 As based on leader’s fairness
2.2.2.3 as linked to the leader’s relational ethics
2.2.2.4 As a result of accepting unintentional working mistakes
2.2.2.5 As linked to contribution appreciation
2.2.2.6 As based on empowerment
2.2.2.7 As based on leader’s consistency

2.2.3 As linked to the leader’s personality
2.2.3.1 As a result of showing sympathy

2.2.3 As an implication of role clarity

2.2.4 As based on communication

2.3 As outcomes
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2.3.1 As a key for performance
2.3.2 As an influence for collaborative environments
2.3.3 As a solution for personal conflicts
2.3.4 As a solution to linguistic and cultural barriers
2.3.5 As a key for project failure
2.3.6 As a source of honesty
2.3.7 As sense of responsibility
2.3.7.1 As an influence for commitment

2.3.7.2 As linked to the funding party



3 Competency
3.1 As soft skills
3.1.1 As linked to team work
3.1.1.1 As a shifted approach from autonomy
3.1.2 As a potential for resilience
3.1.3 As a tendency to cope with contingencies
3.1.4 As coping with pressure
3.1.4.1 As a need for mental health
3.1.5 As based on social skills
3.1.6 As a critical use of potentials
3.1.7 As based on self-awareness
3.1.8 As a development of the members’ skills
3.2 As hard skills
3.2.1 As based on subject knowledge
3.2.2 As based on technical skills
3.3 Behavioural customisation
3.3.1 As an understanding
3.3.1.1 As a conflicting naming
3.3.2 As a positive facet
3.3.2.1 As a developmental strategy
3.3.2.2 As based on competency
3.3.2.3 As based on role
3.3.2.4 As a motivating approach
3.3.2.5 As based on different religion
3.3.3 As a negative facet
3.3.3.1 As linked to inequality perceptions
3.3.3.2 As a negative influence on team performance
3.3.3.3 As a negative effect on the psychological well-being
3.4 Leadership style
3.4.1 As collaborative
3.4.2 As based on members’ competency
3.4.3 As based on positive expectations
3.4.4 As based on role clarity
3.4.5 As a distributive leadership approach

3.4.6 As transformational leadership

5 Inequality
5.1 As a result of promotion
5.2 As a lack of engagement in the decision making process
5.3 As based on the members’ personal skills
5.4 As based on contribution
5.5 As linked to position oneself in the team dynamics
5.6 As linked to the consistent approach
5.7 As resource allocation
5.8 As based on the leader’s intentions
5.9 As linked to political empowerment
5.9.1 As an effect on team dynamics
5.9.2 As based on reputation
5.9.3 As an influence to develop good working relationship
5.10 As manifested through exploitation
5.10.1 As a manifestation of authority
5.10.2 As linked to role clarity
5.10.3 As based on personality traits
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4 Autonomy
4.1 As an understanding

4.1.1 As a flexible approach

4.1.2 As a balance

4.1.3 As an agreement between two parties

4.1.4 As the leader’s decision

4.1.5 As a desire

4.1.6 As a construct limited by the funding party

4.1.7 As a need

4.1.8 As a conditional construct

4.1.9 As linked to the nature of academia

4.1.10 As a debatable construct

4.1.11 As an effect on communication
4.1.11.1 As a trial to develop a supportive atmosphere
4.1.11.2 As an attempt to avoid inequality perceptions
4.1.11.3 As a developmental approach
4.1.11.4 As a development of a common ground
4.1.11.5 As an approach to guidance
4.1.11.6 As influenced by the PI

4.1.12 As linked to role clarity
4.1.12.1 As an approach to avoid tensions
4.1.12.2 As a strategy to identify rights and responsibilities
4.1.12.3 As an influence for sense of responsibility

4.1.12.4 As based on competency

4.2 As antecedents

4.2.1 As linked to competency
4.2.2 As based on research stage
4.2.3 As based on project objectives
4.2.4 Task delegation
4.2.4.1 As a barrier with virtual teams
4.2.4.2 As a reliable approach

4.2.4.1 As based on competency

4.3 As a positive facet
4.3.1 As a reduction of pressure
4.3.2 As a key to perform
4.3.3 As a motivating factor
4.3.4 As a complement for collaboration
4.3.5 As a solution for the absent plan
4.3.6 As a creative approach
4.3.7 As an entertaining process
4.3.8 As personal development
4.3.9 As sense of ownership
4.3.9.1 as a sense of empowerment
4.3.9.2 as limited by the funder’s interest
4.4 As a negative facet

4.4.1 As a barrier to working relationships



4™ Developing Template (Research Team Member)

Team Member Perspective
1 Informal relationships
1.1 Friendships

1.1.1 As an understanding
1.1.1.1 As a construct between affection and professional respect
1.1.1.2 As a problematic concept
1.1.1.3 As a construct between informality and professionalism

1.1.2 As a need
1.1.2.1 As an enhancement of performance
1.1.2.2 As a developmental approach
1.1.2.3 As a communication facilitator

1.1.3 As a desire
1.1.3.1 As a link for supportive working environment
1.1.3.2 As an impact on team dynamics

1.1.4 As a by-product of research
1.1.4.1 As an irrelevant construct in the HE sector
1.1.4.2 As a coincidence

1.1.5 Good working relationships
1.1.5.1 As a key for successful research results
1.1.5.2 As a basic for supportive working environment
1.1.5.3 As a key to build trust

1.1.6 As a negative facet

1.1.6.1 As a barrier to accomplish tasks

2 Trust
2.1 As an understanding
2.1.1 As a practical approach to team members
2.1.2 As linked to stakeholders
2.1.3 As a key construct between team members
2.2 As antecedents
2.2.1 As linked to competency
2.2.1.1 As linked to subject knowledge
2.2.1.1 As based on one’s social ties
2.2.2 As linked to behaviours
2.2.2.1 As an implication of communication
2.2.2.2 As an appreciation of one’s ability
2.2.2.3 As based on consistency between words and actions
2.2.2.4 As linked to the leader’s team interest
2.2.2.5 As a consistency between reputation and actual performance
2.2.3 As linked to personality
2.2.3.1 As based on sympathy
2.3 As outcomes
2.3.1 As a key for project success
2.3.2 As a key for personal privacy
2.3.3 As linked to equality perceptions
2.3.4 As an enhancement of the psychological well-being
2.3.5 As a key for collaborative team dynamics
2.3.6 As a reason for loyalty
2.3.7 As an improvement of performance
2.3.8 As sense of responsibility
2.3.8.1 As a commitment

2.3.8.2 As a risky research process

3 Competency
3.1 As soft skills
3.1.1 As to compromise between the ego and the role in the team
3.1.2 As linked to team interest
3.1.3 As leader’s awareness of the member’s potentials

3.1.4 As manifested in the participation in the decision making
process

3.1.5 As a potential to motivate others
3.1.6 As linked to the member’s psychological well-being
3.1.7 As link to the leader’s guidance
3.1.8 As linked to team work potential
3.1.9 As based on critical knowledge sharing
3.2 Behavioural customisation
3.2.1 As an understanding
3.2.1.1 As based on the members’ competency
3.2.1.2 As based on the leader’s interests
3.2.2 As a positive facet
3.2.2.1 As a critical approach to make requests
3.2.2.2 As based on different personalities
3.2.3 As a negative facet
3.2.3.1 As a source of inequality
3.3 Leadership style
3.3.1 As self-interest
3.4.2 As an influence on the personal and career level
3.4.3 As a collaborative approach
3.3.4 As responsive
3.3.5 As a lead-back style
3.3.6 As a controlled approach
3.3.7 As an uncertain approach
3.3.8 As an inconsistent style
3.4 Experience
3.4.1 As an awareness of rights and responsibilities
3.4.2 As an awareness of one’s potentials

3.4.3 As a mature approach to difficulties



4 Autonomy
4.1 As an understanding
4.1.1 As based on the nature of research
4.1.2 As a source of control
4.1.3 As a barrier for the leader’s control
4.1.4 As a balance
4.1.5 As an engagement in the decision making process
4.1.6 As a need in later stages of the research
4.1.7 As an increasing manifestation in virtual teams
4.1.8 As a desire limited by the funding party
4.1.9 As limited for the interdependence nature of research
4.1.10 As an effect on communication
4.1.10.1 As a requirement through further stages of the project
4.1.10.2 As a developmental approach
4.1.10.3 As an enhancement of the psychological well-being
4.1.10.4 As a source of openness
4.1.10.5 As a sense of belonging
4.1.10.6 As a solution for inequality perceptions
4.1.10.7 As a basic for supportive working environment
4.1.10.8 As an aspect for guidance
4.1.10.9 As a complement for autonomy
4.1.10.10 As limited in virtual teams
4.1.10.11 As influenced by the team leader
4.1.10.12 As linked to the research field
4.1.10.13 As a motivational aspect
4.1.10.14 As a hard access for the PI
4.1.10.15 As a mean to develop trust
4.1.10.16 As a key for success
4.1.11 As linked to role clarity
4.1.11.1 As a supportive environment development
4.1.11.2 As an influence for commitment
4.1.11.3 As solution for inequality perceptions
4.2 As antecedents
4.2.1 As linked to competency
4.2.2 As based on the career progress
4.2.3 Task dekegation
4.2.3.1 As linked to inequality perceptions
6 Power
6.1 As manifested through authority
6.2 Reciprocal behaviour
6.2.1 As a time consuming process
6.2.2 As a key to enhance the working relationship
6.2.3 As influenced by the leader’s approach
6.2.4 As an implication of the leader’s power
6.3 As a hierarchical structure
6.4 As an even distribution of authority
6.5 As an influence on the career development
6.6 As linked to the personality traits
6.6.1 Leader’s personality
6.6.1.1 As perceived by the team members
6.6.1.2 As sympathetic
6.6.1.3 As an influence of their behavioural approach
6.6.1.4 As considerate for others
6.6.1.5 As manifested through authority
6.6.2 Members’ personality
6.6.2.1 As an influence on working relationships
6.6.2.2 As a misuse of control
6.6.2.3 As a barrier to performance

6.6.2.4 As an effect on team dynamics
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4.3 As a positive facet
4.3.1 As a need
4.3.2 As a need in the initial stages of the project
4.3.3 As a desire
4.3.4 As a sense of empowerment
4.3.5 As an implication of trust
4.3.6 As a need for productivity
4.4 As a negative facet
4.4.1 As a barrier to guidance
4.4.2 As a perception of insecurity
4.4.3 As a barrier to team work

4.4.4 As a misleading desire

5 Inequality

5.1 As an invaluable member treatment
5.2 As a difficulty to have access to the leader

5.3 As a result of exclusion

5.4 As a lack of engagement in the decision making process

5.5 As a manifestation through lack of confidence
5.6 As a lack of engagement in the overall process
5.7 As an implication of the absence of role clarity
5.8 As a lack of appreciation for the contribution
5.9 As an absence of a relational ethical approach
5.10 As manifested through resource allocation
5.11 As based on the members’ political skills
5.12 As based on religious discrimination
5.13 As manifested through the leader’s support
5.14 As based on in-group formation
5.15 As based on team members’ personality
5.16 As an implication of staying silent
5.17 As a lack of materialistic appreciation
5.18 As a manifestation of exploitation

5.18.1 As driven by team members

5.18.2 As linked to members’ competency

5.18.3 As linked to financial appreciation
5.19 As a result of political empowerment

55.19.1 As a business approach

5.19.2 As based on diverse research requirement

5.19.3 As based on reputation

5.19.4 As linked to funding purposes



5. Coding Template 5

Principal Investigator Perspective

5" Developing Template (Principal Investigator)

2 Trust
2.1 As an understanding
2.1.1 As a by-product of friendships
2.1.2 As a work related concept

. . 2.13A d construct
1 Informal relationships S an earned construc

. L 2.1.4 As a time consuming building process
1.1 Friendships in the work context & &P
. 2.1.5 As a need
1.1.1 As an understanding
. . 2.1.5 As a key starting point
1.1.1.1 As a construct between affection and professional respect
) 2.2 As antecedents
1.1.1.2 As a problematic concept
. . o . 2.2.1 As linked to the leader’s competency
1.1.1.3 As aligned with daily life definition
. 2.2.1.2 As based on subject knowledge
1.1.1.4 As a by-product for enhancing performance
2.2.1.3 As linked to team work skills
1.1.1.5 As a by-product of research
) 2.2.2 As linked to the leader’s behaviours
1.1.1.6 As a genuine process
. 2.2.2.1 As linked to the leader’ team interest
1.1.1.7 As a by-product in the work context
. X 2.2.2.2 As based on leader’s fairness
1.1.1.8 As linked to professional respect
2.2.2.3 as linked to the leader’s relational ethics
1.1.1.9 As a limited construct
. 2.2.2.4 As a result of accepting unintentional working mistakes
1.1.1.10 As a by-product of professional respect
. 2.2.2.5 As linked to contribution appreciation
1.1.1.11 As a by-product of acquaintances
2.2.2.6 As based on empowerment
1.1.2 As a need P
2.2.2.7 As based on leader’s consistency
1.1.2.1 As a source of trust
X . 2.2.2.8 As linked to allocation of risky tasks
1.1.2.2 As a solution for cultural differences
. . 2.2.2.9 As linked to task delegation
1.1.2.3 As linked to performance improvement
. . 2.2.3 As linked to the leader’s personality
1.1.2.4 As an enhancement of the psychological well-being
. 2.2.3.1 As a result of showing sympath
1.1.3 As a desire & sympathy
2.2.3 As an implication of role clarity
1.1.3.1 As a source of openness
o 2.2.4 As based on communication
1.1.3.2 As a motivational approach
" 2.2.5 As linked to members’ competency-potentials
1.1.3.3 As a political support
) 2.2.6 As linked to members’ intentions
1.1.3.4 As an enhancement of team dynamics
. 2.2.7 As linked to the members’ reputation
1.1.4 As a negative facet P
L 2.2.8 As linked to performance consistency
1.1.4.1 As a loss of control through intimacy
i 2.3 As outcomes
1.1.4.2 As an avoidable process
. . . 2.3.1 As a key for performance
1.2 Good working relationships yiorp
. 2.3.2 As an influence for collaborative environments
1.2.1 As an understanding
. ) 2.3.3 As a solution for personal conflicts
1.2.1.1 As a mutual relationship
. . 2.3.4 As a solution to linguistic and cultural barriers
1.2.1.2 As a crucial ethical approach
. . . . 2.3.5 As a key for project failure
1.2.1.3 As a manifestation of friendship
2.3.6 As a source of honest
1.2.2 As antecedents y
. 2.3.7 As sense of responsibility
1.2.2.1 As based on personality
. 2.3.7.1 As an influence for commitment
1.2.2.2 As based on the reputation
. 2.3.7.2 As linked to the funding party
1.2.2.3 As based on cultural assumptions

2.3.8 As an enhancement of team dynamics
1.2.2.4 As based on a common ground
1.2.3 As outcomes

1.2.3.1 As performance improvement



3 Competency
3.1 As soft skills
3.1.1 As linked to team work
3.1.1.1 As a shifted approach from autonomy
3.1.1.2 As a skill for potential development
3.1.1.3 As an influence on the career ambition
3.1.1.4 As gap identification
3.1.1.5 As a mean for effective ideas
3.1.1.6 As a learning process
3.1.1.7 As a mean for mental health
3.1.2 As a potential for resilience
3.1.3 As a tendency to cope with contingencies
3.1.4 As coping with pressure
3.1.4.1 As a need for mental health
3.1.4.2 As a skill for potential development
3.1.5 As based on social skills
3.1.6 As a critical use of potentials
3.1.7 As based on self-awareness
3.1.8 As a development of the members’ skills
3.1.9 As am awareness of ethical approaches
3.1.10 As linked to communication skills
3.1.11 As political skills
3.1.12 As linked to social ties
3.1.13 As a development of the members’ career
3.1.14 As an awareness of the members’ needs
3.2 As hard skills
3.2.1 As based on subject knowledge
3.2.2 As based on technical skills
3.2.2.1 As linked to the nature of tasks
3.2.2.2 As linked to task modification
3.2.3 As linked to specific expertise
3.3 As linked to behavioural customisation
3.3.1 As an understanding
3.3.1.1 As a conflicting naming
3.3.1.2 As implemented through communication
3.3.2 As antecedents
3.3.2.1 As based on competency
3.3.2.2 As based on the role
3.3.2.3 As linked to members’ experience
3.3.2.4 As based on different religion
3.3.2.5 As linked on personality
3.3.2.6 As linked to the nature of tasks
3.3.3 As a positive facet
3.3.3.1 As a developmental strategy
3.3.3.2 As a motivating approach
3.3.3.3 As linked to performance improvement
3.3.4 As a negative facet
3.3.3.1 As linked to inequality perceptions

3.3.3.2 As a negative influence on team performance

3.3.3.3 As a negative effect on the psychological well-being

3.4 Leadership style
3.4.1 As collaborative
3.4.2 As based on members’ competency
3.4.3 As based on positive expectations
3.4.4 As based on role clarity
3.4.5 As a distributive leadership approach
3.4.6 As transformational leadership

3.4.7 As reciprocal desire
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4 Autonomy

4.1 As an understanding

4.1.1 As a flexible approach

4.1.2 As a balance

4.1.3 As an agreement between two parties

4.1.4 As the leader’s decision

4.1.5 As a desire

4.1.6 As a construct limited by the funding party

4.1.7 As a need

4.1.8 As a conditional construct

4.1.9 As linked to the nature of academia

4.1.10 As a debatable construct

4.1.11 As an effect on communication
4.1.11.1 As a trial to develop a supportive atmosphere
4.1.11.2 As an attempt to avoid inequality perceptions
4.1.11.3 As a developmental approach
4.1.11.4 As a development of a common ground
4.1.11.5 As an approach to guidance
4.1.11.6 As influenced by the PI
4.1.11.7 As linked to ability evaluation
4.1.11.7 As a mean to build trust

4.1.12 As linked to role clarity
4.1.12.1 As an approach to avoid tensions
4.1.12.2 As a strategy to identify rights and responsibilities
4.1.12.3 As an influence for sense of responsibility
4.1.12.4 As based on competency

4.1.13 As linked to the process of knowledge construction

4.2 As antecedents

4.2.1 As linked to competency
4.2.1.1 As linked to time management skills
4.2.1.2 As a manifestation of confidence
4.1.6 As linked to the nature of research
4.1.6.1 As based on research stage
4.1.6.2 As based on project objectives
4.1.6.3 As linked to the nature of tasks
4.2.4 Task delegation
4.2.4.1 As a barrier with virtual teams
4.2.4.2 As a reliable approach
4.2.4.3 As based on competency
4.2.4.4 As a developmental approach
4.2.4.5 As implemented through communication
4.2.5 As linked to good intentions

4.2.6 As linked to the competitive environment



4.3 As a positive facet
4.3.1 As a reduction of pressure
4.3.2 As a key to perform
4.3.2.1 As a facilitative approach
4.3.3 As a motivating factor
4.3.4 As a complement for collaboration
4.3.5 As a solution for the absent plan
4.3.6 As a creative approach
4.3.7 As an entertaining process
4.3.8 As personal development
4.3.9 As sense of ownership
4.3.9.1 as a sense of empowerment
4.3.9.2 as limited by the funder’s interest
4.3.9.4 As a sense of responsibility
4.3.10 As a complement for communication
4.4 As a negative facet
4.4.1 As a barrier to working relationships
4.4.2 As a source of conflict with funders
4.4.3 As a loss of control
4.4.4 As a negative ego
4.4.5 As a shift from team work 6 Power

6.1 As a manifestation

5 Inequality 6.1.1 Recoprocal Behaviour
5.1 As antecedents 6.1.1.1 As linked to the leader’s input
5.1.1 As a result of promotion 6.1.2 As linke to personality traits
5.1.2 As a lack of engagement in the decision making process 6.1.2.1 Leader’s personality
5.1.3 As based on the members’ personal skills 6.1.2.2 Members’ personality

5.1.4 As based on contribution
5.1.5 As linked to position oneself in the team dynamics
5.1.6 As linked to the consistent approach
5.1.7 As resource allocation
5.1.8 As based on the leader’s intentions
5.1.9 As linked to political empowerment
5.1.9.1 As an effect on team dynamics
5.1.9.2 As based on reputation
5.1.9.3 As an influence to develop good working relationship
5.1.9.4 As linked to the obligated inclusion of team members
5.1.9.5 As linked to social pressures
5.1.9.6 As linked to a prestigious contract
5.1.10 As manifested through exploitation
5.1.10.1 As a manifestation of authority
5.1.10.2 As linked to role clarity (design stage)
5.1.10.3 As based on personality traits
5.1.10.4 As an unfair allocation of the leader’s time
5.1.10.5 As solved through communication
5.1.10.6 As linked to job description
5.1.11 As linked on members’ expectations
5.1.12 As linked to cultural differences
5.1.13 As linked to task allocation
5.1.14 As based on contribution appreciation
5.1.15 As linked to rights’ respect
5.2 As a solution
5.2.1 As managed through communication
5.2.1 As linked to ethical approaches 287
5.2.1.1 As linked to human respect

5.2.1.2 As an influence on the career ambition



Team Member Perspective

5" Developing Template (Research Team Member)

1 Informal relationships
1.1 Friendships
1.1.1 As an understanding
1.1.1.1 As a construct between affection and professional respect
1.1.1.2 As a problematic concept

1.1.1.3 As a construct between informality and professionalism

2 Trust

1.1.1.4 As an irrelevant construct in the HE sector .
2.1 As an understanding
1.1.1.5 As a coincidence

2.1.1 As a practical approach to team members

1.1.1.6 As aligned with non-work context
2.1.2 As linked to stakeholders
1.1.1.7 As friendly acquaintance
2.1.3 As a key construct between team members

1.1.1.8 As linked to professional maturity
2.2 As antecedents
1.1.1.9 As linked to shred culture and values
2.2.1 As linked to competency

1.1.1.10 As linked to personalities

2.2.1.1 As linked to subject knowledge-professional trustworthy
1.1.1.10 As linked to professional boundaries

2.2.1.2 As based on one’s social ties

1.1.1.11 As a cultural understanding . .
2.2.2 As linked to behaviours
1.1.1.12 As linked to the professional context
2.2.2.1 As an implication of communication

1.1.1.13 As an even distribution of responsibilities
2.2.2.2 As an appreciation of one’s ability
1.1.2 As a need
2.2.2.3 As based on consistency between words and actions
1.1.2.1 As an enhancement of performance
2.2.2.4 As linked to the leader’s team interest

1.1.2.2 As a developmental approach
2.2.2.5 As a consistency between reputation and actual performance
1.1.2.3 As a communication facilitator
2.2.3 As linked to personality

1.1.2.4 As a source of honesty
2.2.3.1 As based on leader’s sympathy
1.1.3 As a desire
2.2.3.1 As linked on the members’ intentions

1.1.3.1 As a link for supportive working environment . X .
2.2.4 As linked to time constrains
1.1.3.2 As an impact on team dynamics
2.3 As outcomes
1.1.3.3 As a mean to team responsibility X
2.3.1 As a key for project success
1.1.4 As a negative facet .
2.3.2 As a key for personal privacy
1.1.4.1 As a barrier to accomplish tasks X i .
2.3.3 As linked to equality perceptions
1.1.4.2 As linked to conflicting expectations ) X
2.3.4 As an enhancement of the psychological well-being

1.1.4.3 As linked to gender . .
) ) ) 2.3.5 As a key for collaborative team dynamics
1.2 Good working relationships
2.3.6 As a reason for loyalty

1.2.1 As an understanding
2.3.7 As an improvement of performance
1.2.2 As antecedents
2.3.8 As sense of responsibility
1.2.2.1 As linked to personalities
2.3.8.1 As a commitment
1.2.3 As outcomes
2.3.8.2 As a risky research process
1.2.3.1 As a key for successful research results
2.3.9 As a motivational approach

1.2.3.2 As a basic for supportive working environment
2.3.10 As a key to progress

1.2.3.3 As a key to build trust - .
2.3.11 As fulfilling autonomy desire

1.2.3.4 As linked to productivity

1.2.3.5 As a mutual benefit

1.2.3.6 As linked to the psychological well-being
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3 Competency
3.1 As soft skills

3.1.1 As to compromise between the ego and the role in the team

3.1.2 As linked to team interest

3.1.3 As leader’s awareness of the member’s potentials

3.1.4 As manifested in the participation in the decision making

process

3.1.5 As a potential to motivate others

3.1.6 As linked to the member’s psychological well-being

3.1.7 As link to the leader’s guidance
3.1.8 As linked to team work potential
3.1.8.1 As linked to the work setting
3.1.8.2 As linked to long term results
3.1.8.3 As a compliment to subject knowledge
3.1.8.4 As linked to effective delegation
3.1.8.5 As linked to the psychological well-being
3.1.8.6 As a manifestation of equality
3.1.8.7 As a motivational approach
3.1.8.8 As an enhancement of mental health
3.1.8.9 As a compliment to academic confidence
3.1.8.10 As a key for project success
3.1.9 As based on critical knowledge sharing
3.2 Behavioural customisation
3.2.1 As antecedents
3.2.1.1 As based on the members’ competency
3.2.1.2 As based on the leader’s interests
3.2.1.3 As a balance
3.2.1.4 As linked to the unique members’ work ethics
3.2.1.5 As based on different personalities
3.2.1.6 As linked to religious beliefs
3.2.1.7 As linked to gender
3.2.2 As a positive facet
3.2.2.1 As a critical approach to make requests
3.2.2.2 As linked to performance improvement
3.2.2.3 As linked to psychological well-being
3.2.2.4 As linked to an optimal use of competencies
3.2.3 As a negative facet
3.2.3.1 As a source of inequality
3.2.3.2 As an a shift from the natural state of behaviours
3.3 Leadership style
3.3.1 As self-interest
3.4.2 As an influence on the personal and career level
3.4.3 As a collaborative approach
3.3.4 As responsive
3.3.5 As a lead-back style
3.3.6 As a controlled approach
3.3.7 As an uncertain approach
3.3.8 As an inconsistent style
3.3.9 As a bias
3.3.10 As a top down approach
3.3.11 As an innate competency
3.4 Experience
3.4.1 As an awareness of rights and responsibilities
3.4.2 As an awareness of one’s potentials

3.4.3 As a mature approach to difficulties

89

4 Autonomy

4.1 As an understanding

4.1.1 As based on the nature of research
4.1.2 As a source of control
4.1.3 As a barrier for the leader’s control
4.1.4 As a balance
4.1.5 As an engagement in the decision making process
4.1.6 As a need in later stages of the research
4.1.7 As an increasing manifestation in virtual teams
4.1.8 As a desire limited by the funding party
4.1.9 As limited for the interdependence nature of research
4.1.10 As an effect on communication
4.1.10.1 As a requirement through further stages of the project
4.1.10.2 As a developmental approach
4.1.10.3 As an enhancement of the psychological well-being
4.1.10.4 As a source of openness
4.1.10.5 As a sense of belonging
4.1.10.6 As a solution for inequality perceptions
4.1.10.7 As a basic for supportive working environment
4.1.10.8 As an aspect for guidance
4.1.10.9 As a complement for autonomy
4.1.10.10 As limited in virtual teams
4.1.10.11 As influenced by the team leader
4.1.10.12 As linked to the research field
4.1.10.13 As a motivational aspect
4.1.10.14 As a hard access for the PI
4.1.10.15 As a mean to develop trust
4.1.10.16 As a key for success
4.1.10.17 As linked to the awareness of the overall picture
4.1.10.18 As a by-product of the decision making engagement
4.1.10.19 As am engagement in the team dynamics
4.1.10.20 As linked to mutual future benefit
4.1.11 As linked to role clarity
4.1.11.1 As a supportive environment development
4.1.11.2 As an influence for commitment
4.1.11.3 As solution for inequality perceptions

4.1.11.4 As linked to the enhancement of mental health

4.2 As antecedents

4.2.1 As linked to competency (member/leader)
4.2.2 As based on the career progress-stage
4.2.3 Task delegation

4.2.3.1 As linked to inequality perceptions

4.2.3.2 As a motivational approach

4.2.3.3 As linked to specific expertise
4.2.4 As linked to research field
4.2.5 As linked to the nature of tasks
4.2.6 As linked to the stage of research

4.2.7 As linked to members’ personality



4.3 As a positive facet

4.3.1 As aneed

4.3.2 As a need in the initial stages of the project

4.3.3 As a desire

4.3.4 As a sense of empowerment

4.3.5 As an implication of trust

4.3.6 As a need for productivity

4.3.7 As a motivational approach

4.3.8 As linked to the sense of ownership
4.4 As a negative facet

4.4.1 As a barrier to guidance

4.4.2 As a perception of insecurity

4.4.3 As a barrier to team work

4.4.4 As a misleading desire

4.4.5 As a barrier to communication

4.4.6 As a source of pressure

5 Inequality
5.1 As antecedents
5.1.1 As an invaluable member treatment
5.1.2 As a difficulty to have access to the leader
5.1.3 As a result of exclusion
5.1.4 As a lack of engagement in the decision making process
5.1.5 As a manifestation through lack of confidence
5.1.6 As a lack of engagement in the overall process
5.1.6.1 As a lack responsiveness
5.1.7 As an implication of the absence of role clarity
5.1.8 As a lack of appreciation for the contribution
5.1.9 As an absence of a relational ethical approach
5.1.10 As manifested through resource allocation
5.1.10.1 As linked to unfair feedback
5.1.11 As based on the members’ political skills
5.1.12 As based on religious discrimination
5.1.13 As manifested through the leader’s support
5.1.14 As based on in-group formation
5.1.15 As based on team members’ personality
5.1.16 As an implication of staying silent
5.1.17 As a lack of materialistic appreciation
5.1.18 As a manifestation of exploitation
5.1.18.1 As driven by team members
5.1.18.2 As linked to members’ competency
5.1.18.3 As linked to financial appreciation
5.1.18.4 As linked to members’ voice
5.1.18.5 As linked to the authoritarian style
5.1.18.6 As linked unorganised delegation
5.1.18.7 As linked to early career stage
5.1.19 As a result of political empowerment
5.1.19.1 As a business approach
5.1.19.2 As based on diverse research requirement
5.1.19.3 As based on reputation
5.1.19.4 As linked to funding purposes
5.1.19.5 As linked to specific research fields
5.1.20 As linked to positioning oneself in the team dynamics
5.1.21 As a negative influence on mental health
5.1.21.1 As linked to the competitive environment
5.1.22 As a fulfilment of requests
5.1.23 As linked to employee voice

5.2 As a solution

6 Power
6.1 As a manifestation
6.1.1 As manifested through authority
6.1.2 Reciprocal behaviour
6.1.2.1 As a time consuming process
6.1.2.2 As a key to enhance the working relationship
6.1.2.3 As influenced by the leader’s approach
6.1.2.4 As an implication of the leader’s power
6.1.2.5 As linked to career stage
6.1.2.6 As linked to friendships
6.1.2.7 As a professional approach
6.1.3 As a hierarchical structure
6.1.4 As manifested through social networks
6.1.5 As manifested through an unethical conduct of behaviour
6.2 As linked to the personality traits
6.2.1 Leader’s personality
6.2.1.1 As perceived by the team members
6.2.1.2 As sympathetic
6.2.1.3 As an influence of their behavioural approach
6.2.1.4 As considerate for others
6.2.1.5 As manifested through authority
6.2.2 Members’ personality
6.2.2.1 As an influence on working relationships
6.2.2.2 As a misuse of control
6.2.2.3 As a barrier to performance
6.2.2.4 As an effect on team dynamics
6.2.2.5 As linked to team building
6.3 As an understanding
6.3.1 As an even distribution of authority
6.3.2 As reduced through role clarity
6.3.2 As a distributive asset
6.4 As outcomes

6.4.1 As an influence on the career development



6. Coding Template 6

Principal Investigator Perspective

6™ Developing Template (Principal Investigator)

2 Trust
1 Informal relationships 2.1 As an understanding
1.1 Friendships in the work context 2.1.1 As a by-product of friendships
1.1.1 As an understanding 2.1.2 As a work related concept

1.1.1.1 As a construct between affection and professional respect 2.1.3 As an earned construct

1.1.1.2 As a problematic concept 2.1.4 As a time consuming building process
1.1.1.3 As aligned with daily life definition 2.1.5As a need

1.1.1.4 As a by-product for enhancing performance 2.1.5 As a key starting point

1.1.1.5 As a by-product of research 2.1.6 As an implicit approach

1.1.1.6 As a genuine process 2.2 As antecedents

1.1.1.7 As a by-product in the work context 2.2.1 As linked to the leader’s competency
1.1.1.8 As linked to professional respect 2.2.1.2 As based on subject knowledge
1.1.1.9 As a limited construct 2.2.1.3 As linked to team work skills
1.1.1.10 As a by-product of professional respect 2.2.2 As linked to the leader’s behaviours
1.1.1.11 As a by-product of acquaintances 2.2.2.1 As linked to the leader’ team interest
1.1.2 As a need 2.2.2.2 As based on leader’s fairness
1.1.2.1 As a source of trust 2.2.2.3 as linked to the leader’s relational ethics
1.1.2.2 As a solution for cultural differences 2.2.2.4 As a result of accepting unintentional working mistakes
1.1.2.3 As linked to performance improvement 2.2.2.5 As linked to contribution appreciation
1.1.2.4 As an enhancement of the psychological well-being 2.2.2.6 As based on empowerment
1.1.3 As a desire 2.2.2.7 As based on leader’s consistency
1.1.3.1 As a source of openness 2.2.2.8 As linked to allocation of risky tasks
1.1.3.2 As a motivational approach 2.2.2.9 As linked to task delegation
1.1.3.3 As a political support 2.2.2.10 As based on work integrity
1.1.3.4 As an enhancement of team dynamics 2.2.3 As linked to the leader’s personality
1.1.3.5 As a motive for communication 2.2.3.1 As a result of showing sympathy
1.1.3.6 As a supportive environment 2.2.3 As an implication of role clarity
1.1.4 As a negative facet 2.2.4 As based on communication
1.1.4.1 As a loss of control through intimacy 2.2.5 As linked to members’ competency-potentials

1.1.4.2 As an avoidable process 2.2.6 As linked to members’ intentions

1.1.4.3 As a sense of insecurity 2.2.7 As linked to the members’ reputation

1.1.4.4 As a problem solving barrier 2.2.8 As linked to performance consistency

1.1.4.5 As an influence on job performance 2.2.9 As linked to human nature

1.2 Good working relationships 2.2.10 As linked to intentions

1.2.1 As an understanding 2.3 As outcomes
1.2.1.1 As a mutual relationship 2.3.1 As a key for performance
1.2.1.2 As a crucial ethical approach 2.3.2 As an influence for collaborative environments
1.2.1.3 As a manifestation of friendship 2.3.3 As a solution for personal conflicts

1.2.2 As antecedents 2.3.4 As a solution to linguistic and cultural barriers
1.2.2.1 As based on personality 2.3.5 As a key for project failure
1.2.2.2 As based on the reputation 2.3.6 As a source of honesty
1.2.2.3 As based on cultural assumptions 2.3.7 As sense of responsibility
1.2.2.4 As based on a common ground 2.3.7.1 As an influence for commitment

1.2.3 As outcomes 2.3.7.2 As linked to the funding party
1.2.3.1 As performance improvement 2.3.8 As an enhancement of team dynamics
1.2.3.2 As a motivational approach 2.3.9 As a key for good working relationships
1.2.3.3 As a source of respect L

1.2.3.4 As a problem solving approach

1.2.3.5 As a feeling of insecurity



3 Competency
3.1 As soft skills

3.1.1 As linked to team work
3.1.1.1 As a shifted approach from autonomy
3.1.1.2 As a skill for potential development
3.1.1.3 As an influence on the career ambition
3.1.1.4 As gap identification
3.1.1.5 As a mean for effective ideas
3.1.1.6 As a learning process
3.1.1.7 As a mean for mental health
3.1.1.8 As knowledge complementation
3.1.1.9 As a key for engagement

3.1.2 As a potential for resilience

3.1.3 As a tendency to cope with contingencies

3.1.4 As coping with pressure
3.1.4.1 As a need for mental health
3.1.4.2 As a skill for potential development

3.1.5 As based on social skills

3.1.6 As a critical use of potentials

3.1.7 As based on self-awareness

3.1.8 As a development of the members’ skills

3.1.9 As am awareness of ethical approaches

3.1.10 As linked to communication skills

3.1.11 As political skills

3.1.12 As linked to social ties

3.1.13 As a development of the members’ career

3.1.14 As an awareness of the members’ needs

3.1.15 As linked to work-life balance

3.1.16 As a time management skill

3.1.17 As linked to a strategic vision

3.2 As hard skills

3.2.1 As based on subject knowledge

3.2.2 As based on technical skills
3.2.2.1 As linked to the nature of tasks
3.2.2.2 As linked to task modification

3.2.3 As linked to specific expertise

3.3 Leadership style
3.3.1 As collaborative
3.3.2 As based on members’ competency
3.3.3 As based on positive expectations
3.3.4 As based on role clarity
3.3.5 As a distributive leadership approach
3.3.6 As transformational leadership
3.3.7 As reciprocal desire
3.3.8 As a mutual approach
3.3.9 As hands-off approach
3.3.10 As an enabling approach
3.3.11 As a strategic approach
3.3.12 As led by example

4 Autonomy
4.1 As an understanding

4.1.1 As a flexible approach
4.1.2 As a balance
4.1.3 As an agreement between two parties
4.1.4 As the leader’s decision
4.1.5 As a desire
4.1.6 As a construct limited by the funding party
4.1.7 As a need
4.1.8 As a conditional construct
4.1.9 As linked to the nature of academia
4.1.10 As a debatable construct
4.1.11 As an effect on communication
4.1.11.1 As a trial to develop a supportive atmosphere
4.1.11.2 As an attempt to avoid inequality perceptions
4.1.11.3 As a developmental approach
4.1.11.4 As a development of a common ground
4.1.11.5 As an approach to guidance
4.1.11.6 As influenced by the PI
4.1.11.7 As linked to ability evaluation
4.1.11.7 As a mean to build trust
4.1.12 As linked to role clarity
4.1.12.1 As an approach to avoid tensions
4.1.12.2 As a strategy to identify rights and responsibilities
4.1.12.3 As an influence for sense of responsibility
4.1.12.4 As based on competency
4.1.12.5 As linked to leadership style
4.1.13 As linked to the process of knowledge construction
4.1.14 As a problematic desire
4.1.15 As a source for independency

4.1.16 As a parallel approach to communication



4.2 As antecedents
4.2.1 As linked to competency
4.2.1.1 As linked to time management skills
4.2.1.2 As a manifestation of confidence
4.1.6 As linked to the nature of research
4.1.6.1 As based on research stage
4.1.6.2 As based on project objectives
4.1.6.3 As linked to the nature of tasks
4.2.4 Task delegation
4.2.4.1 As a barrier with virtual teams
4.2.4.2 As a reliable approach
4.2.4.3 As based on competency
4.2.4.4 As a developmental approach
4.2.4.5 As implemented through communication
4.2.4.6 As linked to the nature of tasks
4.2.5 As linked to good intentions
4.2.6 As linked to the competitive environment
4.2.7 As linked to experience
4.3 As a positive facet
4.3.1 As a reduction of pressure
4.3.2 As a key to perform
4.3.2.1 As a facilitative approach
4.3.3 As a motivating factor
4.3.4 As a complement for collaboration
4.3.5 As a solution for the absent plan
4.3.6 As a creative approach
4.3.7 As an entertaining process
4.3.8 As personal development
4.3.9 As sense of ownership
4.3.9.1 as a sense of empowerment
4.3.9.2 as limited by the funder’s interest
4.3.9.4 As a sense of responsibility
4.3.10 As a complement for communication
4.3.11 As a source of self-satisfaction
4.3.12 As an implication of team work
4.3.13 As a source of control
4.3.14 As linked to sense of responsibility
4.4 As a negative facet
4.4.1 As a barrier to working relationships
4.4.2 As a source of conflict with funders
4.4.3 As a loss of control
4.4.4 As a negative ego
4.4.5 As a shift from team work
4.4.6 As a shift from research objectives

4.4.7 As a non-productive approach
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5 Inequality
5.1 As antecedents
5.1.1 As a result of promotion
5.1.2 As a lack of engagement in the decision making process
5.1.3 As based on the members’ personal skills
5.1.4 As based on contribution
5.1.5 As linked to position oneself in the team dynamics
5.1.6 As linked to the consistent approach
5.1.7 As resource allocation
5.1.8 As based on the leader’s intentions
5.1.9 As manifested through exploitation
5.1.9.1 As a manifestation of power
5.1.9.2 As linked to role clarity (design stage)
5.1.9.3 As based on personality traits
5.1.10.4 As an unfair allocation of the leader’s time
5.1.9.5 As solved through communication
5.1.9.6 As linked to job description
5.1.9.7 As linked to personal favours
5.1.9.8 As linked to patronage system
5.1.10 As linked on members’ expectations
5.1.11 As linked to cultural differences
5.1.12 As linked to task allocation
5.1.13 As based on contribution appreciation
5.1.14 As linked to rights’ respect
5.2 As a solution
5.2.1 As managed through communication
5.2.1 As linked to ethical approaches
5.2.1.1 As linked to human respect
5.2.1.2 As an influence on the career ambition-development

5.2.1.3 As a parent-like approach

6 Political Empowerment
6.1 As an effect on team dynamics
6.2 As based on reputation
6.3 As an influence to develop good working relationship
6.4 As linked to the obligated inclusion of team members
6.5 As linked to social pressures
6.6 As linked to a prestigious contract
6.7 As linked to additional funding
6.8 As profile boost
6.9 As linked to delegation of tasks



8 Power (Integrative Theme)

8.1 As a manifestation

7 Behavioural Customisation 8.1.1 Recoprocal Behaviour

7.1 As an understanding 8.1.1.1 As linked to the leader’s input
7.1.1 As a conflicting naming 8.1.2 As linked to personality traits
7.1.2 As implemented through communication 8.1.2.1 Leader’s personality
7.1.3 As a behavioural tailor approach 8.1.2.1 Members’ personality
7.1.4 As a development of unique relationships 8.1.3 As linked to effort appreciation

7.2 As antecedents 8.1.4 As linked to seniority level
7.2.1 As based on competency 8.1.5 As linked to leader’s authority
7.2.2 As based on the role 8.1.6 As linked to decision making
7.2.3 As linked to members’ experience 8.2 As outcomes
7.2.4 As based on different religion 8.2.1 As resulting in an hierarchical structure
7.2.5 As linked on personality 8.2.2 As an influence on career development

7.2.6 As linked to the nature of tasks
7.2.7 As linked to soft skills
7.2.8 As linked to hard skills
7.2.9 As linked to trust
7.2.10 As linked to job description
7.3 As a positive facet
7.3.1 As a developmental strategy
7.3.2 As a motivating approach
7.3.3 As linked to performance improvement
7.3.4 As potential for future partnerships
7.3.5 As an optimal use of potentials
7.4 As a negative facet
7.4.1 As linked to inequality perceptions
7.4.2 As a negative influence on team performance
7.4.3 As a negative effect on the psychological well-being

7.4.4 As linked to the members’ perception
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6" Developing Template (Research Team Member)

Team Member Perspective
1 Informal relationships
1.1 Friendships
1.1.1 As an understanding
1.1.1.1 As a construct between affection and professional respect

1.1.1.2 As a problematic concept

1.1.1.3 As a construct between informality and professionalism 2 Trust (Integrative Theme)

1.1.1.4 As an irrelevant construct in the HE sector 2.1 As an understanding

1.1.1.5 As a coincidence 2.1.1 As a practical approach to team members

1.1.1.6 As aligned with non-work context 2.1.2 As linked to stakeholders

1.1.1.7 As friendly acquaintance 2.1.3 As a key construct between team members

1.1.1.8 As linked to professional maturity 2.1.4 As linked to professional trust

1.1.1.9 As linked to shred culture and values 2.1.5 As an earned construct

1.1.1.10 As linked to personalities 2.1.6 As a two directional approach

1.1.1.10 As linked to professional boundaries 2.2 As antecedents

1.1.1.11 As a cultural understanding 2.2.1 As linked to competency

1.1.1.12 As linked to the professional context 2.2.1.1 As linked to subject knowledge-professional trustworthy

1.1.1.13 As an even distribution of responsibilities 2.2.1.2 As based on one’s social ties

1.1.1.14 As a professional friendship 2.2.2 As linked to behaviours

1.1.2 As a need 2.2.2.1 As an implication of communication

1.1.2.1 As an enhancement of performance 2.2.2.2 As an appreciation of one’s ability

1.1.2.2 As a developmental approach 2.2.2.3 As based on consistency between words and actions

1.1.2.3 As a communication facilitator 2.2.2.4 As linked to the leader’s team interest

1.1.2.4 As a source of honesty 2.2.2.5 As a consistency between reputation and actual performance

1.1.2.5 As a source of network 2.2.2.6 As linked to equal treatment

1.1.2.6 As enhancing productivity 2.2.3 As linked to personality

1.1.3 As a desire 2.2.3.1 As based on leader’s sympathy

1.1.3.1 As a link for supportive working environment 2.2.3.1 As linked on the members’ intentions

1.1.3.2 As an impact on team dynamics 2.2.4 As linked to time constrains

1.1.3.3 As a mean to team responsibility 2.2.5 As linked to cultural background and equality perceptions

1.1.3.4 As linked to the nature of academia 2.3 As outcomes

1.1.3.5 As a motivational approach 2.3.1 As a key for project success

1.1.3.6 As a mentorship 2.3.2 As a key for personal privacy

1.1.4 As a negative facet 2.3.3 As linked to equality perceptions

1.1.4.1 As a barrier to accomplish tasks 2.3.4 As an enhancement of the psychological well-being

1.1.4.2 As linked to conflicting expectations 2.3.5 As a key for collaborative team dynamics

1.1.4.3 As linked to gender 2.3.6 As a reason for loyalty

1.2 Good working relationships 2.3.7 As an improvement of performance

1.2.1 As an understanding 2.3.8 As sense of responsibility

1.2.2 As antecedents 2.3.8.1 As a commitment

1.2.2.1 As linked to personalities 2.3.8.2 As a risky research process

1.2.2.2 As linked to communication 2.3.9 As a motivational approach

1.2.2.3 As linked to trust 2.3.10 As a key to progress

1.2.2.4 As linked to competency 2.3.11 As fulfilling autonomy desire

1.2.3 As outcomes 2.3.12 As an enhancement of team dynamics

1.2.3.1 As a key for successful research results 2.3.13 As a key for good working relationships

1.2.3.2 As a basic for supportive working environment 2.3.14 As linked to contribution appreciation
1.2.3.3 As a key to build trust
1.2.3.4 As linked to productivity-motivational approach
1.2.3.5 As a mutual benefit
1.2.3.6 As linked to the psychological well-being
1.2.3.7 As an enhancement of team dynamics 29
1.2.3.8 As linked to future collaboration
1.2.4 As a manifestation of similar values

1.2.5 As a manifestation of friendships



3 Competency

3.1 As soft skills
3.1.1 As to compromise between the ego and the role in the team
3.1.2 As linked to team interest
3.1.3 As leader’s awareness of the member’s potentials

3.1.4 As manifested in the participation in the decision making

process

3.1.5 As a potential to motivate others
3.1.6 As linked to the member’s psychological well-being
3.1.7 As link to the leader’s guidance
3.1.8 As linked to team work potential
3.1.8.1 As linked to the work setting
3.1.8.2 As linked to long term results
3.1.8.3 As a compliment to subject knowledge
3.1.8.4 As linked to effective delegation
3.1.8.5 As linked to the psychological well-being
3.1.8.6 As a manifestation of equality
3.1.8.7 As a motivational approach
3.1.8.8 As an enhancement of mental health
3.1.8.9 As a compliment to academic confidence
3.1.8.10 As a key for project success
3.1.9 As based on critical knowledge sharing
3.1.10 As a skill to manage people
3.1.11 As a mentorship approach
3.1.12 As linked to personal development
3.2 Leadership style
3.2.1 As self-interest
3.2.2 As an influence on the personal and career level
3.2.3 As a collaborative approach
3.2.4 As responsive
3.2.5 As a lead-back style
3.2.6 As a controlled approach
3.2.7 As an uncertain approach
3.2.8 As an inconsistent style
3.2.9 As a bias
3.2.10 As a top down approach
3.2.11 As an innate competency
3.2.12 As inclusive
3.2.13 As based on communication
3.3 Experience
3.3.1 As an awareness of rights and responsibilities
3.3.2 As an awareness of one’s potentials
3.3.3 As a mature approach to difficulties
3.3.4 As sharing disbeliefs
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4 Autonomy
4.1 As an understanding
4.1.1 As based on the nature of research
4.1.2 As a source of control
4.1.3 As a barrier for the leader’s control
4.1.4 As a balance
4.1.5 As an engagement in the decision making process
4.1.6 As a need in later stages of the research
4.1.7 As an increasing manifestation in virtual teams
4.1.8 As a desire limited by the funding party
4.1.9 As limited for the interdependence nature of research
4.1.10 As an effect on communication
4.1.10.1 As a requirement through further stages of the project
4.1.10.2 As a developmental approach
4.1.10.3 As an enhancement of the psychological well-being
4.1.10.4 As a source of openness
4.1.10.5 As a sense of belonging
4.1.10.6 As a solution for inequality perceptions
4.1.10.7 As a basic for supportive working environment
4.1.10.8 As an aspect for guidance
4.1.10.9 As a complement for autonomy
4.1.10.10 As limited in virtual teams
4.1.10.11 As influenced by the team leader
4.1.10.12 As linked to the research field
4.1.10.13 As a motivational aspect
4.1.10.14 As a hard access for the PI
4.1.10.15 As a mean to develop trust
4.1.10.16 As a key for success
4.1.10.17 As linked to the awareness of the overall picture
4.1.10.18 As a by-product of the decision making engagement
4.1.10.19 As am engagement in the team dynamics
4.1.10.20 As linked to mutual future benefit
4.1.10.21 As linked to responsiveness
4.1.11 As linked to role clarity
4.1.11.1 As a supportive environment development
4.1.11.2 As an influence for commitment
4.1.11.3 As solution for inequality perceptions
4.1.11.4 As linked to the enhancement of mental health
4.1.11.5 As a share of challenging objectives
4.1.11.6 As a resolution of avoidable tension
4.1.12 As linked to independence
4.1.13 As linked to social interaction fear
4.1.14 As aligned with support and assistance
4.2 As antecedents
4.2.1 As linked to competency (member/leader)
4.2.2 As based on the career progress-stage
4.2.3 Task delegation
4.2.3.1 As linked to inequality perceptions
4.2.3.2 As a motivational approach
4.2.3.3 As linked to specific expertise
4.2.4 As linked to research field
4.2.5 As linked to the nature of tasks
4.2.6 As linked to the stage of research
4.2.7 As linked to members’ personality
4.2.8 As linked to promotion
4.2.9 As linked to expectations from early career researchers
4.2.10 As linked to career stage

4.2.11 As an implementation of personal line of thoughts



4.3 As a positive facet

4.3.1 As a need

4.3.2 As a need in the initial stages of the project

4.3.3 As a desire

4.3.4 As a sense of empowerment

4.3.5 As an implication of trust

4.3.6 As a need for productivity

4.3.7 As a motivational approach

4.3.8 As linked to the sense of ownership
4.3.9 As a creative approach

4.3.10 As less pressure on superiors

4.3.11 As a sense of achievement

4.4 As a negative facet

4.4.1 As a barrier to guidance

4.4.2 As a perception of insecurity

4.4.3 As a barrier to team work

4.4.4 As a misleading desire

4.4.5 As a barrier to communication

4.4.6 As a source of pressure

4.4.7 As a possible tension

4.4.8 As a lack of motivation

4.4.9 As a lack of a supportive environment

4.4.10 As a shift from team work
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5 Inequality

5.1 As antecedents

5.1.1 As an invaluable member treatment
5.1.2 As a difficulty to have access to the leader
5.1.3 As a result of exclusion
5.1.4 As a lack of engagement in the decision making process
5.1.5 As a manifestation through lack of confidence
5.1.6 As a lack of engagement in the overall process
5.1.6.1 As a lack responsiveness
5.1.7 As an implication of the absence of role clarity
5.1.8 As a lack of appreciation for the contribution
5.1.9 As an absence of a relational ethical approach
5.1.10 As manifested through resource allocation
5.1.10.1 As linked to unfair feedback
5.1.11 As based on the members’ political skills
5.1.12 As based on religious discrimination
5.1.13 As manifested through the leader’s support
5.1.14 As based on in-group formation
5.1.15 As based on team members’ personality
5.1.16 As an implication of staying silent
5.1.17 As a lack of materialistic appreciation
5.1.18 As a manifestation of exploitation
5.1.18.1 As driven by team members
5.1.18.2 As linked to members’ competency
5.1.18.3 As linked to financial appreciation
5.1.18.4 As linked to members’ voice
5.1.18.5 As linked to the authoritarian style
5.1.18.6 As linked unorganised delegation
5.1.18.7 As linked to early career stage
5.1.19.8 As linked to academic system
5.1.19.9 As linked to power notions
5.1.19.10 As linked to gender
5.1.19.10 As linked to cultural background
5.1.19.10 As linked to leader’s time allocation
5.1.19.11 As linked to status within the team
5.1.19.12 As linked to instability of early career academics
5.1.19.13 As linked to task allocation
5.1.19 As linked to positioning oneself in the team dynamics
5.1.20 As a negative influence on mental health
5.1.20.1 As linked to the competitive environment
5.1.21 As a fulfilment of requests
5.1.22 As linked to employee voice
5.1.23 As linked to patronage academic system

5.1.24 As a result of lacking people management skills

5.2 As a solution

5.2.1 As resolved through communication



6 Power
6.1 As a manifestation

6.1.1 As manifested through authority

6.1.2 Reciprocal behaviour
6.1.2.1 As a time consuming process
6.1.2.2 As a key to enhance the working relationship
6.1.2.3 As influenced by the leader’s approach
6.1.2.4 As an implication of the leader’s power

6.1.2.5 As linked to career stage ..
7 Political Empowerment
6.1.2.6 As linked to friendships
7.1 As a business approach
6.1.2.7 As a professional approach
7.2 As based on diverse research requirement
6.1.3 As a hierarchical structure
7.3 As based on reputation
6.1.4 As manifested through social networks . .
7.4 As linked to funding purposes
6.1.5 As manifested through an unethical conduct of behaviour . . )
7.5 As linked to specific research fields
6.1.6 As linked to financial assets
7.6 As linked to selection criteria
6.1.7 As linked to the decision making process

6.1.8 As manifested through status . L.
8 Behavioural customisation
6.1.9 As linked to the patronage nature of academia
) . . 8.1 As antecedents
6.2 As linked to the personality traits
8.1.1 As based on the members’ competency
6.2.1 Leader’s personality
8.1.2 As based on the leader’s interests
6.2.1.1 As perceived by the team members
8.1.3 As a balance
6.2.1.2 As sympathetic
8.1.4 As linked to the unique members’ work ethics
6.2.1.3 As an influence of their behavioural approach
8.1.5 As based on different personalities
6.2.1.4 As considerate for others
8.1.6 As linked to religious beliefs

8.1.7 As linked to gender

6.2.1.5 As manifested through authority

6.2.1.6 As a misuse of authority
8.1.8 As linked to norms and values
6.2.1.7 As a negative facet of one’s ego .
8.2 As a positive facet
6.2.2 Members’ personality
8.2.1 As a critical approach to make requests
6.2.2.1 As an influence on working relationships
8.2.2 As linked to performance improvement
6.2.2.2 As a misuse of control
8.2.3 As linked to psychological well-being
6.2.2.3 As a barrier to performance
8.2.4 As linked to an optimal use of competencies
6.2.2.4 As an effect on team dynamics
8.2.5 As an awareness of people’s needs
6.2.2.5 As linked to team building
8.2.6 As an optimal use of potentials
6.3 As an understanding
8.2.7 As an enhancement of team dynamics
6.3.1 As an even distribution of authority
8.3 As a negative facet
6.3.2 As reduced through role clarity
8.3.1 As a source of inequality
6.3.3 As a distributive asset

6.3.4 As linked to hard skills

8.3.2 As an a shift from the natural state of behaviours
8.4 As an understanding
6.3.5 As linked to team status
8.4.1 As a leadership approach
6.3.6 As engaged in decision making process
6.3.7 As manifested through competency and expertise
6.4 As outcomes
6.4.1 As an influence on the career development
6.4.2 As linked to team dynamics
6.4.3 As an authority to allocate tasks

6.4.4 As linked to instrumentalisation — direct and coordinate
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7. Milestones between the Second and the Fifth Developing Templates
The initial plan was to integrate the PI and team members’ perspective through a

single template; however, comprising a separate template for each perspective provided an
opportunity for a comprehensive analysis of data, however, through Chapter 4 (Research
Findings), both perspectives are taken into account to demonstrate how knowledge was

generated from the social interaction of particpants with the research team setting.

Throughout the second developing template, team leaders identified role clarity as an
approach to resolve avoidable tensions. In addition, role clarity is a crucial strategy to identify

rights and responsibilities of research team members. HP1 stated:;

HP1: If any member comes to me and say that what you want me to do exceed what we have
agreed on at the beginning and I got a problem with and that was the case, that is fair
enough and we will have another conversation ... | allow them to have a sense of autonomy
when you can but also be very clear in the areas when you can'’t.

Communication was considered as one of top-level themes that had an influence on
an important range of existing a priori themes within the analytical stage. These themes
included; autonomy, fairness, informal relationships, and trust. Pls referred to communication
as a motivational and a developmental approach for team members. In addition,
communication was highlighted as a solution for inequality perceptions in academic research

teams. According to EP5;

EP5: It is really important to have that collective environment in the research team. research
never happens in isolation, a person cannot just limit the self in the room and do team
research, there should communication. it is very important to work with others and enable
others to be managers.

The process of the full iteration of the third template was the last manually structured
phase of the analytical process. The developing of the fourth to sixth coding templates was
organised through the NVivo software to accommodate the enormous set of data. The
secondary coding template, from the PI’s perspective, was applied to additional interview
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transcripts. Where 12 top-level themes were identified throughout the primary and the
secondary coding template, 5 additional top level themes were identified once the secondary
coding template was applied to further data (please see appendix A2). These themes included;
good working relationships, behavioural customisation, team work, political empowerment,

and exploitation.

Political empowerment was the second emerging theme throughout this research.
Phrases such as “to be empowered politically”, “to have that political base”, “using the
prestigious reputation” were continuously used by the research participants. At the initial
stages of data analysis, such phrases were not taken into account where the main aim was to
contribute to LMX through exploring the relationship between a Pl and team members.

However, the idea of a political aspect of the LMX relationships emerged after the frequent

use of such expressions by both Pls and members.

In addition, the relevance of this concept to this research is manifested through the
influence of some aspects of political empowerment on the working relationships in the
research setting, thus effecting the relationship between the team leader and team members.

BP14 stated:;

BP14: There are particular individuals who are there to open doors, particular individual
who is expected to be a part of a team in some cases. Social pressures to form particular
team to have this political base. The more prestigious the contract sometimes, the more
prestigious the outlet. And there is greater need for those individuals.

At further stages of data collection, some questions were designed to address political
empowerment within a research team and its implications on the overall research setting.
These questions included; Are there members present within the team for the purpose of

political empowerment? Research participants provided their own understanding of political
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empowerment in research teams. Thus, this emerging theme was developed throughout the

analytical process.

In the process of the development of the fourth coding template, the a priori themes
Fairness, Informal relationships, Trust, Competency, and Autonomy were revisited. (please
see appendix A4) None of those a priori themes were discarded; however, all themes were
redefined to accommodate the additional collected data and the integration of the new set of
sub-themes. For instance, the wording of the a priori theme Fairness was altered to Inequality
perceptions to better represent the collected data. In addition, some thematic headings were

merged into an overarching theme.

During the process of developing the fifth coding template, a roughly clear sense of
the collected data was acquired. For instance, (friendships in the work-place) was manifested
as a distinct category from good working relationships (see appendix A5). According to
research team leaders, there is a clear difference between friendships and good working
relationships in the workplace. Thus, research participants were asked to define friendships in
the workplace and how friendships influenced the dynamics within a team setting. Questions

asked for research team leaders included:

What is your understanding of friendship in the work context? Can you enhance the team

performance through forming friendships within your team? SP16, and EP5 believed:

SP16: absolutely friendships improve performance. | think these moments outside a strict
task-oriented setting will give you a deep appreciation of the people you are working with.

EP5: friendships and good working relationships are not the same thing. | would say, | get
very well with the colleagues in the team but is not always the best. good working
relationships is important and friendships should be left away sometimes.

Understanding the team leaders’ thoughts about friendships in the work context

enabled this research to formulate a detailed map of an emerging sub-theme at this stage of
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analysis. This subtheme was entitled (Friendships in the workplace) and the subthemes of this
subtheme included (The understanding of friendships at the work place, Friendships as a
need, Friendships as a desire, and Friendships as a negative facet). A large number of
interviewees related this concept to the top-level theme (Informal relationships at the
workplace). Thus, this top-level theme was restructured and redefined throughout the fifth
coding template. The fifth coding template included five top-level themes. These themes
were autonomy, competency, informal relationships, inequality perceptions, and trust. The
full versions of the second, third, fourth, and fifth coding templates are included in this

appendix (see appendix A2,A3,A4,A5).

8. Top Level/ Integrative Themes — Sixth Coding Template

Behavioural Customisation — A Top Level Theme (Pl)
Where (Behavioural customisation) was identified as a subtheme of (Competency)

throughout the process of the developing templates, it was presented as a top-level level
theme in the final coding template. For instance, according to team members, the
customisation of the leader’s behaviours is not only based on the members’ competency. This
customisation corresponds to the members’ experience, personality, religion, and the nature
of tasks. Thus, it has implications for addressing the main aim of this doctoral research.

According to BM30 and CM29;

BM30: I would tailor my behaviours as a pi. for instance, when my colleague leaves | will be
working with my other two colleagues. they couldn’t be more different. one is an introvert,
she is extremely capable and a joy to work with but she is quite. so she might sit in a meeting
and only talks when she is asked, not because she doesn’t have anything to say, it is because
she is who she is and | am like that as well. my other colleague is a typical extrovert, she is a
person of personality A. she is very confident, disregarding the topic, she always has an
opinion on it so obviously | would have to deal with them in a different way.

CM29: we are different from each other in terms of work ethic, in terms of detailed we are in
our work, how committed we are to our work. maybe some skills are different, I may be more
skilled in this aspect more than others. an effective team leader should be able to make the
best use of each person individual abilities skills and experiences. so team outcome is most
effective. some of it could be culture and religion as well.
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This figure below represents a simplified version of (Behavioural Customisation) as a top-
level theme. The full version of the final template is included in this appendix as well (see

appendix A).

Behavioural Customisation

3.3.1 As an understanding

3.3.2 As antecedents
3.3.2.1 As based on competency
3.3.2.2 As based on the member’s role
3.3.2.3 As linked to members’ experience
3.3.2.4 As based on different religion
3.3.2.5 As linked on personality

3.3.3 As a positive facet
3.3.3.1 As a developmental strategy
3.3.3.2 As a motivating approach

3.3.4 As a negative facet
3.3.4.1 As linked to inequality perceptions
3.3.4.2 As a negative influence on team performance

3.3.4.3 As a negative effect on the psychological well-being

A simplified version of (Behavioural customisation) as a top-level theme from a team
member’s perspective.

Trust — An Integrative theme (Research Member)

Where the integrative theme (Trust) was explicitly positioned as a top-level theme
through the development of the previous five developing coding templates, there was an
implicit influence of trust on the members’ thoughts and experiences within the team setting.
For instance, (Trust) was implicitly manifested through the development of good working
relationships and friendships within the research team. Where trusting the Pl was linked to
the enhancement of the psychological well-being of member and performance improvement,
this construct has implications for collaborative team dynamics within various fields of
research. Thus, it was positioned as an integrative theme contributing to the main aim of this

research. UM19 states:
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UM19: trust is very important in teams because it makes me feel less anxious and there is no
need to think about what is going on, if I don’t know stress will result and negative thoughts

and it may result in some actions that are not satisfying because nothing is straight forward

when there is no trust between people.

According to team members, inequality perceptions can be a result of the loss of trust.
Such perceptions correspond to the treatment as an invaluable member and are manifested
through a lack of confidence once trust between members and leaders is absent. HM18

highlights:

HM18: He was unfair, he has his own career. he has his own aspirations and his own
business aspirations. he got new members to the team without telling us. honestly, it was the
most unpleasent experience, personally I will not work with him again, I don’t trust this man.

The figure below represents a simplified version of this integrative theme (Trust). A full

version of this theme is included in the appendix as well (see appendix A6)

Trust

2.1 As an understanding

2.2 As antecedents
2.2.1 As linked to competency
2.2.2 As linked to behaviours
2.2.3 As linked to personality

2.3 As outcomes
2.3.1 As an enhancement of the psychological well-being
2.3.2 As a key for collaborative team dynamics
2.3.3 As a reason for loyalty
2.3.4 As an improvement of performance
2.3.5 As sense of responsibility
2.3.6 As a motivational approach

2.3.7 As a key to progress

A simplified version of the (Trust) as an integrative theme from a member’s perspective
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Appendix B: A Table Demonstrating How Data Were Organised
To be continued through the next table

Participant Position Research ID | Position Field of Research Gender

Order (Research (University)
Team)

1 Principal HP1 Professor Corporate M
Investigator (Pilot) Communication

2 Principal LP2 Professor Leadership and M
Investigator Management

3 Principal QP3 Professor Education and F
Investigator Social Work

4 Principal BP4 Professor Biomedical M
Investigator Sciences

5 Principal EP5 Senior Organisational M
Investigator Lecturer Studies

6 Principal BP6 Senior Museums and M
Investigator Lecturer Planetariums

7 Principal LP7 Research Membrane Biology | M
Investigator Group

Leader

8 Principal LP8 Lecturer Internationalisation | M
Investigator and Technology

9 Principal IP9 Professor Infrastructureand | M
Investigator Resilience

10 Principal SP10 Professor Medical Radiation M
Investigator and Imaging

11 Principal CP11 Professor Engineering and M
Investigator Nuclear Materials

12 Principal GP12 Professor Religion and Public | M
Investigator Life

13 Principal LP13 Associate Work and F
Investigator Professor Employment

Studies

14 Principal BP14 Professor Applied Economics | M

Investigator
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15 Principal SP15 Professor Physics
Investigator

16 Principal SP16 Senior Political and
Investigator Lecturer Cultural Studies

17 Principal SP17 Professor Physical Chemistry
Investigator

18 Research HM18 Research Finance and
Team Fellow (Pilot) | Economics
Member

19 Research UuM19 Research Engineering
Team Associate
Member

20 Research LM20 Research Management
Team Fellow Gender Queer
Member Studies

21 Research um21 Research Engineering
Team Associate
Member

22 Research BM22 Director of RNA Biology
Team Studies
Member

23 Research SM23 Research Physics
Team Associate
Member

24 Research BM24 Welfare Urban and Regional
Team Learning and | Studies
Member Support

Officer

25 Research SM25 Post Doc Accelerated Physics
Team
Member

26 Research NM26 Research Energy Harvesting
Team Fellow in Textiles
Member

27 Research SM27 Research Molecular and
Team Fellow Applied Chemistry
Member
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28 Research SM28 Research Political and F
Team Associate Cultural Studies
Member
29 Research CM29 Research Agroecology Water | F
Team Associate and Resilience
Member
30 Research BM30 Research Science F
Team Fellow Communication
Member
31 Research UM3l1l Research Engineering F
Team Associate
Member
Participan | Number of Duration | Number of Funding Party | Fund Region Working
t Order Team Submitted Amount Experience
Members Reports of (£) Outside HE
the Chosen Sector
Project
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1 9PIs(16in 3 years Depending EU _ England Executive
my team) on the Board Director
milestones in Corporate
Communicatio
n Consultancy
2 2 _ 2 Health _ England No
Foundation
3 3 3 years 5 Government £300,000 | N. Ireland Social Services
of Northern
Island
4 2 _ Once Prostate _ England Medical
applicable Cancer UK Research
Council
5 4 1year 2 ESRC £40,000 | England IT Company
6 4 _ 4 linked to Royal Institute | _ England Science
payment of Great Museum
Britain Sector
7 9 5 years 6 Medical £900,000 | England No
Research
Council
8 3 _ Once Lancaster _ England IT Consultancy
applicable University
9 8 (3 Co) _ Collaborativel | ESRC and £250,000 | England Life Coaching
y Done EPSRC
10 10 _ Once Industry _ England No
applicable
11 20 4 years No Regular EPSRC 2,000,00 | England No
Reporting 0
12 3 3 years 6 Leverhulme 150,000 | England Ordained
Trust Priest (Charity
Sector)
13 4 1 year Once NA 30,000 England Industry and
applicable (Confidentialit Services
y)
14 4 6 months | Once Governmental | 30,000 England Hospitality,
applicable Department Industry and
Construction
15 75 4 years Once EPSRC 4,600,00 | Scotland No
applicable 0
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16 4 18 Once ESRC 76,000 England Consultant for
months applicable the Irish
Parliament
17 15/university 33 4 European 1,000,00 | England Industry and
(6 months Commission 0 Services
universities)
18 3 3 months | Once Oxford 10,000 England Financial
applicable Strategic Services
Development
19 72 3 years Every 6 Franza Award | _ N. Ireland No
universities) months
20 8(2 3 years 4 ESRCS 500000 England No
universities)
21 8 (2 Pls) 3 years Once EPSRC _ N. Ireland Industry
Applicable
22 8 3 years 2 UWE Bristol _ England Administrate
reports/year Job
23 60 (different 5 years Once EPSRC _ Scotland Industry
universities) Applicable
24 12 (4 3 years Once Leverhulme 7,000,00 | England Housing
mainstreams) Applicable Trust 0 Private Sector
25 90 3 years Depending EU 3,000,00 | Scotland No
on the 0 Euros
milestones
26 20 (6 from this | 2 years 11 EU FP7 1,900,00 | England No
university) 0
27 5 3 years Once BBSRC 400,000 | Scotland No
Applicable
28 6 (Co-led) 2 years Once ESERC 300,000 | England Travel Agency
Applicable
29 3 1 year 3 Community _ England Voluntary
Organisation Sector
Foundation
30 4 18 4 Royal _ England No
months Institution of
Great Britain
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31

6(3
institutions)

16
months

Once
Applicable

British Council

N. Ireland

No
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Appendix C: Email Sent to Research Participants

Dear ...,

| hope my email finds you well.

My name is Omar Abou Hamdan and | am a PhD student at the University of Huddersfield,
supervised by Dr. Annie Yeadon-Lee and Dr. Rachel Cockman.

My research explores the nature of the relationship between research team leaders and members
within the Higher Education context in UK.

Being an academic staff member integrated at one time in academic-funded research projects, |
would like to interview you about your experiences of research teams. The interview can take place
in person, on the telephone or via Skype and will last about 30 to 40 minutes.

This doctoral research is approved by the University of Huddersfield Business School Research Ethics
Committee. Your response will be anonymised and confidential.

| am hoping to conduct the interviews between .... If you are willing and able to participate please
respond to this email and feel free to indicate your availability. | will then contact you to confirm an
interview date and time and provide you with the interview questions, participant information
sheet, and the consent form.

Looking forward to get a favourable response from you. If you have any questions about the study,
please let me know.

Kind regards,

Omar Abou Hamdan (Researcher)
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Appendix D: The Conceptual Research Model of the Primary Research Topic

THE CONCEPTUAL MODEL

: Research
Leader’s EI _ Quality of — Project
LMX Success
. Self-awareness r Research project
.Self-regulation Loyalty achievement
. Motivation J .PIofessnor_Lal Respect Ressarch project impact
.Social awareness . Contribution
.Social Skills L . Affect

To examine the relationship between the PI’s emotional intelligence-LMX Quality-
Research Project Success, the researcher began by assessing the measures for the included
variables. Whilst it became clear that the measures of the leader’s emotional intelligence and
the quality of the leader-member exchange were statistically significant to test this
relationship with existing reliable and tested scales (Scandura and Graen, 1984; Wong and
Law, 2002). No such valid and reliable scale exists to measure the success of an academic
research project. There are a lack of scales that focussed on academic research projects, with
the exception of the field of agriculture (Barlett, 2016), for which a scale was developed to
evaluate the success of donor-funded collaborative projects. Thus, the researcher could not
depend on this scale to achieve generalizable results. As a result, it became apparent that to
measure the success of an academic research project quantitatively using this scale would be
a challenge. Therefore, to examine this relationship quantitatively, the researcher would need
to examine the relationship between EI and LMX only which in turn was not a novel research

contribution.
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As Bryman et al. (1998) and Conger (1998) suggested, exploring a relationship in a
different context requires a qualitative way of thinking outside the previously set rules and
boundaries of this relationship. The combination of the realisation of a lack of existing
quantitative scales and the unexplored context lead the researcher to decide to modify the

research topic and the research approach.

This however, represented a personal challenge as the researcher tried to reconcile his
positivistic belief that people should sense external factors to perceive them as real (Locke,
1801; Comte, 1853) on the one hand and the requirements of the research objectives through
the importance of the explored context on the other. This task was critical and demanding
where “positivism assumes that there is a foundational point at which an observer can stand
and observe the external objectively” (Darwin et al., 2002: 118). The researcher concluded
that choosing among approaches such as positivistic or interpretivist is not only related to the
beliefs accompanied with these approaches; it is also related to how the researcher wants to
view his or her own beliefs about oneself and others. During this difficult process, the
researcher pictured himself as a research-driven researcher rather than a personal-perspective
driven researcher. According to Creswell (2007, p.6), “qualitative inquiry represents a
legitimate mode of social and human science exploration, without apology or comparisons to
quantitative research”. Thus, the researcher’s beliefs may not completely conform to the

methodological stance but the study objectives have created this common research mind set.
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Appendix E: The Contribution of the HE sector to the UK Economy

UK higher education contribution to GDP 2007-08 UK higher education contribution to GDP 2011-12

las proportion of all UK GDP) las proportion of all UK GDP)

2.3% 2.8%
UK higher education contribution to UK employment 2007 UK higher education contribution to UK employment 2011
las proportion of all UK employment) |as proportion of all UK employment)

2.86% 2.7%

Universities International students International visitors Higher education sector
Direct GOP (0] £17.97 billion i ] £17.97 billion
Secondary GDP (0] £18.43 billion £3.42 billion £0.09 billion £21.94 billion
Total GDP (0] £36.40 billion £3.42 billion £0.09 billicn £3%.91 billion
University GOP multiplier 203 N/A MiA MiA

Source: Universities UK economic impact modelling system [2013)

England in specific (Universities UK, 2014)
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.1 East of England

Total revenue of East of England higher education
institutions was £2_46 billion in 20011-12.

International revenue amounted to £4467 million
which, together with the estimated off-campus
expenditure of international [all non-UK] students
[E34F million], represented a total of £836 million
export earnings.

Universities provided 21,123 full-time eguivalent
jobs across a range of occupations and skill
levels.

33,148 full-time equivalent jobs were generated
outside the universities, with maost [30,494)] based
in the region.

The universities” own output was £2_46 billion.
Through knock-on effects they generated an
additional £3.35 billion in other industries
throughout the UK, with the majority [E3.1 billion]
in the region.

Universities attracted 32,730 students from
outside the UK to study in the region.

Internatiomal students” off-campus expenditure
[E36F million] generated £554 million of output
and 4,691 full-timme equivalent jobs throughout the
UK.

Universities attracted 52, 405 students from other
parts of the UK to study in the region.

The off-campus expenditure of students from
the rest of the UK [ES80 million] generated £447
million of output and 4,858 full-time equivalent
jobs in the region.

The East of England higher education institutions,
together with the spending of international
students and students from other parts of the UK,
generated 62,840 jobs in the region, which was
equivalent to 2.2% of the 2012 East of England
workforce in employment.®

The higher education institutions alone
generated regional GVWA of £2.9 billion [direct plus

secondaryl, which was equivalent to arcound 2.46%
of all 20117 East of England GWA.

When combined with the impact of the spending
of international students and students from other
parts of the UK, a total regicnal GVWA of over £3.5
billion was generated, equivalent to 3.1% of total
East of England GVA."

2.2 East Midlands

Total rewvenue of East Midlands higher education
institutions was E£1.7 billion in 2011-12.

International revenue amounted to £345 million
which, together with the estimated off-campus
expenditure of international students [£293
million], represented a total of £438 million of
export earnings.

Universities provided 21,478 full-time equivalent
jobs across a range of occupations and skill
levels.

23,118 full-time equivalent jobs were generated
outside the universities, with most [19,240) based
in the region.

The universities’ own output was £1.7 billion.
Through knock-on effects they generated

an additional £2_3 billion in other industries
throughout the UK, with the majority [E1.9 billion])
in the region.

Universities attracted 25,945 students from
outside the UK to study in the region.

International students’ off-campus expenditure
[E293 million) generated £440 million of output
and 3,719 full-time equivalent jobs throughout the
UK.

Universities attracted 84,495 students from other
parts of the UK to study in the region.

The off-campus expenditure of students from the
rest of the UK [E938 million] generated £1.1 billion
of coutput and 2,527 full-time equivalent jobs in the
regiomn.
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* The universities, together with the expenditure
of their international students and students from
the rest of the UK, generated 53,220 jobs in the
region, equivalent to 2.5% of the 2012 waorkforce
in employment®

The higher education institutions alone generated
over £2 billion of regional GVA [direct and
secondary], equivalent to around 2.5% of all 2011
East Midlands GVA.

When combined with the spending of international
students and students from other parts of the UK,
a total regional GVA of £2.7 billion was generated,
equivalent to 3.3% of total 2011 East Midlands
GVAT

2.3 London

Total revenue of London higher education
institutions was £5.8 billion in 2011-12.

International revenue amounted to £1.3 billien
which, together with the estimated off-campus
expenditure of international students [£1.2 billion],
represented a total of £2.5 billion in export
garnings.

Universities provided 56 896 full-time equivalent
jobs across a range of occupations and skill
levels.

Over 78,380 full-time equivalent jobs were
generated outside the universities, with most
[64,241) based in London.

The universities” own output was £5.8 billion.
Through knock-on effects they generated

an additional £7.9 billion in other industries
throughout the UK, with the majority [£5.9 billion)
in London.

Universities attracted 102,995 students from
outside the UK to study in London.

International students’ off-campus expenditure
[£1.2 billion] generated £1.7 billion of output and
14,743 full-time equivalent jobs throughout the UK.

Universities attracted 113,995 students from other
parts of the UK to study in London.

The off-carmpus expenditure of students from the
rest of the UK [E1.4 billion] generated £1.5 billion

of output and 13,447 full-time eguivalent jobs in
London.

The universities, together with the expenditure of
their internatienal students and students from the
rest of the UK, generated 145,921 jobs in London.
This was eguivalent to 3.7% of the workforce in
employment in 20121

The higher education institutions alone generated
£6.6 billion regional GVA [direct plus secondaryl,
equivalent to 2.3% of all 2011 London GVA.

When combined with the spending of international
students and students from other parts of the UK,
regional GVA of over £7.9 billion was generated,
equivalent to 2.8% of total 2011 London GVA."

2.4 North East

Total revenue of Morth East higher education
institutions was €£1.1 billion in 2017-12.

Internaticnal revenue amounted to £244 million
which, together with the estimated off-campus
expenditure of international students [£213
million], represented a total of £457 million of
export earnings.

Universities provided 14,661 full-time equivalent
jobs across a range of occupations and skill levels.

15,261 full-time equivalent jobs were generated
outside the universities, with maost [11,493] based
in the region.

The universities” own output was £1.1 billion.
Through knock-on effects they generated

an additional £1.5 billion in other industries
throughout the UK, with the majority [£1.1 billion)
in the region.

Universities attracted 18,8460 students from
outside the UK to study in the region.

International students’ off-campus expenditure
[£213 million] generated £319 million of output and
2,703 full-time equivalent jobs throughout the UK.

Universities attracted 40,505 students from other
parts of the UK to study in the region.

The off-campus expenditure of students from
the rest of the UK [£457 million] generated £509
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million of output and 4,156 full-time equivalent
jobs in the region.

The universities, together with the expenditure
of their internaticnal students and students
from the rest of the UK, generated 32,244 jobs in
the region. This was equivalent to 2.76% of the
workforce in employment in 20121

The universities alone generated £1.3 billion of
regional GVA [direct plus secondary), equivalent to
around 3% of all 2011 Morth East GVA.

Combined with the spending of international

students and students from other parts of the UK,
regional GVA of nearly £1.6 billion was generated,
equivalent to 3.8% of total 2011 Morth East GVA.™

2.5 North West

Total revenue of North West higher education
institutions was £2.6 billion in 2011-12.

International revenue amounted to £441 million
which, together with the estimated off-campus
expenditure of international students [£387
million], represented a total of £848 million of
export earnings.

Universities provided 31,085 full-time
equivalent jobs across a range of occupations
and skill levels.

34,617 full-time equivalent jobs were generated
outside the universities, with most [29,795] based
in the region.

The universities” own output was £2.61 billion.
Through knock-on effects they generated an
additional £3.48 billion in other industries
throughout the UK, with the majority [£2.91 billion)
in the region.

Universities attracted 34,270 students from
outside the UK to study in the region.

International students’ off-campus expenditure
[E387 million] generated £581 million of output
and 4,912 full-time equivalent jobs throughout

the UK.

Universities attracted 80,030 students from other
parts of the UK to study in the region.

* The off-campus expenditure of students from the
rest of the UK [£884 million] generated over £1
billion of output and 9,286 full-time equivalent
jobs in the region.

* The universities, together with the expenditure
of their international students and students from
the rest of the UK, generated 74,218 jobs™ in the
region. This was equivalent to 2.3% of the 2012
Morth West workforce in employment.

* The higher education institutions alone
generated £3.1 billion of regional GVA [direct plus
secondary], equivalent to around 2.5% of all 2011
MNorth West GVA.

* Combined with the spending of international
students and students from the rest of the UK,
regional GVA of £3.84 billion was generated,
equivalent to 3.1% of total 2011 North West GVA."®

2.5 South East

* Total revenue of South East higher education
institutions was £3.8 billion in 2011-12.

* |nternational revenue amounted to £707 million
which, together with the estimated off-campus
expenditure of international students [£549
million], represented a total of £1.26 billion of
export earnings.

* Universities provided 43,982 full-time equivalent
jobs across a range of occupations and skill
levels.

» 50,920 full-time equivalent jobs were generated
outside the universities, with most [45,515) based
in the region.

* The universities’ own output was £3.8 billion.
Through knock-on effects they generated
an additional £5.1 billion in other industries
throughout the UK, with the majority [E4.5 billion)
in the region.

¢ Universities attracted 48 475 students from
outside the UK to study in the region.

* |nternational students’ off-campus expenditure
[E549 million] generated £825 million of output
and 4,977 full-time equivalent jobs throughout
the UK.
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Universities attracted 98,170 students from other
parts of the UK to study in the region.

The off-campus expenditure of students from the
rest of the UK [£1.1 billion] generated £1.4 billion
of output and 12,391 full-time equivalent jobs in
the region.

The universities, together with the expenditure
of their international students and students from
the rest of the UK, generated 110,331 jobs in the
regicn. This was equivalent to 2.6% of the South
East workforce in employment in 2012,

The higher education institutions alone

generated £4.7 billion of regional GVA [direct

plus secondary], equivalent to around 2.4% of

all regional GVA. Combined with the spending of
international students and students from other
parts of the UK, regional GVA of nearly £5.7 billion
was generated, equivalent to around 3% of total
2011 South East region GVA."

2.7 South West

Total revenue of South West higher education
institutions was £1.7 billion in 2011-12.

International revenue amounted to £288 million
which, together with the estimated off-campus
expenditure of international students [£270
million], represented a total of £558 million of
export earnings.

Universities provided 20,522 full-time equivalent
|obs across a range of occupations and skill
levels.

22,207 full-time equivalent jobs were generated
outside the universities, with most [19,677] based
in the region.

The universities” own output was £1.7 billion.
Through knack-on effects they generated

an additional £2.2 billion in other industries
throughout the UK, with the majority [£1.9 billion]
in the region.

Universities attracted 23,915 students from
outside the UK to study in the region.

International students’ off-campus expenditure
[E270 million] generated £405 million of output and
3,428 full-time equivalent jobs throughout the UK.

* Universities attracted 70,225 students from other
parts of the UK to study in the region.

* The off-campus expenditure of students from
the rest of the UK [£792 million] generated £996
million of output and 8,637 full-time equivalent
jobs in the region.

* The universities, together with the expenditure
of their international students and students from
the rest of the UK, generated 51,780 jobs in the
region. This was equivalent to 2% of the workforg)
in employment in 2012."

» The higher education institutions alone
generated £2 billion of regional GVA [direct plus
secondaryl, equivalent to around 2% of all 2011
South West GVA.

¢ Combined with the spending of international
students and students from other parts of the
UK, regional GVA of £2.7 billion was generated,
equivalent to around 2.6% of total 2011 South
West region GVA."

2.8 West Midlands

* Total revenue of West Midlands higher education
institutions was £1.95 billion in 2011-12.

* |nternational revenue amounted to £3%4 million
which, together with the estimated off-campus
expenditure of international students [£408
million], represented a total of £802 million of
export earnings.

+ Universities provided 23 674 full-time equivalent
jobs across a range of occupations and skill levels)

s 75 3641 full-time equivalent jobs were generated
outside the universities, with most [19,451) based
in the region.

¢ The universities” own output was £1.95 billion.
Through knock-on effects they generated
an additional £2.4 billion in other industries
throughout the UK, with the majority [£1.9 billion]
in the region.

+ Universities attracted 34,140 students from
outside the UK to study in the region.

+ |nternational students” off-campus expenditure
[£408 million) generated £612 million of output
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and 5,180 full-time equivalent jobs throughout
the UK.

Universities attracted 74,580 students from other
parts of the UK to study in the region.

The off-campus expenditure of students from
the rest of the UK [£864 million] generated £981
million of output and 8,309 full-time equivalent
jobs in the region.

The universities, together with the expenditure
of their international students and students
from the rest of the UK, generated 55,355 jobs in
the region. This was equivalent to 2.18% of the
workforce in employment in 2012 %

The higher education institutions alone
generated £2.2 billion of regional GVA [direct plus
secondaryl, equivalent to around 2.3% of 2011
West Midlands regional GVA.

Combined with the spending of their international
students and students from other parts of the
UK, regional GVA of £2.9 billion was generated,
equivalent to 3% of total 2011 West Midlands
region GVA”'

2.9 Yorkshire and Humberside

Total revenue of Yorkshire and Humberside
higher education institutions was £2.2 billion in
2011-12.

International revenue amounted to £422 million
which, together with the estimated off-campus
expenditure of international students [£380
million), represented a total of £802 million of
export earnings.

Universities provided 27 375 full-time eguivalent
Jobs across a range of occupations and skill
levels.

28,227 full-time equivalent jobs were generated
outside the universities, with most [22,270) based
in the region.

The universities” own output was £2.2 billion.
Through knock-on effects they generated

an additional £2.8 billion in other industries
throughout the UK, with the majority [E2.1 billion)
in the region.

Universities attracted 33,655 students from
outside the UK to study in the region.

International students’ off-campus expenditure
[£380 million] generated £570 million of output
and 4,823 full-time equivalent jobs throughout the
UK.

Universities attracted 94,430 students from other
parts of the UK to study in the region.

The off-campus expenditure of students from
the rest of the UK [£1 billion] generated over £1.1
billion of output and 9,677 full-time equivalent
jobs in the region.

The universities, together with the expenditure

of their international students and students from
the rest of the UK, generated 62,838 jobs in the
region. This was equivalent to 2.5% of the region’s
workforce in employment in 20122

The higher education institutions alone
generated £2.5 billion of regional GVA [direct plus
secondary], equivalent to around 2.7% of all 2011
Yorkshire and Humberside GVA.

Combined with the spending of international
students and students from other parts of the UK,
regional GVA of over £3.2 billion was generated,
eguivalent to 3.5% of total 2011 Yorkshire and
Humberside GVA.*

Source: UUK, 2018
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Figure: Composition of UK gross domestic expenditure on research and development by funding
sector in constant prices, 2013 to 2017
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Figure: UK gross domestic expenditure on research and development by sector, country and region,
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Appendix F: Participant Information Sheet

This doctoral research aims to develop an understanding of the nature of the relationship between
and academic research team leader and team member within the Higher Education sector.

| am asking academic research team leaders (PI) and members, who was once a part of a research
project, to participate in this doctoral research.

| would like you to participate in an interview in which you talk about your own experiences within
your research team. The interview can take place at your office, via Skype, telephone, or any place
you recommend. It may last between 30 and 45 minutes.

The information you provide will be stored securely on Huddersfield Business School’s server. All
data will be anonymised and pseudonyms used if applicable. The data will be accessible to myself
and my supervisory team. However, in the event of publication in the future, data may be accessed
for verification purposes by reviewers.

It is my intention to publicise my findings throughout academic conferences and journal articles.
Journal articles include journals in the field of Leadership and Education.

Participation is voluntary. You are free to withdraw in the two weeks following your interview
without needing to provide any reason and your data will be destroyed.

If you have any questions or concerns now, or in the future, please contact me:

Researcher: Omar Abou Hamdan

omar.abouhamdan@hud.ac.uk

07465664699
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Appendix G: Participant Consent Form

Please answer the following questions by ticking the response that applies

YES NO

| have been fully informed of the nature and aims of m] m]
this study as outlined in the information sheet

My questions about the study have been answered to m] m]
my satisfaction and | understand that | may ask further
guestions at any point.

| understand that | am free to withdraw from the study | o m]
within the time limits outlined in the Information
Sheet, without giving a reason for my withdrawal or to
decline to answer any particular questions in the study
without any consequences to my future treatment by
the researchers.

| agree to provide information to the researchers under | O ]
the conditions of confidentiality set out in the
Information Sheet.

| wish to participate in the study under the conditions ] ]
set out in the Information Sheet.

| consent to the information collected for the purposes | O ]
of this research study, once anonymised (so that |
cannot be identified), will be used for research
purposes by the researcher.

Signature of Participant Signature of Researcher

Print: Print:

Date: Date:
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Appendix H: Interview Questions for Team Leaders
Background information:

What is your role in the institution you are working in?
What is your field of research?

My questions are on certain constructs and incidents that are accompanied with a certain research
project of your choice (where you have been the Pl).

If any of these questions does not apply to this funded research project, I’d like you recall incidents
from another research project that you were part of or from incidents throughout your career (or
you may rely on your own thoughts)

What is the funded-project that you will choose for this interview?
What was the number of the team members within this project?

What was the number of reports you asked the members to submit throughout this research
project?

What was the party funding this project? How much grant funding? Duration?
What were the previous academics institutes you have worked in?

Do you have any working experience outside the Higher Education sector?

Subjective thoughts for Pls:

How would you describe your leadership style within this research project?

Autonomy

II’

Do you think that there is a desire for academics “in general” to be autonomous?
What is your understanding of autonomy within research teams?
How do you manage the team members’ desire to be autonomous?

What are the main resources required in your field of research?

Do you think fulfilling the academic’s desire to be autonomous is always beneficial within academic
research team?

Competency

What are the characteristics of a competent team member?

Do you form the same relationship with both competent and less-competent team members?
What do you think is the effect of this action?

To what extent would you delegate tasks to less-competent members?
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How could you rank subject knowledge vs team work skills vs stress-managing skills from the most
importance to the least importance within research teams? Why?

Throughout your experiences within research teams, did you have “special members” who you can
depend on the most?

Informal relationships

What is your understanding of friendship in the work context?

Do you think you can enhance the team performance through forming friendships within your team?
What is the role trust between the members and the leader in research teams?

Do you trust all members in the same degree? Why?

How can you build trust within your team?

To what extent would you customize your behaviours with each of team members to improve the
research team performance?

Do you think that sometimes there are members present within the group for the purpose of
political empowerment “facilitating a funding mechanism for example”?

Are you aware about perceptions of inequality throughout your work as a Pl (example diff relation
with this competent member not the other or friendship with this member not the other)? If yes,
how do you deal with these perceptions?

Can you recall the most positive experience you had throughout your work with research teams?
Vs

Can you recall the most negative (less positive) experience you had throughout your work with
research teams?

Is there anything you would like to add you find useful for this doctoral research?

Can you get the approval of principal investigators to be interviewed as well? | will contact him or her
after you get the approval. Their responses will be confidential as well.
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Appendix |: Interview Question for Team Members
Background information:

What is your role in the institution you are working in?
What is your field of research?

Today my questions are on certain constructs and incidents that are accompanied with a certain
research project of your choice (where you have been a research team member).

What is the funded-project that you will choose for today’s interview?

If any of my questions does not apply to this research, I'd like you recall incidents from another
research project that you were part of or rely on your own thoughts.

What was the number of the team members within this project?

What was the number of reports you were asked to submit throughout this research project?
What was the party funding this project? Duration?

What were the previous academics institutes you have worked in?

Do you have any working experience outside the Higher Education sector?

Subjective thoughts for team members:

How would you describe the leader’s leadership style within this research project?

Informal relationships

What is your understanding of friendship in the work context?

Do friendships with the team members and the team leader impact upon your research team?
What are main resources required in your field of research?

Do favourites have more resources than others within this research team or throughout your work
with research teams?

Autonomy

III

Do you think that there is a desire for academics “in general” to be autonomous?
Which leaders’ behaviours make you feel independent?
Is there any relationship between the desire to be autonomous and the research stage?

Can the leader’s delegation of tasks reach the stage of exploitation?
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Fairness

To what extent does the team leader engage you in the decision making process?

Do you have easy access to the PI?

What is the role of trust within research teams?

Do trust your team leader? Why or why not?

In your opinion, how/when does a team member notice any favouritism or inequality?

To what extent is it useful for the leader to customize his/her behaviours with each of team
members?

Do you think that sometimes there are members present within the group for the purpose of
political empowerment? “Facilitating a funding mechanism for example”

Can you recall the most positive experience you had throughout your work with research teams?
Vs

Can you recall the most negative (less positive) experience you had throughout your work with
research teams?

Is there anything you would like to add you find useful for this doctoral research?

Can you get the approval of principal investigators or team members of different projects to be
interviewed as well? | will contact him or her after you get the approval. Their responses will be
confidential as well.

326



Skills Audit Template

Appendix J: Skills Audit (which is filled at the beginning of the PhD Degree)

Student Name

Omar Abou Hamdan

Main Supenvisor

Annie Yeadon-Lee

School

Business Schoaol

Date of Completion

January 2020

Completion of section 1 is a compulsory element of your Research Plan

Section 1 : Key Competencies, Research Skills and Techniques
{cross referenced with Domain A:1,28&3 of the Researcher Development Framework -Vitae)

Resoa i Where do you feel o Evidence
Tra ,-";fg"m you are in relaton 1o Self-assessment & development priorities Required
Analysis IN!MJ;TIE;E agreed with main supervisor Emggm.m?
Mo Experiznce O | Through the reading | have done in the previous
Subject knowledge | Same Experiznce O months, | gained an important knowledge of the -

Very Experienced &

subject.

Research methods:
Theoretical knowledge

Mo Experience [
Somea Experience [
‘ery Experisnced

Enrolment in the BMX 0002 and BMX 0004 which
are concemed with the quantitative and qualitative
research methods.

Rezeach methods:
practical application

Mo Experisnce
Some Experience [E
\ery Experiznced [

Registered to courses provided by the academic
English support depariment

Data Collection
Techniques

Mo Experisnca [
Some Experience
\ery Experisnced T

Reading book concerned with quantitative and
qualitative data collection

Data Analysis Skills

Mo Experisnce
Some Experience [
\ery Experisnced [

The organized modules provide the needed support

Statistical packages
for data analysis

Mo Experisncs [
Some Experience &

Reading certain books listed in the leaming
resources of the guantitative research methods
module

knowledge | ..z aienced O
Mo Experience [ | | jngked throughout the university policies and |
Academic Misconduct | Some Experisnce [ | POSSESS S0ME information regarding the academic —
) misconduct -
Very Experienced &
Mo Experience 1 | THIOUghout my Master's degree, | gained the
_ required knowledge on how to site primary and
Referencing | Some Expenence L1} oo 0nnqany sources and organizing the reference list |

Very Experienced [

using the APA 6" style.
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Section 1 Continued : Key Competencies, Research Skills and Technigues — Language
(cross referenced with Domain A21,2&3 of the Researcher Development Framework- Vitage)

Research Skills Where do you feel Self-assessment & development priorities (Fi2TrE
Training Needs LT AT agreed with main supervisor e
Analysis currently? Progression?
Mo Experience [1 | My undergraduate degree was in English (American
English Language | s.me Experience O | University of Beirut) as my graduate degree as well -
(Oral Skills) _ (Lebanese American University).
Wery Experienced [
__— My undergraduate degree was in English (American
English L No Expenience University of Beirut) as my graduate degree as well
NQUSh Language | some Experience 1 | (Lebanese American University).
(Written skills) ( fty) -
Wery Experienced [
Mo Experience 07 | | Attended some courses at the Huddersfield
perience . . . : . .
_ University provided by the *Academic English
Academic Writing | Sem= Expernence o Support’ department to enhance my academic O
Skills ery Experienced 5] Writing skills
_— My undergraduate degree was in English (American
) Ne Experience University of Beirut) as my graduate degree as well
General EnSﬂl:liﬁ:; Soma Experience [1 | (Lebanese American University). |
Wery Experienced [
Mo Experience L | | used to proof read any paper | should submit
Proof Reading | Some Experience [J through my undergraduate studies and the Master's -
) degree.
Wery Experienced [
Plagiarism was discussed through my
Mo Experience [1 | yndergraduate studies and Master's degree. During
Plagiarism | Seme Experience (1 | MY Phd, this issue was discussed by the BMX 0006 -

Wery Experienced [

module and classes provided by the Academic
English Depariment to avoid plagiarism.
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Section 2 : Personal Effectiveness & Communication
{cross referenced with Domain B:1,2&3 of the Researcher Development Framework -Vitae)

Where do you feal L
Resecarch Skills you are in refation to Seff-assessment & development priorities
Training Needs Analysis the amibutes agreed with main supervisor
currendy?®
Mo Expensnce

Preparation and
prioritisation

Some Experience [

“ery Experienced

Some training is required to enhance my skills in prioritising
certain aspects throughout my research process.

Time management

Mo Experience
Some Experience [

Wery Experiencad X

Throughout my Master's degree | was used to manage my
time in arder to accomplish the required objectives.

Presentation Skills

Mo Expensnce
Some Experience T

\ery Experienced [

My presentations skills were enhanced throughout my
undergraduate and graduate studies through certain
Courses.

Section 3 : Research Environment, Gov

emance and Organisation

{cross referenced with Domain G:1 &2 of the Researcher Development Framewark -Vitae)

Where do you feal L
Rescarch Skills you are in refation to Self-assessment & development priorities
Training Needs Analysis the anribumes agreed with main supervisor
currendy?
Mo Experience

Health and gafety

Some Experience [

‘ery Experienced [

| am aware of the health and safety issues in this university

Ethics, principles and
sustainability

Mo Expensnce [
Some Experience [

ery Expariencad

| am aware about ethics and sustainability as well

Discipline Specific
legal requirements
{if applicable)

Mo Expenence [
Some Experience X
‘ery Experienced

| try to fulil any legal requirement as much as possible

IPR and copyright

Mo Expenence
Somea Experience [

Wery Experiencad X

| am aware about copy rights and Patents

Attribution and co-
authorship

Mo Experience
Some Experience

‘ery Experienced [

Further understanding are required for attribution in the field
of research

Equality and diversity

Mo Expensnce
Some Experience [

ery Expariencad

| am aware of the diversity of this academic environment
and all students and staff members are treated equally with
respect to the potential they possess
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Section 4 : Career Management & Professional Development
{cross referenced with elements of both Domain B & D of the Researcher Development Framework - Vitae)

Where do you feal .
Resoarch Skills you are in relation to Self-assessment & development priorities
Training Needs Analysis the aribures agreed with main supervisor
currendy?
Mo Experienca o ]
A T I _ Further understanding is required for the development of
development | = —7="="= & | career management and future steps.
\ery Experiznced [
Mo Expenenca [

Interview skills

Some Expensnce
\ery Experiznced [

| always tend to read about skills that a person should
possess in order to be at ease through intenviews

CW Writing

Mo Expenenca [
Some Expensnce T

\ery Experiznced [

My CV writing skills were developed throughout my high
school, undergraduate studies and graduate studies

Using social media for
your research

Mo Expenenca [
Some Expenence
ery Experiznced [

This is a skill | should develop throughout my research
process through courses given in this university

Teaching

Mo Expenenca [
Some Expenence
ery Experiznced [

| used to work a GA (Graduate Assistant) in my graduate
studies at the Lebanese American University so | gained
some teaching experience.

Section 5 : Knowledge Exchange and C

ommercial Awareness

{cross referenced with elements of Domain A of the Researcher Development Framework - Vitag)

Where do you feal .
Resoarch Skills you are in relation to Self-assessment & development priorities
Training Needs Analysis the anmibures agreed with main supervisor
cuvrendy?
Me Experiznce

Research strategy

Some Experence

\ery Experiznced T

Throughout BNM2X 0006 module, this topic is highlighted in
arder to enhance our skills

Project planning

Mo Expenence

Some Expenenca X

Throughout BNM2X 0006 module, this topic is highlighted in
arder to enhance our skills

and delivery
ery Experiznced [
Mo Experiznca O | Throughout BIMX 0006 module, this topic is highlighted in
 Income and | sqme Expanence X order to enhance our skills
funding generation
ery Experiznced [
Mo Experence O | Throughout BNX 0006 module, this topic is highlighted in

arder to enhance our skills

Financial | zype Experience &
management
ery Experiznced [
Mo Experiznca O | Throughout BIMX 0006 module, this topic is highlighted in
] arder to enhance our skills
Bid Writing [ Some Experisnca i

ery Experiznced [
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Section b : Leadership, Networking & Team Working
{cross referenced with efements of Domain O of the Researcher Development Framework -Vitae)

Where do you feal .
Research Skills you ara in relation 1o Self-assessment & development priorities
Training Needs Analysis the arribures agreed with main supervisor
currendy?®
Mo Expenence

Managing people

Some Expensnca [

Vary Experiznced &

This is a skill that am concemed with throughout my PhD
research process.

Mo Expenence T

My wok as graduate assistance for 30 months, | developed

Supervision | Some Experience B | i s
Vary Experisnced [
Mo Experience [ ) i ]
Research Ny work as a graduate assistance with mu supervisor on

collaboration

Some Expenence &

“ery Experiznced T

topics such as informal economy developed this skill.

Section 7: Discipline Specific

Re=earch Skills
Training Needs Analysis

Seff-assessment & development prioritias
agreed with main supervisor

Click here to enter text.

No Expenence
Some Expensnca
‘ary Experienced

Click here to enter text.

Click here to enter text.

Mo Expenence [
Some Expenence [
‘ery Experiznced [

Click here to enter text.

Click here to enter text.

Mo Expenenca
Some Expenence [

Click here to enter text.

Click here to enter text.

No Expenence
Some Expenence
‘ery Experienced

Click here to enter text.

Click here to enter text.

Mo Expenence T
Some Expensnca [
Very Experiznced [

Click here to enter text.
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Appendix K: Research Plan (which is filled at the beginning of the PhD degree)
University of

HUDDERSFIELD
RESEARCH PLAN
Student Name Omar Abou Hamdan
Student number U1674087
Research Degree PhD in Management
School Business School
Main Supervisor Annie Yeadon-Lee
Date of enrolment |
(DD/MMM/YYYY) Sy 217
Mode of Attendance | [{ Full time [ | Part time
Planned completion date May 2020
Is this proposal for practice based T

research?
(This can include an artefact, design, & Yes [] No

performance, composition etc.)

Title of proposed research project

Please find attached the research proposal.

Please find attached the skills audit.

Ethics

1. What ethical principles/codes of practice will guide the research?
The ethical codes and practices that will guide this research are:
. Compliance with the Data Protection Policy
. Keeping accurate and clear records for all the followed procedures and the obtained results
. Future researchers should have accessibility to data and records resulting from this research process

- Ananymity and confidentiality are conserved for participants in this research process either participants filling up the questionnaires
or participants being interviewed.

2. Are any particular ethical issues likely to arise in this research, and how will you address them?
In this research process, there are no ethical issues that are likely to arise.
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University of

HUDDERSFIELD

Health and safety

1. Have any health and safety issues arisen, or might arise, and how will you address them?

There are no safety and health issues that will arise in the short or long term.

Skills Audit (Please attach the completed Skills Audit)

Have you identified areas of training and development areas that have been identified by your Main Supervisor as being required for
consideration of progression? (please list)

There are no particular identified areas by the supervisor.

| was enrolled in several courses provided by the academic English support department to enhance my academic writing
methodological approaches skills.

The university provide certain modules for post graduate researchers to the required skills and planning aspects of the
research process (BMX0001, BMX0002, BMX0003, BMX0004, BMX0006, and BNC4001)

Resources

Please describe any resources/facilities required (including whether these are readily available)
The required resources and facilities are:

. Access to particular academic journal and e-books

. Access to online databases

. Software for qualitative and quantitative analysis such as SPSS and NVivo
. Desks and private lockers

. Private research rooms for research students

Note that all these resources and facllities are available in this university.

Notes for the Applicant

« | wish to apply to my supervisory team for approval of my research programme on the basis of the information
given in this application.

o | confirm that the particulars given are correct.

« | understand that, except with specific permission, | may not, during the period of my enrolment, be a candidate
for another award.

« | understand that, except with the specific permission, | must prepare and defend my thesis in English.

« | agree to address any Skills Audit requirements that are necessary for consideration for progression.

SIGNATURES
Student: Omar Abo,u Hamdan Main supervisor: Annie Yeadon-Lee
A ‘l Vy \
Signature: A Signature:  J- V?( adm-lec
Date: April 5, 2017 Date: April 5, 2017
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Appendix L: Ethical Approval

First Reviewer

The University Of Huddersfield
Business School Research Ethics Committee

Reviewer 1: 21.09.2017

OVERALL RESPONSE

APPROVE

APPROVE SUBJECT TO
RECOMMENDATIONS [please specify]

APPROVE SUBJECT TO CONDITIONS
[please specify]

FURTHER INFORMATION REQUIRED
[please specify]

REJECT [please specify reasons]

Second Reviewer

The University Of Huddersfield
Business School Research Ethics Committee

Reviewer 2: 25.09.2017

OVERALL RESPONSE
APPROVE This research project is in line with University of Huddersfield
Business School Ethics principals.
APPROVE SUBJECT TO

RECOMMENDATIONS [please specify]

APPROVE SUBIJECT TO CONDITIONS
[please specify]

FURTHER INFORMATION REQUIRED
[please specify]

REJECT [please specify reasons]
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Appendix M: A Sample lllustrating the Formulation of Data Matrix - System of Coding

Participant | Theme As Structure Quote
LP13 Leadership As collaborative | it was more about sharing of ideas.
style
LP13 Leadership As linked to a i had to make sure that we deliver the intended project to the
style funding readers and the funding party. so i had to do some scheduling and
responsibility time keeping
LP13 Autonomy As linked to most people think that good knowledge is created and guided by
knowledge the knowledge or by the process itself rather than by somebody
construction telling them what to do or what to look at
LP13 Autonomy As a desire i think these people value independence of thoughts in academia
LP13 Autonomy As linked to the so it is a curiosity driven process more than anything else.
nature of
research
LP13 Autonomy As linked to the sometimes you just only need to complete the task in hand and
nature of tasks then there is not much autonomy in that at all, and sometimes
you can more allow if the task is broader. you can allow for more
creativity and autonomy
LP13 Autonomy As linked to time | Autonomy also depends on timing skills
management
skills
LP13 Autonomy As manifested my style is more about to say ok what are the tasks and who is
through task doing them. then let them go away give them the time and task
delegation and then come back to see what they come up with is useful
LP13 Role clarity As linked to task | then come back to see what they come up with is useful or
delegation whether they want some sort of different break down of tasks.
LP13 Resources As limited absolutely time more than anything
LP13 Resources As materialistic also money but in the sense that i want to pay for people's time
LP13 Resources As soft skills pay to sit down and think or to talk to other people to do what we
are doing just now.
LP13 Task delegation | As based on i would make the tasks smaller and i would check on them more
competency frequently. the more competent somebody is, the broader the
tasks you give them
LP13 Competency As linked to the competency is defined in relation to the task
nature of tasks
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LP13 Competency As hard skills depending what i need whether a quantitative or a qualitative
researcher then i need to have this skill not that. they need to
also know how to write, how to construct an argument, how to
construct a report

LP13 Competency As linked to the they need some basic skills of budgeting and research ethics
ethical approach

LP13 Competency As linked to task | with somebody who is less competent, you would break the task
modification down to smaller bits and add check points in between let me say

to check how it is going on.

LP13 Competency As linked to the i may not have project without these people. i always tend to
sense of involve people in project i lead that | know | depend on as
responsibility compared to others.

LP13 Human As linked to an if somebody who constantly underperformed there work, this

relationships ethical approach | would be problemetic and i dont think i will have a very long
relationship with them. i would value them as human beings but i
wouldnt necessarily work with them again at their capacity.

LP13 Good working | Asa mean to you can develop a good working relationship with somebody who

relationships accomplish tasks | js less competent if the task that is in need to be done

LP13 Good working | As linked to friendly relationships yes. friendships not necessarily. so good

relationships performance working relationships yes can improve team performance.
improvement

LP13 Good working | As linked to you know how to deal with them respectfully, you certainly know

relationships personality about their personality of work. you often may know about their
private life as well because they may say something about it

LP13 Friendships As a by-product | being friends and being colleagues does need to go together. i
in work context think you need to have respect to your colleague.

LP13 Friendships As a professional | i think there is difference between being friends with somebody
respect and being friendly with somebody. i think you can be friendly with

somebody in the sense where you know how to deal with them
respectfully

LP13 Friendships As a daily life | think friends are people whom on the one hand you celebrate
definition your daily personal life with but also people whom you go to if

you had a problem or if they had a problem in their personal life
they come to you for advice or solutions

LP13 Friendships As boundary it is perfectly possible have a friendly relationship and possibly

limited

quite close working relationship with somebody. but i expect this
person to keep the personal problems to themselves
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LP13 Trust As linked to team | i need to trust team members if they do the task properly. but in
members’ the same sense, they need to trust me that a lead the project
competency competently

LP13 Trust As linked to the do i trust their intentions? yes, absolutely
members’
intentions

LP13 Trust As linked to absolutely you can build trust. by giving people tasks that are
allocation of risky | little bit risky and see where they can go with it and be very
tasks explicit about this opportunity for them to stretch a little and that

you want to see that you think you can do it and that you want to
see where they can go with it

LP13 Trust As linked to task | people learn that they have been challenged with something that
delegation was before outside their comfort zone and they are been trusted

with something new.

LP13 Trust As linked to the i have always told my team members that if somebody makes a
leader’s mistake, and for instance we have to justify something to the
behaviours funder, it is me who did that

LP13 Task allocation | As linked on it depends more on what tasks have you allocated to the team
competency members and depending on where the tasks sit in relationship to

those team members skills and capabilities

LP13 Communication | As linked to how did this task work out, what are the results and you have a
ability evaluation | ook on the results together. if they are good. and you discuss

why these results are good and what and how things work. if they
are not so good, then you think about what are the reason for
that

LP13 Communication | As a mean to This dialogue can build trust. also i think what builds trust and
build trust what leaders have to do, is that if there is a mistake within the

team, it is the leader who stands up for it

LP13 Behavioural As based on they are different individuals and they will respond differently to

customisation | personality tasks so yes abslutely. it is about the personality

LP13 Behavioural As based onthe | it about the task they are doing based on their abilities i think

customisation nature of tasks they have for delivering th task.

LP13 Behavioural As based on it about the task they are doing based on their abilities i think

customisation | competency they have for delivering th task.

LP13 Political An linked to the it is only possible in certain settings where you are obliged to

empowerment | obligated include this team member.
inclusion of team
members
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LP13 Exploitation As solved it can be agreed in advance in certain situations where there is an
through expectation that there should be a communication such as
communication | reading of emails and production of work over the weekend

LP13 Exploitation As linked to job | think that this easily and quickly goes to exploitation of people in
description terms of availability and working hours.

LP13 Inequality As based on favourtism would be the ordering of names in publications so if
contribution certain people are always named first or second in publications of
appreciation research project

LP13 Inequality As linked to rights | It was inequality when the pi wanted me to work during the strike
respect or to get and learn and understand what kind of work to be doing

LP13 Team work As an effect on collegiality and respect towards other people's career ambitions
the career is very important as well to bear in mind as a leader.
ambition

LP13 Ethical As an effect on collegiality and respect towards other people's career ambitions

approach the career is very important as well to bear in mind as a leader.
ambition

LP13 Reciprocal As linked to the a typical reciprocal behaviour in research teams could be not

behaviour leader’s input prioritizing tasks in a research project where the leader is not
working in a way that suits well with me.

Participant Theme As Structure Quote

SM11 Leadership As a bias it was not enough collegial, as i said there were 4 cois. the reason

style i am saying that we had 4 cois, is that it was really difficult to
identify who was leading

SM11 Power As reduced there wasnt a need for formal vertical power really it was good

through clarity | that there was a level of accountability and strict guidelines

SM11 Power As a distributive | the power was constantly shifting and making circles around the

asset team. for us during the life of the grants, others were holding the
torch and then passed on.

SM11 Power As manifested i will go and present for my networks and the others will go and

through social | present for their networks and thats fine.
networks

SM11 Team As linked to it was good that there was a level of accountability and strict

dynamics work setting guidelines. in this case, because we were all in the same building
and in the same room sometimes
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SM11 Team work As linked to long | in team work sometimes, a wrong decision but taken collectively
term results is better than the right decision taken individually this is linked to
the long game
SM11 Team work As a if one has team work skills and the other five dont, then i am not
complementto | syre the team is not gonna work. in this case you need to bring
subject together this multiple-person team cz otherwise will be no
knowledge project. you will have no space to apply the wonderful subject
knowledge skills at all
SM11 Team work As linked to once you are effectively delegated, you be productive throughout
effective the process even when you think you are not having done your
delegation bit.
SM11 Team work As linked to still dont believe that it is possible for academics or any people
team building for that matter to just being put in one environment and to
collaborate together. thats why for instance if research teams are
based solely on the base of expertise that is needed without
accounting of the personality and the psychology of the team
work
SM11 Friendship As aligned with | friendship is helping eachother at work, and hanging out with
non-work each other outside work
context
SM11 Friendship As friendly i would not say that i have a lot of friends at work, it is more
acquaintances friendly acquaintances, so i do have friends but they are long
lasting friends from the past
SM11 Friendship As linked to this lead to the absence of conflicts for example i organised the
supportive conference few years ago with five of my friends and then future
working husband. thats very close.
environment
SM11 Friendship As linked to earlier were i lacked professional maturity at that point, and so i
professional was friends with whom i have worked, it was a lot harder to
maturity remain within the boundaries even if you set those boundaries
SM11 Role clarity As linked to we divided the areas of responsibility very strictly, and did not
supportive deviate from the defined areas, this lead to the absence of work
working conflicts and even work conflicts.
environment
SM11 Resources As technical i need a lot of computers and lot of technical support
SM11 Resources As materialistic | i do need a lot of traveling accomodation subsistence resources,

so i need financial resources
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SM11 Resources As social we also require networks, and by that i mean professional
networks personal networks because very often when you prepare an

article for publications you send drafts for people to read

SM11 Resources As social yes they are leading the trend, but the network at some point
networks shape the idea and provide the required support as well

SM11 Inequality As linked to According to favouritism, you see you are asking a person who is
positioning on the wining side of this. it is quite difficult to judge because i
oneselfin the tend to be the winner there rather than the looser
team dynamics

SM11 Inequality As linked to the | we all share a big personalities, here inequality doesnt happen. it
employee voice | happens only when people are not ready to come forward and

say that is unfair

SM11 Inequality As linked to because there was that difference in resource allocation and that
resource source of individual contribution that each of us made which
allocation noone replicated, it was actually really easy to divide resources in

a fair way.

SM11 Inequality As linked to the | people have project meeting without you, that will be a worrying
lack of sign. if some people go to conference and workshops and other
engagementin | pagple not for apparent reason
the research
process

SM11 Task As a they were very happy to let me and julia to go to the conferences

delegation motivational and share our research and speak for the team, which made it
approach excellent for both of us because we are both in the same early
stage of our career.

SM11 Task As linked to i am a fairly unique person in terms of expertise, so it would be

delegation specific difficult to find someone to do what i can do. thus, it is very
expertise straight forward when i am picked for some tasks rather than
others

SM11 Good working | As linked to you want to go with a person you feel more comfortable with,

relationships | productivity downside that will mean that potentially the person that you
dont feel comfortable with for a specific reason, you will not be
productive in the research group

SM11 Good working | As a mutual it was really straight forward for us to learn from each other.

relationships benefit

SM11 Personality As linked to most of it does dpend on the pi and i think on specific

team dynamics

personalities and how much each research member want to take
credit for the work. you want to work with people you feel
comfortable with

340




SM11 Personality As linked to still dont believe that it is possible for academics or any people

team building for that matter to just being put in one environment and to
collaborate together. thats why for instance if research teams are
based solely on the base of expertise that is needed without
accounting of the personality and the psychology of the team
work

SM11 Autonomy As a barrier for | i understand that i depend on scarping out 10 mins of a member
communication | of parliment time to answer my questions, so i am not

autonomous really, i dont think that i should be.

SM11 Autonomy As a desire i think as political scientists, it is our job to make the world better,
linked to the thus what we do has to applicable and if had to be applicable we
research field have to communicate with people that you choose beyond your

office and that mean you have to be autonomous

SM11 Autonomy As linked to basically all the dissimination strategy was mine, they just were
competency happy and gave me the freedom and assistance when i asked for.

they say what i told them to say. so not micromanage. that
influence me effectively. that was the good part of the project.

SM11 Autonomy Asa basically all the dissimination strategy was mine, they just were
motivational happy and gave me the freedom and assistance when i asked for.
approach they say what i told them to say. so not micromanage. that

influence me effectively. that was the good part of the project.

SM11 Exploitation As linked to there are some pis that take advantage of young academics. in
members’ voice | terms of teaching, you should develop the habbit of saying no to

things you cant and dont want to do.

SM11 Competency As linked to the | the bid was submitted on my name on it but as a researcher
decision making | rather than a co-i. s,. i provided some feedback to the proposal
process

SM11 Trust As linked to | trust all members the same degree but in different ways. i
intentions trusted them to do whats right. because they are different

people, you know what their flows are

SM11 Behavioural As an ineffective | personally i would like to know what i am getting without any

customisation | approach adjustments, obviously when deadlines start piling up, everybody
reverses to the primary behaviour, they will not have time for this
kind of approach. i would like to know what the people are | am
working with before in their natural state rather than making an
effort.

SM11 Behavioural As based on sometimes this will be helpful if people who need more support

customisation | competency are supervised and advised by the pi.

341




SM11 Behavioural As a balance as long as we are talking about reasonable adjustmens regarding
customisation tailoring behaviours rather than the whole project to be changed
for one person, this will be okay.
SM11 Mental health | As linked to role | stress management is something that if you planned it well and
clarity you know what you are doing, strrees levels should be fairly low
SM11 Reciprocal As linked to ten years back when i started, then there would be some
behaviour career stage reciprocal behaviours. i would go to welcome and work with
people who i did not really want to for just to be nice and build
some networks and relationships
SM11 Reciprocal As linked to when you get busy, there is no place for nonnecessary
behaviour friendships movements. it comes back to the question of friendship, yes you
do that with friends, but you dont do that with friendly
acquaintances
SM11 Political As linked to it can happen in research teams, but i dont think this is a bad
empowerment | financial things. the fact that they are some people adding to your bid not
support

to your project to make it happen, that i dont think it is bad thing
where most of them put their weight to attract the bid.
capitalising on their repuationg and less contribution is present.
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Appendix N: Visual Illustration of Data Analysis

GP12
100w~ team work is very important that first. second subject knowledge then stress management.
WOtk as i said earlier, i work in public research, so you talk to people who are too much research
into their subject areas. an incompetent or emotionally immature researcher can cause
much damage. they may be technically very good, but once they go around, they may be
not listening or not reflecting back regarding what they are doing, being autonomous in
00+~ sense they are not working with team members then | think, this will be much more
RN destructive at the end of the day then somebody needs more information about the
subject. for me research is more about engagement and forming relationshiops and thats

L

OMAR:

special members who depend on the most?
GP12

no i dont. i try to be totally fair

OMAR:
friendship in the work context?
. GP12 :
SEN, dSLf’fﬂendshlp is always desirable where it makes work more fun and you can have honest
Fview dip relationships with somebody whom you are friends with but at the end of the day it is about
; elivering a peice of research on time and on budget so in that case i am not sure that
é«:,;«%:l‘,{’ people who are competent and know what their job is, we had the reason to be in good
o - Jcommunitative relationship. It is not about friendship mainly it is about the working
Frie~dih@ relationship itself. < wclesSHan d

OMAR:
improve performance?
GP12
Zvie wds Eé constantly do yes because i am comfortabe with that. | am an extrovert so i much rather
9 Rot have relationship with people to inform the work. for me those are very mportant, other pis
Worke 7 . ’("n'\lght have not. it depend much on the character you are . as a leader of the team, itry to
create that atmosphere where everybody feel okay to make mistakes in this supportive
(Owasscnic - '@nvironment. i am aware about the transformational and transactional leadership, and | am
very much into transformational leadership. . Yol W

OMAR:
role of trust in teams?
GP12

essential role because if there is no trust, people will not deliver their best work and it

1r -
rasc means that the process of the research will be boxed down into personal issues.

Y

L

OMAR:
same degree trust?

why i ranked team building first to have good research environment. o
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y\'\. o e {‘3._ "
BP14 e in ol Q%ngﬂw
number one is team working skills, if people work effectively in team, most probable they
will not be too stressed. subject knowledge is important. and the other two in equal rank
secondly.
team work is more important because THROUGH EFFECTIVE TEAM WORKING WE CAN
BOM IDENTIFY GAPS THAT EACH OF US HAVE IN OUR COMPETENCIES AND THE OTHER 3 QO <X
OO INDIVIDUAL CAN FILL THAT GAP MORE EASILY AND THUS WE CAN LEARN FROM e

EACHOTHER AND MAKE THE PROJECT MORE EFFECTIVE THROUGH LEARNING MORE

2O\~
wOO( \C

EFFECTIVELY THROUGH THE PROCESS AS WELL. lesae PR
cawm :
ot

OMAR:

depending on special members?

BP14

yes i do. there are individuals who have particular skills in particular areas and are much
more competent in those areas than others. if that particular individual is not available,
e ku) this will build questionability to do the research project. R> - '_“( ': :
P tLh
OMAR: &
undestanding of friendship in the work context?
BP14
thats a good question. the question here if it is about friendships or not. does the person . ¢
Fr (u!)Lp have to be a friend? i dont think people have to be friends in order to be effective but they | anlless
have to be able to get along effectively with mutual respect and support. example, there - - 7|
people who i work with i may not spend an evening with them but we are able to get along
and they are important to the team. others i might consider much more of a friend. this
depends on defining friendship in two different ways, but for me getting along is vital. but
t oijpwhat i call friend as compared to an acquaintance or something between these two is
another issue. SR I shoun

OMAR:

improve through good working relationship?

BP14

absolutely absolutely. good working relationship is a key whether friends or not. for me they
ff’)g( need to be able to get along thus enhancing our ability to perform as a team but not
folo\»  necessarily to be friends. .

OMAR:

role of trust?

BP14

trust is very important , we need to trust eachother’s ability to do the work and fufill the
Tru s ™ requirements in the time scale. -

~ }_ M A C e
(€uS™ OMAR:

trust all team members in the same degree?
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Appendix O: Further Reflection on Oneself

Linked to the reflexivity section in chapter 3, I am not isolated from leadership practices
in research teams and in my own personal life. In my home country, Lebanon, I was a
member of a research team and the coach of a junior football team. In the UK, I have acted as
a research assistant within a funded research project and am the president of the Lebanese
Society at the University of Huddersfield. Thus, I had my own expectations about the
interactive dynamic processes that would occur in research teams, and between myself and
the recruited participants. Levi (2017: 109) referred to such confirmation bias and inferences
as “the prevalent tendency for people to seek information that confirms their beliefs and
attitudes, while ignoring information that contradicts their currently held beliefs and
attitudes” (Nickerson, 1998). Thus, it was important to focus on the reflexive approach for

“surfacing our implicit knowledge” (Iszatt et al., 2017: 2; Willis, 2019).

The interest for this study and the use of LMX, stemmed from reflecting upon my use
of customised behaviours with football team members that resulted in overachievement. The
personal impact associated with the analytical process was highlighted in chapter 3 of this
research study. In line with Oliver (2014: 188), “within interpretive perspectives it is
acknowledged that the researcher does not act as impassive, objective observer of the social
world, but is continually making decisions about how to interact with the research field ...

this dynamic interplay within the social setting is known as reflexivity”.

Furthermore, Chia (1996: 42) and Flick (1998: 6) believed that the researcher’s
personal background plays an active role through the construction of the investigated reality.
The academic history, employment history, and how reality is perceived by the researcher
“myself” reflect the importance of including an extended reflexive section within this

research study.
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As mentioned earlier, | previously worked in the field of medicine and had also
gained an MBA (Master’s in Business Administration). Within the medical field, the validity
standards adopted (Antonakis et al., 2003) differ from those which govern qualitative
research approaches. My personal comfort-driven approach was to take a positivist point of
view however, the research-driven point of view was an interpretivist one, thus adopting an
interpretivist approach created a personal challenge. This challenge was manifested in my
choice of vocabulary. As a Medical Laboratory technician, | was comfortable with the term
research “results” where quantitative approaches are applied to samples. However, in the
research-driven qualitative perspective, the term research “findings” was frequently used to
reflect the importance of the collected data in generating knowledge. During the pilot stage |
became aware of the impact of my pre-existing ideas on the interview process. For example,
as | had recently been a part of a research team. | went into the interviews with a set of pre-
existing ideas that I allowed to influence my questioning. For instance, the pilot participants

were asked the following:

e Why do you think academics possess the desire to be autonomous?

Accordingly, | took for granted, due to personal pre-existing beliefs, that academics
possess the desire to be autonomous. Whereas this may not be the case. What | was engaged
in is sometimes referred to as confirmatory bias (Levi, 2017). According to Kahneman (2011)
this type of bias can minimise the credibility and the integrity of a research study. After an in-
depth reading of the transcriptions of the pilot interviews, | became aware of this and

subsequently restructured the question to start with:

e Do you think there is a desire for academics to be autonomous?

This approach to questioning the research participants broadened the possibilities for
them to freely share their thoughts and helped to minimise the level of influence exerted by
my educational and employment background.
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The design of a case study to explore team dynamics and the development of LMX
relationships was one of the suggested future research opportunities (the following section
further elaborates this idea). This approach could have been used in my own research;
however, | felt this would not be appropriate. Whilst a case study “associated with
participants’ observations” could have been practical in my home country where people share
similar beliefs and conducts of behaviour to myself, in the UK the participants were more
likely to have slightly different body language and beliefs. | believe that following a case
study approach to address the objectives of this study may have resulted in misperceptions of
the research participants’ codes of behaviours, intentions, and thoughts where cultural
differences may affect interpretations (Segall et al., 1966). Segall and colleagues (1966: 5)
stated that “experiences are more likely to occur in some cultures than in others, differences
in behaviour across cultures, including differences in perceptual tendencies, can be great
enough even to surpass the ever-present individual differences within cultural groupings”
(edited by Toch and Smith, 1968). For instance, if the research context had been the HE
sector in Lebanon, a case study would more likely have been a suitable approach to exploring
the relationship between the PI and the team members. In this case, it would be more likely
practical to construct relevant perceptions about the conduct of behaviours and participants’

thoughts in this particular team.

During this process, | have come to realise that I suffer from imposter syndrome-like
feelings. According to Clance and Imes (1978) imposter syndrome is about inner self-doubt
in regard to personal achievements. Because of my educational and employment history, |
have struggled with the differences between my long-held beliefs and the study’s

requirements. This has led me to continuously seek justifications for both the reader and I.

Finally, in providing this reflexive account | have sought to improve the quality of
this qualitative research study in terms of transferability and trustworthiness in keeping with
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process of an audit trial (please see chapter 3 for further information), comprehensive data

treatment, dialogue process, and awareness of anecdotal accusations.

348



