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[bookmark: _Toc12600135]CHAPTER 1
[bookmark: _Toc12600137]1.1 	Introduction to the Study
Creating agility is a significant consideration for all organizations and businesses that always want to make it at the top for their competitors. Coordination is referred to as the capability of an organization to be flexible to the dynamic changes in the business sector with a stable management methodology project. By using the general method of control, organizations can increase their flexibility, and more innovations did. Through international discipline, approach information is shared amongst many different countries, thus improved ways of management approaches. Organizations need to invent various and effective means of management that will help stay ahead of the competing companies (Teece, Peteraf, and Leih, 2016). An agile organization is capable of enabling constant changes and management improvements. 
[bookmark: _Toc12110415]Depending on the methodology and mindset of both the employees and the manager, an organization can be affected differently on its management. Therefore, the significant plays a significant role in ensuring the activities in the organization are carried out in the right way to ensure quality production of goods and services. Agility in an organization brings about a good company culture and activities are completed faster through employee's engagement, thus success in the organization. Agility in an organization brings about better management in changing priorities, project accessibility, and quality productivity of resources. Organizations working around an agile environment do not have a fear of failing but embracing it to make effective changes for better realism in the future (Nijssen and Paauwe, 2012). Employees seek to increase their communication to ensure success in their tasks assigned, bringing constant learning from teamwork, thus innovation of better management approaches.
In the contemporary world, change has been accepted as a constant entity in an era where development and instability have had profound impact on organizations with equal measure. Consequently, there is a necessity for firms to adapt directly or indirectly to change to facilitate survival. Agility has emerged to be the strategy that help organizations respond to change and development factors. Agile companies think beyond satisfying the needs of customers (Sadeghian et al., 2012).  For them, it is not offering just products but seek to provide solutions to the real needs of customers; they believe in product imperfections and to provide maximum value to customers, they are always seeking to improve their products.
As a paradigm, agility has been considered as a way to adapt and conform to the needs of the market. In the wake of making fostering agility in their employees and operations, organizations are able to match their powerful competitors. An agile competitor hastens change and seeks new markets using specialized methods to identify the needs of the customers. It is able to react to market dynamics quicker than the past thereby allowing it to match the strength of competitors. To achieve organizational objectives amidst the rapid, never-ending, and concurrent change, companies must develop their change agility, not just to flourish, but also to survive. Recently, organizational leaders have begun appreciating agility as a driver to success. In a survey done by PwC indicated that 76 % of 1150 CEOs acknowledged that their ability to adapt to change is a core ingredient of conferring competitive advantage. Another study found that 9 out of 10 CEOs indicated that organizational agility is critical to the achievement of organizational goals and is growing in importance over time (Prosci.com, n.d.). The relationship is that greater organizational agility leads to better performance as well as improved competitive advantage.

[bookmark: _Toc12600138]1.2 	Background of the study
	The term ‘agility' in the area of management was identified in a metaphorical way during the twentieth century. During the same time, an approach on agile then arose in prominence during the development of software that resulted in the publication of the agile manifesto in the year 2001. The last two decades have seen theorists highly consider the need for agile performance in enabling organizations to correctly adapt to quick changing and disruptive environments that are unpredictable. It has been a result of rising in a high competition that is regarded as the cornerstone in the industry landscape (Highsmith, 2009). Researchers recently have in response to agility described and explained organizational responses in the contexts that are as diverse as market orientation, information system, social computing, and strategic alignment.
	Research has also shown that the count of articles and journals that apply agility or related terms like strategic flexibility and the exponential growth of decision speed. In order to develop a unique theme and select the gaps in our literature, the research followed an outline that traced the meaning and the conceptualization of agility. To be specific, the study took a broader search in the fields of literature management that included marketing and information system to selects the articles by using related terms or agility (Millican, 2017). The research group took out to collect a bunch of articles and journals that provided a mass of information on marketing literature and information systems. A big number of journals and literature reaffirmed the wide application and the popularity of the concept of agility. However, the concepts on agility, on the other hand, also create a systematic and thorough review that is prohibited in the scope of only one article. In order to narrow our focus in the study, we sought after articles that had high factor impact with a range of not less than or o not exceed five years of time (Bailey, 2017). This view thus resulted in a greater sampling of management journals and articles that was highly productive in the general study.
 	In order to add on to the set with extra significant factors, the study set to apply the snowballing method to look for information through scholarly articles by entering prompt words such as organizational agility or strategic flexibility. In that range of data survey, the team was able to take count of articles more than a hundred. This type of range allowed the research team to sample information widely over the world to help in accessing the right information that is relevant to the research question (Boin, A., Stern, E., & Sundelius, 2016). The research team also reviewed some of the professional and trade books that discuss agility in organizations. Organizational agility concept was found by a group of researches namely Nagel, Dove, Goldman, and Preiss who were requested by the Congress of America to do a report on the strategy of industries in the 21st century. The report was determined to analyze the current system of mass production, mostly around Asia, which was reported to record high rates of flexibility (Cunha and Putnik, 2006). The study report then concluded on a system of production, which had to be invented, and a report that would be based on agility of the organization, for it to meet the generated needs by the new aspects of competitiveness. 
Agile manufacturing enterprise forum was then created for the purpose of encouraging and diversifying the ideology in the whole of America. In the practical aspect, the largest firms in America in the information technology sectors adopted the agility concept in the '90s (Brannen and Doz, 2010). Early 200's, therefore, saw Microsoft present itself globally using the slogan ‘agile enterprise' thus instructing the whole analogy in the direction of an agile system for their clients and model. Firms like Google and IBM also depended on this type of model to widen their competitive advantage. Other firms also encourage the application of the agility model for the purpose of strengthening their information system element (Holbeche, 2015). Even though large service groups and big industries use agile mostly in their operations, especially in communication, there is no agreement to the exact meaning of the term. Every organization using the term has its meaning and purpose to it and therefore, there isn't a common definition or explanation for the term (Gunasekaran et al., 2018). Research on the agility of organizations is rarely applied, and in the case that it does happen, such measures and strategies are considered to be ambiguous when explaining the concept and the components.
	Scholars and practitioners from various disciples, for instance, researchers in the field of manufacturing on customization and strategies of postponements allows for the means to react to changes in a flexible means. Scholars in the fields of information systems encourage information technologies as means that promote agility by assisting in the achievement of time reduction and enhancement of quality in designs of products and their development. The application of agility in an information system is also used in the facilitation of communication required for the coordination of work activities. Agility still stands as a debatable issue in the face of many researchers because of the various meaning and that it has on different perspectives. These factors, therefore, present a varied analogy in the determination of the purpose of agility in many organizations (Autry and Moon, 2016). Researchers have since resulted in the application of the analogy in different researchers have since resulted in applying this concept in the perception that is applicable to them. 
The development of agility model helped the research in a better understanding of the nature of individuals who are agile and also teams and organizations. A number of scholars conceptualize agile firms from the point of organizational design in the process of creating a network of theoretical relations and among flexibility, responsiveness, and agility (Lee and Xia, 2010). The notion of an edge organization is characterized by the use of empowerment, decentralization and the free flow of knowledge that is necessary for pushing the power for decision making and actions that are competent to the edges of the firm. In the process of determining the performance of edge firms, five organizations were put into test in line with cost, coordination, product risk. The products of the study show how edge firms demonstrate a low cost and great speed. Researchers have come to the conclusion that there is the need for extra research that will help in the identification of the features that will help firms to operate not only productively but also in a manner that is agile and one that has reduced difficulties in coordination and the risks involved in the face of change in environment (Holsapple and Li, 2008).
	Work scholars have researched on agility that is based on the understanding of chain theory, where the conceptualization of agility, which is quite different from the perception of productivity. Agility is much related to alertness to the changes in the internal and external environment. It also includes the capacity to apply resources in reacting to the changes that are flexible and timely. Agility in the business concept was developed in the manufacturing perception, especially in the flexible systems of manufacturing. In a later context, the agility context as an organizational trait was then conceived (Giannakis and Louis, 2016). Organizational agility is defined to be an aptitude for a firm to adapt quickly to the changes in the environment. Agility in organizations as a concept is a deliberate reaction that allows the organization to prosper in the competitive business environment, which experiences constant changes that are perceived to be unpredictable. Looking at the abilities of agility, it looks like the ability to behave quickly and effectively to changes in the environment (Lengnick-Hall and Beck, 2016). A number of researchers have also looked into the proactive nature of agility, although agility represents the aptitude in the exploitation of change as a way of opportunity. 	
	Organizational agility is thus a question of expectation and seizing of new chances or rather initiating breakthroughs by means of innovation.  Therefore, the conceptualization of agility firms came into existence to be referred to an organization model that allows not only improvement in reaction time but also enables flexibility. Capabilities of agility are important strategic strengths that enable the organization to react to change and develop its own competitive environment (Tuan, 2016). The first ability of agility organizations is their ability to create a rapid response to changes in the environment. This aspect is based on the reactive flexibility together with the optimization of the resources that exist in the firm. The second capability of organizations is the ability for them to read and understand the market. It allows the organization to explore and denote the possible and emerging developments through its abilities. It also denotes the capacity of the organization to change and transform the available information into projects that generate value as a result of innovation and improvisation. The other capability is the ability to integrate the learning of the organization (Salvato and Vassolo, 2018). Efficient governance and knowledge on implementation relate to the ability to adjust human ability and the alignment qualitatively with the forms transfer of knowledge and the development of time skills.
	For one to add to the development of agility of the organization, the infrastructure of agile enterprise comprises of re-structural levers generated to ensure the overall success of the agile practices. There is an agreement on the reconfigurable levers that can be used when situations change, and these levers include; its processes, human power, the structure of the organization, and information technology. The levers are used to provide support implementation, development, and the adjustment of the agile attributes. Agile enterprise uses promotion as a means of value to human resources. They stress on empowerment for the purpose of adopting the responsibility necessary and the autonomy in handling efficiently and rapidly with situations that are not predictable (Tuan, 2016). Organizational practices, both internally and externally, occupy an integral place in the agile firm for the purpose of reduction of the response times and in the improvement of organizations potentiality for innovation.
	Cooperation on the agile organization relies on the simultaneous and concurrent engineering methods and project functioning as per the opportunities identified. The agility of the organization also involves the implementation practices of value addition for customers: They are concentrated on the satisfaction of customers and especially the perception of customers of value to the proposed solution. Although there has been a lot of information on the explanation on agility, some scholars still feel like there are given explanations and definitions are not correct and that there should be further research and study on the topic of agility of organizations (Holbeche, 2018). In the process of analyzing the representation of supply chain explanations of agility, the major theme is that a firm demonstrates responsiveness to its customers in a competitive environment. In the analysis of the representation of agility concepts in knowledge management, stressed points include knowledge utilization as a resource in conditions that change. These factors should be considered because they are an integral part of agile organizations.
 In the context of human resource, response-ability or alertness does not provide agility; it is both aspects that are required for the realization of agility. Both factors require being timely, affordable, and relevant.  For greater competitiveness, there has to be an efficient integration of the two factors. Inclusion of the basic factor that cut across before definitions and the findings are a relative comprehensive conceptualization of agility. Ideas to be effected in the organization are mostly drawn from the entrepreneurship field and strategic management. The first approach to sourcing ideas from the two fields is at the center of entrepreneurship studies, while the methods to distinct capabilities development to respond to the primary focus in the research of strategic management (Holsapple and Li, 2008).  The other approach is that researchers have illustrated that a comprehensive understanding between strategic management and entrepreneurship gives the strategies for researchers who are examining the means to sustain competitive advantage in competitive environments.  The third approach is that supply chain management is now considered as a primary base for competitive advantage among major organizations and therefore many researchers in the supply chain management field have rapidly used conceptual contributions and theories based on the strategy for their research work (Holbeche, 2018).
Agility accentuates flexibility and speed as the principal attributes of an organization. There also must be effective and efficient responses to change and uncertainty. In using agility as an organizational strategy, response to changes must be proactive and changes must be applied as inherent opportunities in the turbulent market environment.  Agility reflects an organizational flexibility in adjusting its internal processes and structures a responsive way to environmental changes. The concept of agility was developed in a manufacturing context relating to flexible manufacturing systems. It a new concept in the modern administrative perspective with its definition based on organizational capabilities that drive a firm in the way of growth (Harraf et al., 2015). It allows organizations to respond to unpredictable changes in quick and profitable manner.
In a study done by Bazigos, De Smet & Gagnon (2015), 37 of the management practices that were scrutinized generated improved outcomes in their respective dimensions, when combined with stability and speed. 4 of the 37 practices had a specially striking effect on organization performance; the four were financial incentives, financial management, capturing extrinsic ideas, and employee involvement in shaping organization’s vision. Relatively, only a few organizations stand out as being agile; a past study indicated that 58 percent of the sample companies had stability scores, speed scores, or both that linger around average.
An empirical study on agility showed that 22 percent of the sample companies had either unstable and slow (trapped) response to change or slow and stable (bureaucratic) responses to market changes. The slow companies demonstrate poor health in organizational management and tend to be registering the lowest scores when probed for organizational health. In the same study, 20 percent of the organizations were fast in responding to change while 8 percent were fast, pure and simple, a group that was described as “start up”- they were not start ups as such but their response speed resembled those of start-ups regardless of size and age (Bazigos, De Smet & Gagnon, 2015). Those companies considered agile combined speed and stability. They had better scores for organizational health.
Evidence that agile companies outperformance their lower ranked counterparts indicates possible benefits conferred by agility. For instance, in a study to identify these benefits, it emerged that operational discipline and role clarity are highly ranked in agile companies.  This development suggests that agile companies are special due to their ability to balance swift action and rapid change with organizational structure, stability, and clarity. There stand out performance is in three management practices including knowledge sharing, capturing external ideas, and top-down innovation, which are all associated with outcome (Bazigos, De Smet & Gagnon, 2015). Agile companies exhibits strength in encouraging and motivating their employees with a focus in inspirational leadership and meaningful values.
 A case study of an agile company, a business-process-outsourcing company, highlighted their emphasis on the necessity for speed and stability.  The organization has been growing exponentially and demonstrated financial power; it has taken a large portion of the market by through entry into new geographical markets. In the same way, it does not hesitate to exit from a market that is contracting. In 2014, the company demonstrated its agility by disentangling itself from a declining market and offsetting the lost revenues by capturing new efficiencies in the most profitable markets (Bazigos, De Smet & Gagnon, 2015). Through this strategy, it continued to increase its revenues before EBITDA i.e. amortization, depreciation, taxes, and interest. Therefore, it supports the claim that speed and stability are the emerging catalysts to organizational performance and health.
[bookmark: _Toc12600139]1.3 	Statement of the Problem
In most cases, organizations are greatly affected by the innovation dimensions of management. Different aspects of innovation in management affect various organizations differently. Some methodologies of organization management affect the organization performance positively while others affect the organizations negatively bringing low or no profits at all. According to recent research by business survey researchers, most of the international organizations are greatly affected by the method of innovation on management they use thus generally affecting the performance of the organizations. It is clear that for an organization that uses an effective means of change on management has a higher possibility of being successful in production.
Organizations that invent the method of agility management is said to have good working cultures that help bring success to the organization. An agile environment unites employees in an organization creating teamwork, which helps share information and ideas among the different departments. Collaboration in an organization brings about smooth completion of tasks and invention of new better ways of management, thus increased profits in the organization due to success. The measure of an organization performance has got done through the implications of innovation management. In the organization performance, innovation management is brought out as the main factor, but there are various factors of the innovation management that affect the organization differently. The problem statement is to find out the innovation factors that determine the performance of an organization globally. Generally, the performance of an organization is affected by various determinants starting from the management approach to the threat of competitors.
[bookmark: _Toc12600140][bookmark: _Toc12110416][bookmark: _Toc12413012]1.4 	Research Questions
Based on the research objectives, the study will aim at answering the following questions: 
· What is the impact of innovation on organizational agility? 
· What is the impact of culture on organizational agility?
· What is the impact of leadership on organizational agility?
· What is the impact of organizational agility on performance?.
[bookmark: _Toc12600141]1.5	Objectives of the Study
The various objectives of the study include the following;
· To determine the impacts of innovation on organizational agility
· To determine the impacts of culture on organizational agility
· To determine the impacts of leadership on organizational agility
· To determine the impacts of organizational agility on performance
[bookmark: _Toc12110417][bookmark: _Toc12110419][bookmark: _Toc12413016][bookmark: _Toc12600142][bookmark: _Toc12413014]1.6	 Significance of the Study
The significance of this study is to find out the factors of innovation management dimension that affect organizations. The effect posed to the organizations may be either directly or indirectly depending on the element itself and the size of the company. It is essential for an organization to continually develop and optimize the innovations that come up with time to time and not let the chance of success goes away by increasing the innovation capability, capacity, and operation. Management leaders need to be committed to innovation management performance to ensure everyone goes as planned. All leaders in the different departments need to come together and share the great idea on the right and effective form of managing the innovation dimensions (Blanchard, 2018). Agility created in organizations helps the management leaders to come together in deciding what is suitable for their company. With this study, we can find out the importance of agility to organizations and how it affects the general performance on managing the innovation management dimensions. 
This study has helped to come up with the various factors of innovation management styles that affect the performance of organizations differently depending on their scope. The innovation dimension should be based on the future expectations of the organization performance, risk opportunities, and possible challenges. In considering the situation at hand, it is easy to come up with the best innovation management style for an organization. This study has helped come into conclusion of different problem statements of the research. The research has helped find out that there are eight factors of innovation management dimension affecting organizations which are divided into three areas: management practices, organizational motivation and resources, and that work environment is an innovation management dimension that affects the performance of organizations. The work environment has a significant impact on organizations as an innovation management strategy factor. There are several forms of innovation management styles which are useful to different organizations depending on the management strategy in place and size of the organization. Agility is an effective form of innovation management which has helped bring success to organizations through quality production, changing priorities, and easy project accessibility and penetration to the competing market. The study on the factors of innovation management dimensions affecting organizations has helped find out the overall contribution of innovation to the corporate strategy of an organization. The innovation process is a very highly recognized process in organizations and calls for much involvement of all functional areas, employees, and other stuff for the successful implementation of new products and service ideas.
[bookmark: _Toc12600143]1.7      Scope of the Study	
This research paper covers mainly the various factors of innovation management dimension affecting organizations. Innovation is a maintained competitive advantage of companies that they use to ensure success. Different organizations put into place different ways of managing their organizations looking to gain a competitive advantage against the competing firms. Therefore, there is the need to find an effective way of managing the innovations dimensions in the organization to ensure efficiency. This study aims at presenting detailed views on the core factors that affect the management of innovation style in an organization and the effect they bring to the organization. There is various critical factors effect on the organizations' way of managing innovations, which are; the management style, the leadership, resources, organizational structure, technology, employees, innovation process, corporate strategy, and knowledge management.
 Every organization or business that wants to be successful in its operations, in the long run, needs to have an effective and efficient innovation management dimension in place. The size of the company affects the form of innovation management to be used by the organization to bring success. Large companies cover a broad scope of innovation management dimension as compared to small companies, which only include a small innovation management dimension. For any research to be successful, then certain ethical aspects should be covered. Confidentiality must be put into consideration when researching in that the respondents must have confidence that the information given is for research only and cannot be exposed to affect consumer behavior. The researcher is obliged to show skills related to the area of study to receive quality results from the respondents. 
Research will be quantitative and survey to be created for distribution for population employees from top management and middle management of three organizations based in UAE (United Arabs Emirates). In evaluating the factors that promote agility in organizations, the concept of speed and stability will be applied. Operation strategies that lead to slow or fast response to changes in the market or industry will be analyzed while the stability factors amidst turbulent times and shaky business environment will be evaluated. The results of the two will be integrated to develop a conclusion of the management facets that promote or limit agility. 
[bookmark: _Toc12110420][bookmark: _Toc12413017][bookmark: _Toc12600144]1.8	Limitations
As it is in every research study, the researcher faces a certain number of constraints, so it is in our research on the factors of innovation management dimension affecting organizations. Therefore, it is advisable for the researcher to minimize the boundaries of the investigation as much possible to meet the expected results. These limitations include the following;
Lack of previous studies on the research area: not having a prior study experience on the subject areas limited the finding of conclusive results from the research. One needs to have a previous study of the field of research to improve on familiarity.
[bookmark: _Toc12600145]1.71 The Sample Size: the number of company management leaders willing to participant was small, thus providing unreliable data. Researchers find it difficult to convince people to participate in their data collection, therefore, a limitation to the study. For good response to the research results, the right size of the sample is essential. With the wrong side of the sample,there is a possibility of misinterpretation of the study. Increasing the size of the sample individuals helps reduce the data biasness from the results, which would bring the wrong impression from the study.
[bookmark: _Toc12600146]1.7.2. Uncooperative Respondent: for it been challenging to find participants to the research study data collection with the few volunteers, it is a problem. The few numbers of people volunteered for questioning were reluctant to giving correct information; thus, a limitation to the study.
[bookmark: _Toc12600147]1.7.3 Insufficient Funds: conducting research requires a lot of funds to cater for expenses such as questionnaire typing and printing, transportation for researcher and accommodation. With inadequate funds, the study is likely to fail or provide false information. Researchers need to have an expected full budget of the expenses required to incur. 
Getting Institutions to Participate: sometimes, it is difficult to get different institutions to participate. If the research involves going through institutions with an idea which is contradicting and sensitive to its operation, it becomes hard to get them to join thus posing a challenge to the research process. Researching organizations may be a barrier to the employees working, which makes it a limitation to the research. The researcher then needs to keep trying on what institution is willing to provide the services in the short given time of the study. Staying focused and motivated to the work plan is difficult amply, especially with the reluctant firms.
Hard weather: it is difficult to carry out any research if the weather is not favorable to both the researcher and the individuals involved in the research. A favorable weather condition helps the researcher carry out the study up to the expected standards. Hard weather makes it difficult for researchers to commute from one firm to another to conduct research.
[bookmark: _Toc12413018][bookmark: _Toc12600148]1.9	Operational Definition and Explanations
[bookmark: _Toc12110422][bookmark: _Toc12413019][bookmark: _Toc12414580][bookmark: _Toc12600149]1.9.0	Management Style and Leadership
Leadership and management styles have to be incorporated into an organization to provide a smooth and effective flow of operations in the firm to enhance agility. No method of leadership is superior to the other types of management styles because different situations and problem-solving scenarios call for a different kind of leadership. Different organizations prefer some styles of leadership to others due to different management reasons. Different management styles call for different leadership style making it easy for organizations to be distinct. Therefore, a great and useful leader has to incorporate different management styles that are adaptive, flexible, and appropriate in different scenarios for the firm's agility. Leadership follows management in that the management style determines the form of leadership to be used in an organization in place. For a firm to be successful, it is important to link both leadership and management style (Amanchukwu et al., 2015). Leadership qualities, which must be earned through practice and hard work, include confidence, honesty, and integrity, ability to lead and inspire others, commitment and passion, accountability, future-oriented and excellent communication skills. 
The following are various types of management styles a leader has to incorporate in the organization to improve productivity, employee morale and reduce turnover to achieve agility;
· Autocratic Management Style: Also known as the authoritarian management style. The leader who is commonly known as a dictator in this scenario has total control over all the decision made in the firm, and there is little input from the subordinates. Autocracy is used in where there is a small margin of error and control is needed, for example, in the military or construction sites (Amanchukwu et al., 2015). However, this type of leadership discourages group input leading to a high rate of turnover.
· Democratic Management Style: Also known as a participative leadership style, unlike the autocratic management style, the subordinate staff participates in the decision-making process, meaning that the leader trusts and respects their inputs. This management style is used when the team is experienced, and the employees work together undividedly. All firms practicing the democratic style of leadership, agility is an essential element in their operations. Laissez-faire management style works for organizations with open leadership where employees are allowed to participate in the firm’s decision making hence teamwork actively (Amanchukwu et al., 2015). Participative leadership is least effective when crisis mostly arises and in cases where competency lacks calling for supervision.
· Pacesetting Leadership Style: This type of leadership can be phrased as "do as I do now," meaning that leaders set high standards for themselves and the group. The leaders expect the staff to follow their examples and usually don't give them a lot of positive feedback. Pacesetting is effective when managing experts and in cases requiring little coordination. Employees, on the other hand, can be overwhelmed, especially where assistance is needed. Pacesetting is a style of management leadership where no much teamwork is encouraged since the subordinates are supposed to follow what their leader does or says ate the time (Jasper, 2018). This type of leadership has no much help to an organization that wants to say top in the competing rank since creating agility will be difficult due to the less teamwork.
· Coaching Style: Coaching is based on a dynamic interaction with the leader and the employee regularly and aims at the long term development of the employees. Coaching is usually phrased as "the development manager" where skills are developed and agility of an organization achieved. This management becomes ineffective when a crisis occurs in an organization. Since management is dependent on the leadership style than for managers who lead by coaching allow for freedom in relation with the employees (Jasper, 2018). With the development management style, it is easy for employees to be free to raise their views on innovation, thus its success. Innovation management is effective with coaching leadership style since the subordinates are trained on how to approach an innovation chance and how to develop and present it.
[bookmark: _Toc12110423][bookmark: _Toc12413020][bookmark: _Toc12600150]1.9.1	Organizational Structure
Organizational structure is a system where rules, roles, and responsibilities are directed in an organization to achieve the set goals. An organization with a clear and formal set organizational structure is capable of attaining agility as there is the flow of information from the top management to the lower management and an employee's job is clearly defined in the structure making operations more effective and efficient. Organizational structures come in different shapes and sizes in some pyramid defining a specific hierarchy where the influential members of the organization sit at the top while those with least powers are placed at the bottom. 
Organizational structures are classified into the following types:
· Functional Structure: Applicable where an organization is divided into departments having specific tasks and roles of that organization like a finance department in charge of the taking records and providing funds for the organization and the information technology department ensures that all the systems in the organization are updated, are working as per the regulations. Each department is run a manager who addresses issues to the top management personnel like the CEO. Individuals from this structure learn from one another since they have the same set of skills and decision-making process is quicker (Ginter, Duncan and Swayne, 2018). The functional structure lacks interdepartmental communication and brings up different results and expectations when working on a project.
· Divisional Structure: Used by large companies operating across several geographical locations, this type of structure provides excellent flexibility where each company operates as its own, controlling its resources and money to spend on various projects with the appointed persons like managers reporting back to the mother company. Issues that arise are addressed at the divisional level saving the company lots of time and resources. Divisional structure helps to put energy and focus on one specific unit of operation, and the management is effective (Jasper, 2018). By focusing on one specific unit, the leader is capable of putting concern on the innovation chances, work on them, and develop them for operation in the organization for success.
· Matrix Structure: Matrix is a blend of functional and projected organizational structure where employees have multiple bosses to report to bringing lots of confusion. This type of business structure helps bring flexibility to change thus capable of making effective innovations in management positively affecting the organization’s success (Ginter, Duncan and Swayne, 2018). A blend of both functional and projected structure brings the best in organizations performance, thus better innovation management.
1.9.2 [bookmark: _Toc12413021][bookmark: _Toc12600151]Resources
Resources are needs which are readily available to the organization for the effective and efficient performance of its activities to accomplish the set goals. For an organization to achieve agility, the following set of resources are needed:
· Financial resources: These are set of liquid assets obtained by an organization to finance current operations in the firm and new projects. Various sources of economic resources include external sources like bank loans, internal sources like sales performed by the organization and capital funding like issuance of shares. To achieve agility, the firm has to perform budget control and analysis techniques and proper financial resource management to avoid embezzlement, misuse, and shortage of funds to perform various firm activities. Innovation management requires a lot of funds to support its development and efficiency testing. With the right financial resources, great innovations are made to organizations.
· Human Resource: These are employees who perform day to day activities for an organization and are managed and developed by the social resource management department. Human resource management is responsible for acquiring new employees, improving morale through rewarding and fair compensation of the employees, addressing current employee issues, and managing the employee separation process. Innovation management requires skillful personnel to perform innovation development in the best way for success.
· Material and Technological Resources: They represent a set of system, tools, and equipment needed and used by the organization to fulfill their intended operations in delivering a service. Physical and technological resources include machines, energy, capital, time, and information. With the right information on the material and technical resources, an organization is capable of having an effective innovation management style.
[bookmark: _Toc12413022][bookmark: _Toc12600152]1.9.3 Innovation, Culture and Process
Innovations independently need different strategies and cultures in comparison to operative management and organization operations and works. Change is all about bringing new technologies to improve on the management operations and production of new, better products to the market. For an organization to be able to come up and utilize the opportunity of an effective innovation chance, then there is the need for a good set of cultures to follow to be successful. Operation of an organization is based on the routine of events scheduled to employees in different departments (Tidd and Bessant, 2018). This form of methods is different in each organization, thus setting up the different organizations cultures. 
Organizations require different values and attitudes such as honesty and openness to trying out innovations, readiness to take risks, acceptance to mistakes and failures by embracing them to make changes and thinking outside the borders which refer to other international companies. Therefore, an organization is supposed to set up positive and encouraging cultural values and attitudes where innovations are accepted and encouraged. Innovation strategy of organizations should be built on the bases of the values and cultures that help bring success to the organization's operation, though it is difficult to determine the right values and attitudes to assist in the innovation management dimension in an organization ultimately (Boer et al., 2017). To ensure successful innovation management organizations have put into place measures to promote a culture of innovation at various levels, which include creating awareness to the employees and another functional area representative of the change through the most forms of communication in the organization.
They are motivating employees and other staff members through incentives to encourage them to promote innovation. Creation of space and structure for innovation in an organization by availing the required resources and freedom to direct employees to help in the innovation process is a great strategy to use in the business operation. I am teaching employees the needed course ton creativity to empower them on coming up with new ways of management and innovation. Active collaboration is a critical success determinant for the innovation process and projects. Innovation in organizations always happens in interdepartmental teams; therefore, the need for active cooperation of many employees from the different departments. Everyone in the organization from the managers in various departments to the lower level of employees needs to pull together and perform a common goal of managing innovations in the organization. Organizations which apply agility as a form of innovation management find it easy to bring employees together since coordination has an organizational culture of teamwork (Maskell et al., 2107). It is highly advisable for all organizations that want to stay at the top of their competitors to create agility in its management, which will help to manage the innovations better.
Lack of cooperation and support in the middle of an innovation project may lead to the failure of the planned success of innovation management. For this reason, an organization is supposed to put in place an alternative way of carrying out innovation management in case one has failed to work as planned. It is very important that organizations emphasize the fact that all employees and other needed participants in the innovation process pursue a common goal to ensure success. Every member of the organization must set their mind to achieving the common goal and significantly put focus and energy on it (Tidd and Bessant, 2018). In the innovation process, it is essential that all potential be used productively to facilitate in the ultimate success of the innovation in the organization. Wrong management of a potential change affects the performance of an organization negatively.
[bookmark: _Toc12110424][bookmark: _Toc12413023][bookmark: _Toc12600153]1.9.4	Integration of all Employees
All employees must be actively involved in the initiation and support of the innovation management process in an organization. The manager must, therefore, ensure that all targeted employees are engaged in the process of an innovation project. Through the innovation culture of motivating the employees and creating awareness to them in time, the employees can be ready at the time of need to collaborate and get involved in the innovation process. In this factor of innovation management dimension affecting organizations, all the other elements on resources, structure, and collaboration are put into consideration by the employees to bring the innovation process into success. It is very important that organizations emphasize the fact that all employees and other needed participants in the innovation process pursue a common goal to ensure success. Every member of the organization must set their mind to achieving the common goal and significantly put focus and energy on it (Maskell et al., 2107). In the innovation process, it is essential that all potential be used productively to facilitate in the final success of the innovation in the organization.
 Innovation is supposed to be a permanent initiative that is supported and accepted by all employees in the organization enters creatively. Collaboration and employees' integration factors are interconnected in that for the employees to collaborate actively, and they have to be integrated towards one common goal of making the innovation process a success. Integration of the employees is done with the help of the different managers in the various departments of an organization. The managers help to monitor the progress of the innovation management project and ensure all the right organizational cultures are put into place to bring the process into a success. For the innovation management to be carried out successfully integration of employees is essential in that having a common goal and focus and teamwork helps achieve that (Maskell et al., 2107). All organizations need to apply the employee integration strategy for success.
[bookmark: _Toc12600154]1.10	Organization of Thesis
[bookmark: _Toc12413025]Chapter one covers the introduction of the study providing the background of agility in organizations. It gives detailed account of studies involving the topic and follow to establish the research problem that this study seeks to address. It then highlights the study questions that would facilitate the achievement if the study objectives. Discussion on the Significance of the study indicates that it would be imperative in understanding the importance of agility to organizations and how it affects the general performance on managing the innovation management dimensions. The scope of the study as discussed in chapter one is the various factors of innovation management dimension affecting organizations, more so employees from top management and middle management of three organizations based in UAE. Lastly, the chapter covers the limitations of the study in perspective of sample size, cooperation of the respondents, and funds. There is also operational definition of terms as used in the study. Chapter two covers literature review of the topic of organizational agility. It explores the concepts of innovation, culture, leadership, performance as well as the reference theories for the study. There is also the gaps that the research seeks to fill as well as the framework that would be applied in the study. Lastly, the chapter presents the hypotheses that form the basis for the research.
 

[bookmark: _Toc12600155][bookmark: _Toc12600156]CHAPTER 2	LITERATURE REVIEW
2.1 [bookmark: _Toc12413026][bookmark: _Toc12600157]Introduction
The term ‘agility' in the area of management was identified metaphorically during the twentieth century. During the same time, an approach on agile then arose in prominence during the development of software that resulted in the publication of the agile manifesto in the year 2001. The last two decades have seen theorists highly consider the need for agile performance in enabling organizations to correctly adapt to quick changing and disruptive environments that are unpredictable. It has been a result of rising in a high competition that is regarded as the cornerstone in the industry landscape (Babar et al., 2013). Researchers recently have in response to agility described and explained organizational responses in the contexts that are as diverse as market orientation, information system, social computing, and strategic alignment.
Research has also shown that the count of articles and journals that apply agility or related terms like strategic flexibility and the exponential growth of decision speed. To develop a unique theme and select the gaps in our literature, the research followed an outline that traced the meaning and the conceptualization of agility. To be specific, the study took a broader search in the fields of literature management that included marketing and information system to selects the articles by using related terms or agility. The research group took out to collect a bunch of articles and journals that provided a mass of information on marketing literature and information systems. A big number of journals and literature reaffirmed the wide application and the popularity of the concept of agility. However, the concepts on agility, on the other hand, also create a systematic and thorough review that is prohibited in the scope of only one article (Babar et al., 2013). To narrow our focus in the study, we sought after articles that had high factor impact with a range of not less than or o not exceed five years. This view thus resulted in a greater sampling of management journals and articles that was highly productive in the general study.
To add on to the set with extra significant factors, the study set to apply the snowballing method to look for information through scholarly articles by entering prompt words such as organizational agility or strategic flexibility. In that range of data survey, the team was able to take count of articles more than a hundred. This type of range allowed the research team to sample information widely over the world to help in accessing the right information that is relevant to the research question. The research team also reviewed some of the professional and trade books that discuss agility in organizations. Organizational agility concept was found by a group of researches namely Nagel, Dove, Goldman, and Preiss who were requested by the Congress of America to report on the strategy of industries in the 21st century. The report was determined to analyze the current system of mass production, mostly around Asia, which was reported to record high rates of flexibility (Davies and Rizk, 2018). The study report then concluded on a system of production, which had to be invented, and a report that would be based on agility of the organization, for it to meet the generated needs by the new aspects of competitiveness.
[bookmark: _Toc12413030][bookmark: _Toc12600158]2.2 Organizational Agility
The concept of organizational agility is rooted in two previously developed, related concepts that are, organizational malleability, a reactive aspect and regulatory flexibility, a proactive facet (Sherehiy, 2008). Concretely, Organization agility includes companies’ capability of intellection of environmental changes and responding voluntarily to them, by reconfiguring their resources, organization processes, and strategies. In addition, three interrelated dimensions shape Organization agility: (i) consumer agility, which involves leveraging customers’ views to gain improved market intelligence; (ii) partnering agility, which comprises engrossing knowledge from the diverse business partners to enhance the organization’s response to market requests; and, (iii) operational agility, which entails quick process redesign to exploit dynamic environmental and market conditions (Sambamurthy, 2013). Consequently, following the inclusive strategy presented, conceptualizes organizational strategy as the organization’s intentional answer capability, targeted at enabling more competent behavior, within highly tumultuous and multifaceted environments. This behavior not only involves reacting rapidly to change but also the firm’s capability to expect and seize opportunities, primarily through innovation and learning. 
[bookmark: _Toc12413027][bookmark: _Toc12600159]2.3	Innovation
	In the present day, the term innovation is a favorite word that is frequently being mentioned by a significant number of executive or organizational leaders; it is commonly used that it can be related to starting sounding like the latest whim of the moment. Feasibly for a good number of companies, this is their authenticity: to seek to be innovative because it has become a popular term in everyone's conversation (Sherehiy, 2008). In truth, innovation is a significant factor to stand out in the market and secure agility in organizations. In other words, it is a strategic aspect that ought to be present in all organizations, whichever way as a skill or as a segment of development.
	A well-known belief about innovation is that it is a skill which certain exceptional skill people have to create products or solutions out of nothing, virtually straight out of their inspiration. However, the real truth is that innovation must be understood as the potential or developed, link and integrate them, to address a need. This way, the organization can build a solution or a service that breaks with old paradigms of doing things. We can mention many organizations that do businesses with examples of this kind, such as the iPhone, Uber, smart cars, among others (Sambamurthy, 2013).
To come up with solutions to the quality that has just been discussed requires a special team that is highly prepared, in addition to investing a certain amount. However, this must not block any organization from taking on innovation as a skill that must be persistent through the organization; otherwise, its continued existence is at jeopardy. Furthermore, in a world where a two-way economy is gaining influence and significance even in organizational relationships, schemes such as crowd sourcing or crowd founding, become a key that opens the doors for increasing innovations to different actors, from entrepreneurs and SMEs to large organizations.
[bookmark: _Toc12413029][bookmark: _Toc12600160]2.4	Culture
	To remain aggressive within the new, uncertain organizational scenario, it is essential for organizations to build up the potential that guides them to become habitual and put forward rapid responses to market changes. Under the self-motivated capabilities of an organization, this paper brings forward a model that presents a thorough analysis of two relevant research gaps which include; the underlying relationships that determine the impact of the four organizational culture typologies comprised in the Competing Values Framework on organizational agility and, the unforeseen event effect that make use of critical environmental factors. An empirical study is performed to test the relationships proposed (Davies and Rizk, 2018). To examine the unforeseen event effect of technology intensity, the sample is divided into two subsamples, high and medium tech companies. This work uses partial least squares path modeling, a variance-based structural equations modeling technique, to test and validate the research model and hypotheses posited.  In addition, thorough analyses are carried out to assess the predictive performance of our model. There are four culture types including clan culture, market culture, adhocracy culture, and hierarchy culture that involve exacting and characteristic features. 
Clan culture is time and again categorized with the following features: family-oriented, familiarity, honesty, empowerment, and community. This culture form is, for the most part, leaning to its human capital, insist on individuals’ level of welfare and promotes a positive working environment over optimizing financial proportions as well as the market goals (Sambamurthy, 2013). Clan organizations merge lower regard for structure and control and an enormous heart on flexibility. Hence, as a replacement for strict rules and procedures, the firm's members are driven through vision, shared goals, outputs, and outcomes. 
Market culture is recognized as being apprehensive with an objective execution culture type. Hence, the highest corporate standards intrinsic to this culture are production, usefulness, as well as competitiveness and results optimization. These organizations usually insist gaining esteem, status and prosperity and their main rationale are to end in operations that is, contracts, exchanges, and sales with other parties, in the hope of attaining competitive advantages (Sirgy, 2001). In market organizations, internal and external exchanges of value are mutually viewed in market terms. Invaluable market organizations, value flows between their different members and stakeholders, with minimal cost and delay.
Adhocracy culture is regularly branded as original, dynamic, entrepreneurial, innovative, risk-taking, prepared for changes, aggressive, and flexible. Organizations in possession of this culture type over and over again pursue success while focusing on innovation development, sustained in the event of innovative products, services, and processes (Sirgy, 2001). For that reason, this is the most innovation-oriented culture, whose primary target deals with promoting suppleness, flexibility, and creativeness, to face hesitation, vagueness, and information surplus.
As a final point, Hierarchy culture is entirely described as extremely technical, rule-driven, by-the-book, and top-down directed. This archetype conventionally embraces a strategy that emphasizes structure and control that originate from a stringent sequence of authority, as in Max Weber's original theory of bureaucracy. This culture stresses the minimization of ambiguity levels and the promotion of an intense sense of security, certainty, predictability, effectiveness, stability, formalization, and standardization (Davies and Rizk, 2018).This culture type approves a long-lasting apprehension for order and management mechanisms, in the material form of an explicit and very particular array of norms, rules, instructions, and procedures. In summation, this culture is mainly focused on efficiency and internal control of an organization.
[bookmark: _Toc12413031][bookmark: _Toc12600161]2.5	Leadership
A significant consequence of today's dynamic, complex, and uncertain business environments is that leadership skills are subject to continual obsolescence and displacement. To be effective, leaders must demonstrate the flexibility and agility to adapt their behaviors as situations change. The willingness and capability to learn from experience and subsequently to apply that learning to perform successfully under new or first-time conditions becomes one of the most critical success factors for managers and executives (Northouse, 2018). This article introduces and defines the concept of learning agility, reviews and discusses its theoretical and empirical background, and presents selected research findings related to the assessment of learning agility. Several areas for future research are also identified
In this unpredictable world today, even more, companies will want to ensure they become companies whose people and capacity can be rearranged and recombined with creativity and rapidly without major structural change. Thus winners have to gain more focus on agility (Prahalad, 2009). To improve agility through leadership, we need to explore four agile behaviors which are necessities for acquiring agility.
A leader should provide guidance and direction to teams working across time zones, cultures, and organizational barriers. In most cases, leaders rarely operate with team members on face to face basis, thus making them depend on different forms of virtual communication channels. As well, team members come from a variety of disciplines, cultures, and different levels of experience, making clarity of communication and mutual understanding an even more significant challenge (Northouse, 2018). Effective leaders will learn to balance the requirements of task completion and relationship development with equal skill.
Maintain a laser-like focus on employee commitment and engagement across generational, global, cultural, and demographic boundaries. With workers residing in several projects and matrix relationships, a significant challenge arises in assigning ability and centering attention in strategic priorities. Leaders who possess agility to learn to keep the balance between the right amount of delegation and the right amount of strategic direction, so teams of people can denote and respond to wants in their consumer world (Northouse, 2018). It means that creating an environment for employees to develop enhanced work solutions and new processes, allowing needed vision for the future, which embraced an enterprise-wide focus on leadership and organizational quality.
Leaders should be in a position to anticipate change and engage action. The leaders focused on monitoring commodity prices and adjusted our promotion strategy to reduce the impact of higher commodity prices. That time of change would have taken considerably longer in the past if it were to happen. We were rewarded with improved commodity sales. Besides, organization agility is enhanced by leaders who are in a position to generate confidence. Our focus on leadership agility attained us the courage to declare our intentions to be a growth-oriented organization. The enthusiasm of our team is evident in our employee engagement results. It provides a road mark to success that everyone has been able to rally around (Northouse, 2018). It as well encourages associates to know how well an organization defines success and how they play particular roles in contributing to success.
[bookmark: _Toc12413032][bookmark: _Toc12600162]2.6	Quality
	It can be defined as a process by which an organization answers employee needs by developing mechanisms to allow them to share fully in making the decisions that design their lives at work. It is a philosophy, a set of principles, which holds that people are the most critical resource in the organization as they are truthful, responsible and able to make a precious contribution and they should be treated with decorum and respect (Robbins, 1989). The critical elements of quality include job security, employee involvement, better reward system, job satisfaction, employee engagement, employee benefits, and organizational performance (Havlovic, 1991). Employees with high quality have a propensity to report increased levels of identity with their organizations, job performance-job satisfaction, and lower levels of turnover and personal alienation (Efraty, 1991).
	Quality is defined as employee contentment with various needs through resources, activities, and outcomes curtailing from participation in the workplace (Sirgy, 2001).
Quality has been well known as a multi-dimensional build up, and it may not be universal or eternal. The significant concepts acquired and examined include job security, better reward systems, higher pay, the opportunity for growth, participative groups, and increased organizational productivity. In the scientific management tradition, satisfaction with quality was thought to be based solely on "extrinsic" traits of the job: salaries and other tangible benefits, and the safety and hygiene of the workplace. By contrast, the human relations approach stresses that, while extrinsic rewards are essential, "essential rewards" are critical predictors of production, efficiency, malingering, and turnover. These essential rewards include traits specific to work accomplished, the content of the task: skill levels, autonomy, and challenge (Beauregard, 2007).
One conceptualization of quality, regards quality as employee contentment of seven sets of human developmental needs: health and safety needs, economic and family needs, social needs, value needs, actualization needs, information needs, and esthetic needs (Marta, 2011).
There are eight aspects in which employees views their work organizations could settle on their quality. These include sufficient and just compensation; a secure and healthy environment; expansion of human capacities; growth and security; communal integrative constitutionalism; the total living space and social relevance (Walton, 1974). 
Besides we can attempt to measure quality in a variety of surroundings using an amalgamation of various questionnaires such as organizational commitment, job stress, job satisfaction, organizational identification, alienation, job involvement and finally work role ambiguity, conflict, and overload were studied as alternative measures of quality (Levine, 1984).
Quality can be gauged by the feelings that employees have towards their jobs, colleagues, and organization would enhance a chain effect leading to an organization's growth and profitability (Heskett 1997). Quality is a process by which an organization responds to employee needs by developing mechanisms to allow them to share fully in making the decisions that design their lives at work. For this study, quality is defined as the favorable condition, and environment of employees do good to, employees’ welfare and management attitudes towards operational workers as well as employees in general.
[bookmark: _Toc12413033][bookmark: _Toc12600163]2.7	Performance
Two self-reported procedures of performance were used as reliant variables in this study. Self-reported measures permit better comparability across respondents of varying size and industry. Otherwise prepared comparisons from corner to corner in such a diverse sample can be very difficult. These questions also asked respondents to compare the past five years to current conditions. Profitability categories consisted of: at an all-time low level; significantly worse; about the same; significantly better; or at an all-time high level. Competitiveness categories consisted of: quickly losing argument against your major opponents; slowing trailing ground; neither gaining nor losing ground; slowly gaining ground; or rapidly gaining ground against your major competitors (Aknabi, 2013).
Therefore, there is no major and engaging effect of opinionated market commotion, cutthroat intensity, tactical sensitivity, as well as leadership unity and resource changeability on organizational performance. There is no important relationship between perceived environmental vagueness and organizational performance. The opinionated market turbulence, competitive intensity, strategic sensitivity, leadership unity and resource fluidity cannot jointly and independently predict organizational performance. Thus, there is no significant relationship between strategic agility variables (strategic sensitivity, leadership unity and resource fluidity) and organizational performance.
2.8	Reference Theories
Resource based theory
This theory states that competitive advantage is derived from the organizations unique valuable resources. These are the limited value resources that an organization uses to create the capabilities that progress the organization to competitive advantage. The capabilities can be traced from adoption of modern technology and through strategic alliances that will put the firm to a higher strategic position for success. The theory is supports the concept of resources as tangible and intangible assets entrenched semi-permanently to an organization. Tangible assets encompass all the physical resources owned by a business entity including inventory, equipment, cash, and properties whereas intangible assets are the invisible holdings of an organization including trademarks, intellectual property, reputation, brand name, an expertise, and expertise among others (Alvarez and Barney, 2017). The intangible resources are the most essential in achieving and maintaining a position of competitive advantage as they confer aspects of inimitability and value. These resources are heterogeneous and imperfectly mobile.
RBV assumes that an organization is a bundle of resources that are heterogeneously distributed with the distinctive features persisting over time. The theory postulates that the resources of a firm are regarded as inputs during the production process and are placed in three categories i.e. organizational capital, physical capital, and human capital. Each firm is a collection of distinctive resources and capabilities that provide the foundation for its operational strategy and the primary source of its revenues. In the contemporary hyper-competitive business environment, organizations have to evolve their capabilities in their quest to maintain or increase their revenues. Consequently, their inimitable resources and capabilities primarily determine differences in the performance of organizations (Alvarez and Barney, 2017). The theory indicates that firms must improve on value, which is a function of their resources and inimitable strategic capabilities. For long-term profitability, organizations must be agile by ensuring simplified transformation processes as they adopt change in their capability of sustaining and exploiting their resources.
It is evident that the concept of agility has not been consistently and sufficiently addressed in management literature. There is still a need to focus on the operationalization of the construct. The RBV theory suggests that firm create sustainable advantages through organizational specific assets and capabilities. The perspective of distinctive capabilities explains organizational by focusing on second order abilities that help firms to adapt through creation, integration, and reconfiguration. First order capabilities foster technical fitness through efficiency and effectiveness as second order capabilities work on the other side to promote innovation and entrepreneurial fitness (Hitt, Xu, and Carnes, 2016). Mature dynamic capabilities help organizations to adapt to changing market environments in addition to favorably shaping the business environment through innovation and collaboration.
Assets of considerable value are used to exploit opportunities for growth and expansion or neutralize threat. They are considered rare when they are unique and not available to competitors. They are considered inimitable when they cannot be replicated and non-substitutable when they function cannot be executed using another asset. Realistically, tangible resources have a physical source and therefore not rare as they can be obtained by anyone with the purchasing ability. Therefore, competitive advantage lies in the intangible resources such as trademarks, patents, and copyrights as well as some inimitable technologies. Other vital resources that are intangible include employee talents, organizational culture, and social relationships. Their inimitability creates the highly sought after strategic value that accelerates the growth of firms. An organization formulates strategies to obtain profits based on their resource capabilities and changing fit with external opportunities (Hitt, Xu, and Carnes, 2016). To generate and sustain agility, an organization must have sufficient resources that cover all competencies, talented management that enhances its efficiency and effectiveness, finance, copyrights, technical expertise, employee proficiencies, knowledge and information, and assets organizational characteristics.
Expectancy Theory
The theory was founded by Vroom and expanded later by Lawler and Porter. Vroom perceived that motivation is the final result of the following factors; Expectancy, Valence and Instrumentality. Valence relates to the strength of the organization, it expresses the desire for the firm to succeed. Expectancy is the strong belief that effort put in work will result to a competitive advantage. Instrumentality on the hand expresses its belief in enhancing competitive advantage by employing certain strategies such as alliances and IT adoption in the business operation. The theory is one of the most well known in fostering work motivation (Barba-Sánchez and Atienza-Sahuquillo, 2017). It takes a rational approach towards the behavioral characteristics of humans assuming that people make the most conscious decision among the alternatives.
The concept of expectation brings the idea of the strength of the belief that effort to improve organizational operations would often lead to improved competitive advantage for a firm. It postulates a link between efforts and outcomes. An organization that exudes confidence in improvement of agility and hence operational performance would have an expectancy value of 1 while an organization that lacks confidence in its strategies to produce the desired results would have an expectancy value of zero. Instrumentality gives the belief the applied strategies would lead to improved competitive advantage (Barba-Sánchez and Atienza-Sahuquillo, 2017). In their commitment to improve operational performance, organizations adopt TQM, conduct workers training and development, and engage strategic alliances, which are then expected to produce value.
[bookmark: _Toc12600164][bookmark: _Toc12413028] 2.9	The Relationship between Innovation and Organizational Agility
Organizational agility represents a significant change for some companies in their way of operation and doing things. It takes to account off their comfort zone to try new solutions, which also involve advocating a culture where mistakes are not viewed as something negative, but entirely on the contrary, as an opportunity to continue improving on shortcomings (Sherehiy and Karwowski, 2014). It is precisely one of the principles of innovation, to open up to the world of possibilities, viewing them as opportunities to obtain even better results than the ones they have been getting.
On the increase innovation as proficiency becomes an influential tool for expressing agility within the organization since it invites its leaders and collaborators to question their work dynamics, processes, communications, use of technological resources and customer relationships, as well as to address trends in their area of the association. An example of this exists among organizations that employ design thinking, as a methodology to develop new products, services or solutions through understanding the customer and their needs and designing prototypes that must be tested before getting the green light to go to market (shortcomings (Sherehiy and Karwowski, 2014). Some of the scale organizations of such practices constantly monitor their customers’ needs and innovate in the products they offer. To achieve this, organizations need to consider:
· Upholding a paradigm shift through their leaders, whereby it is permitted for an employee to proactively and efficiently put forward new ideas and solutions since they are highly welcomed. This is supposed to be corresponding to a human capital approach that supports agility.
· Develop technological inspection of trends in the areas of association, encourage their collaborators to constantly be updating such trends, and see how these could impact the business, to anticipate the changes. 
· Recognize approaches and tools to be used to encourage innovation, such as devising, compassion maps, journey maps, storyboards, etc. This will also give confidence collaborative work, an essential resource for agility.
· [bookmark: _Toc12413034]Develop change management skills among collaborators so that they are agents of change and know how to adapt to change easily.
[bookmark: _Toc12600165]2.10	The Relationship between Culture and Organizational Agility
 For organizations to be able to acquire a competitive advantage over their competitors, it is necessary that they employ operational strategies that will make it possible for them to quickly and effectively adapt to the constant changes in the market economy because of the market variables which are not permanent. In the current nature of the market, the economy is characterized by features such as complexity, dynamism, and uncertainty. For businesses to favorable operate in the uncertain market environment, it is necessary that they formulate strategies that will tackle the changes of the situation and create avenues that will see the organization gain a more significant market share and the opportunities that the changes come with at all time (Livari and Livari, 2011). In this way, organizational agility has been the new strategy that significant organizations are employing to counter the changes that culture and the environment brings. 
In the current wave of business operation and the constant change in culture and business environment, it is necessary that organizations agility be coupled with sustainable business strategies. By doing so, the organization will withstand the waves of changes that the business environment faces. Advocating for sustainability among agile organizations means finding ways to cut the impacts that environmental changes bring to the organization. The effects of cultural values and the set principles in organizational agility are influenced by several factors that are not only internal but also external (Livari and Livari). Most of organization and studies focus their attention on the internal factors of the organization in evaluating organizational culture in the agile organization, but in the real sense, the external factors carry the most weight as far as corporate culture in organizational agility is concerned.
One of the major issues in an organizational culture that influence organizational agility includes changes in technology. The modern business atmosphere in all the agile organization involves the use of technology in their operation; it is a factor that can never be ignored because it influences the production and quality output in various production processes in organizations. The relationship between technology and organizational culture is that technology can be a moderator that organizational cultural values contain the various attributes of the organization that are connected to organizational agility (Livari and Livari, 2011). These values include adaptability to the changes in the market economy, new information or means of operation and authority decentralization. It is clear that most organization fail in their operation because of the lack of incorporating the changes that are affected by organizational culture, and this makes it hard for most of their operations to success. It is important that the organization center their strategies to the cultural aspects of the organizational and seek to find a solution to the changes that organization culture presents for the success of organizational agility. 
[bookmark: _Toc12413035][bookmark: _Toc12600166]2.11	The Relationship between Leadership and Organizational Agility
	It is important that leaders change their mode of operation and adapt to organizational agility. The human side in organizational agility is the most important part because through the human nature that ideas and strategies to be followed are communicated. In most leadership styles in many organizations, the leaders are still using the traditional methods of leadership, even though organizational agility has a new method and means to business leadership (Horney et al., 2010). Organizational agility, therefore, demands that leaders in organizations change their style of leadership and embrace the modern leadership style by organizational agility.
	Most managers in organizations are from the traditional style of leadership, and to some, it becomes tough to leave their past hierarchies to embrace the modern leadership style under organizational agility. The contemporary leadership is based on change and value addition, which is the new wave in organizational agility. Organizational agility demands that leaders have to engage in motivation and to mobilize all employees in an organization through influencing towards the attainment of the set objectives of the organization. Organizational agility advocated that leaders should mobilize their subordinates in the obligation of contributing and taking responsibility for the development of the organization and also in the sustenance of those developments (Horney et al., 2010). The creation of an agile environment in organizations requires leaders to be knowledgeable and skilled in the areas of concern mentioned above for them to handle the complexity and uncertainty of organizational agility effectively. 
The key aspects of agile leaders to take a step backs and reflects on the broader consciousness of the direction of the organization and then reflect on the organization by keeping an emphasis on the factors that are in line with the success of the agile organization. Agility in leadership is a field that organizations have to center their attention on because it reflects on the general performance and the style of leadership that is applied in the market. Leaders are the primary source of the success of agile organizational because they delegate duties and are involved in the creation of the strategies involved in business operations.  
[bookmark: _Toc12413036][bookmark: _Toc12600167]2.12	The Relationship between Quality and Organizational Agility
	The business environment and the market economy, in general, are very competitive and demands; therefore that organizational agility channels their operation to the strategies that will lead to them having a competitive edge against their competitors. Organizational agility can only ensure a competitive edge of the organization to their competitors if the qualities of the product are high and desirable in the market. Quality is the defining factor in the success of any agile organization. Organizational agility factor has a great influence on the quality of products. Such factors include acting agility, decision making agility, which relates to the top leadership of the organization, and lastly sensing agility.
Organizational agility has a direct influence on the quality of products and the people in the organization. Organizational agility can influence the work quality of their employees and the products by implementing and improving the factors of organizational agility that affects quality, as mentioned above. The greater understanding of the organizational agility factors that affect the condition is an essential part that management has to take into consideration in the promotion and improvement of quality of products and their worker's life.
Sensing agility involves the ability of the organization to track and monitor the changes and events in the environment such as customer preference and competitors behavior in the right time because they are the factors that influence the quality of production and nature of the business operation. Decision making agility reflects on the management side of the organization, which is mandated with the task of formulation of strategies required for the success of the organization. Right decisions affect the quality of products and wellbeing of the employees, and therefore it is essential for agile organization to ensure that decisions made aim at improving the quality life of the products and the employees. Acting agility involves the practice of assembling organizational resources and changing of operations of the business. These changes in organizational agility should be aimed at improving the quality of the work life and the production process for the success of the more exceptional organization.
[bookmark: _Toc12413037][bookmark: _Toc12600168]2.13	The Relationship between Organizational Agility and Performance
 It is essential that organization to remain agile for them to react to the market changes in the right timing to maintain and develop their performance, which is the primary goal of any organization. Organizations that do not employ organizational agility in their operations are most likely bound to fail in the performance of the entire firm. Firms that do not apply agility fail since they end up losing their share in the market and thus the competitive advantage, which is a factor that contributes to the success of the organization. It is clear to all organizations that change in the environment, and the uncertainties are the main factors that limit the performance of most organizations. Agility in organizations us, therefore, a great strategy to employ in the organization because it provides the strategies to sustain the turbulence in the market environment, and this translates to increased performances of the organization.
It is through agility that firms begin to operate in nature and state that accords performance success. Organizational agility enables organizations to be resistant to the changes in the environment, which then creates a competitive advantage for the organization and later a more significant performance in their operations. Agility in organizations enables organizations to embrace new opportunities and improvement in operational activities, which are factors that promote performance through profit maximization. Performance in organizational agility is related because the action that organizational agility develops in the firm translates to the achievements of the organization as a whole.  
[bookmark: _Toc12413038][bookmark: _Toc12600169]2.14	The Context of Respondents, Country, and Industry
[bookmark: _Toc12413039][bookmark: _Toc12600170]Agility and Supply Chain Management
	Agility in an organization has been found to have a great advantage in the development and enhancement of the supply chain industry. Supply chain industry seeks to undertake its operations by understanding the market variabilities and the factors that influence the waves of the market. Organizational agility is a practice that seeks to find strategies that will help organizations in securing a sustainable operation in the uncertain market; this, therefore, makes agility in organizations is an essential asset in the success and a better understanding of the supply chain industry.  Application of agility in the supply chain industry has been a great success because the supply chain management can now easily predict and weather the changes of the market by application of the strategies by agility. 
[bookmark: _Toc12413040][bookmark: _Toc12600171]Agility and Country Governance
[bookmark: _Toc12413041][bookmark: _Toc12600172]	Agility in a country can be applied in the education sector because leadership and decision making is the primary focus in the management of children and the formulation of strategy and rules for the students. Agility promotes leadership by advocating for proper decision making and quality leadership styles, which are fundamental in the running of the education sector. Student's behavior and the teaching practices are changing factors just like the market keeps changing; employment of agility in this sector will help the education sector in the formulation of strategies that will be sustainable to such changes. It is essential that the education ministry employs agility in their system of governance because it is the driving force and the best strategy that any mode of operation can imitate.  
 Agility and Healthcare Industry
	Research and future prediction are significant components in the health industry. Medical officers embark on research processes which are aimed at reaching to new medical facilities and products. Agility helps in the formulation of strategies which help in the creation of a stable environment for research and handling changes in the market environment. Technology is also a factor that influences performance in the health industry; agility can be applied in this sector because it promotes the application of the new system of operation which advocates for the use of new technology which improves in the operational performance of every industry. Management in the health sector can successfully employ the use of agility in their operations because it is a method of operation that is most effective in the creation of sustainable strategies in the prediction of trends and change in the environment.
[bookmark: _Toc12413042][bookmark: _Toc12600173]2. 15	Research Gaps
	Although agility has become one of the successful and most effective means in performance and creation of strategies for organization, its adoption in any organization has not yet met the demand it has in the market. It is a gap that researchers need to exploit and seek to understand the factors that hinder the adoption of agility despite its demand is very high in the market economy. The adoption of agility in every organization is a crucial thing because this would mean a more significant profit margin for businesses and a better environment for business activities because of the sustainable strategies that agility creates.
2.16 Research Framework (Model)	
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The research framework helps to represent the independent and independent variable of a research study. The framework helps show the relationship between the dependent and independent variables. The relationship is that the dependent variable is directly related to the independent variable in a way that the change of the dependent variable is affected by the independent variables. Organizations performance is dependent on the factors of innovation dimension on an organization.
Scholars and practitioners from various disciples, for instance, researchers in the field of manufacturing on customization and strategies of postponements allows for the means to react to changes in a flexible factors. Scholars in the areas of information systems encourage information technologies as means that promote agility by assisting in the achievement of time reduction and enhancement of quality in designs of products and their development. The application of agility in an information system is also used in the facilitation of communication required for the coordination of work activities. Agility still stands as a debatable issue in the face of many researchers because of the various meaning and that it has on different perspectives. These factors, therefore, present a varied analogy in the determination of the purpose of agility in many organizations. Researchers have since resulted in the application of the similarity in different researchers have since produced in applying this concept in the perception that applies to them.
[bookmark: _Toc12413044]The development of agility model helped the research in a better understanding of the nature of individuals who are agile and also teams and organizations. Several scholars conceptualize agile firms from the point of organizational design in the process of creating a network of theoretical relations and among flexibility, responsiveness, and agility. The notion of an edge organization is characterized by the use of empowerment, decentralization and the free flow of knowledge that is necessary for pushing the power for decision making and actions that are competent to the edges of the firm. In the process of determining the performance of edge firms, five organizations were put into test in line with cost, coordination, product risk. The products of the study show how edge firms demonstrate a low cost and high speed. Researchers have concluded that there is the need for further research that will help in the identification of the features that will help firms to operate not only productively but also in a manner that is agile and one that has reduced difficulties in coordination and the risks involved in the face of change in environment
[bookmark: _Toc12600174]2.17	Research Hypothesis
The hypothesis is the researcher's prediction regarding the outcome of the research where the relationship can be shown on the various variables. It involves collection and analysis of data that may either support or fail to support the solution to the research problem. The hypothesis shows connection to the objectives of the study by providing a predicted answer.
The hypotheses for this study include:
· H1- Innovation has a positive impact on organizational agility
· H2-Culture has a positive impact on organizational agility
· H3-Leadership has a positive impact on organizational agility
· H4-Organizational agility positively impacts performance
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