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Abstract
Recently efforts have been made to link attachment theory and management and organizational processes. The current study takes further steps linking the above and deals with managers’ attachment styles and their ability to provide psychological safety for subordinates as a basis for creating an organizational culture that is supportive of the organization’s performance. The study examined the relationship between managers’ attachment styles and the organizational culture in the teams that they lead, as well as the level of satisfaction among the teams’ customers. Data was collected from 91 software development teams in 15 tech companies, consisting of 91 directors and 286 of their direct subordinates, and the customers of these teams. For the study, an organizational culture questionnaire was constructed and validated, examining the elements of organizational culture that are believed to influence an organization's performance. Regression analyzes identified a link between a team manager’s avoidant attachment style and the satisfaction of the team’s customers, and that the team's corporate culture partially mediates this link. A link was also found between aspects of the organizational culture and customer satisfaction. Implications for the study of management and organizational culture, design of effective corporate interventions, and avenues for future research are discussed.


Introduction
Learning, innovation and adaptation to change contribute to the success of organizations (Ellinger, Ellinger, Yang, B. & Howton, 2002; Wiewiora, Trigunarsyah, Murphy, & Coffey, 2013). Theory and research attribute this to – among other things – an organizational culture that fosters psychological safety and trust among members of the organization (e.g. Büschgens, Bausch, & Balkin, 2013; Chatman, Caldwell, O'Reilly, & Doerr, 2014; De Long, & Fahey, 2000; Forster, Friedman, Butterbach, & Sassenberg, 2005; Song, Kim, & Kolb, 2009), as it enables experimentation, risk-taking and learning from mistakes without fear of sanctions from organization members and executives (e.g. Chatman, Caldwell, O'Reilly, & Doerr, 2014; Forster, Friedman, Butterbach, & Sassenberg, 2005; Song, Kim, & Kolb, 2009). Despite the importance of psychological safety to organizational culture, the relationship between the qualities of managers and the development of security has not been examined, and neither has the relationship between these qualities and organizational performance. The current study seeks to examine this factor.

The study is based on attachment theory, which identifies psychological safety as a fundamental human need, present throughout life (Bowlby, 1988). This need is fulfilled by the parents, and variability in the ability to fulfill it is an outcome of their varying attachment styles (Ainsworth, Blehar, Waters, & Wall, 1978). Recently, a parallel has been made between leader-follower relationships and parent-child relationships, in order to reveal the impact that leaders’ different attachment styles has on the performance and well being of the followers (Davidovitz, Mikulincer, Shaver, Izsak, & Popper, 2007; Popper & Mayseless, 2003; Ronen & Mikulincer, 2012). Based on this parallel, this study aims to examine the impact of managers’ attachment styles on organizational culture and the perception of the organization by its customers. It proposes that the attachment style of a team’s manager can predict the team's organizational culture and the level of satisfaction among the team’s customers. Moreover, in keeping with the theory and research that organizational culture mediates the manager’s impact on organizational performance (Ogbonna & Harris, 2000; Schein, 2010; Schneider, Ehrhart, & Macey, 2013), the current study proposes that the relationship between the manager’s attachment style and customer satisfaction is mediated in part by the organizational culture. As such this study contributes both to the accumulating knowledge pertaining to the influence of manager attachment styles on team performance and organizational culture, and to the understanding of the importance of security’s impact on the improved performance of the organization. From a practical standpoint, the research findings will have implications on selecting managers and on organizational development.

Mangers’ Attachment Style and Team Performance
Attachment theory, first illustrated by Bowlby (Bowlby, 1973, 1980, 1969/1982, 1988) provides a conceptual and research framework for an in-depth understanding of the human need for psychological safety. According to the theory, the human need for safety is present throughout life and arises in situations of ambiguity and uncertainty. In these situations people turn to the attachment figures in their lives for support, protection or assistance. Children internalize the reassurance of significant figures to whom they are attached, especially parents, and develop a sense of security and confidence and the ability to trust others. This internalized sense of security, comprised of emotions, thoughts and behaviors, is termed a Secure Attachment Style. When the response is inattentive and inconsistent over time, the child will internalize an inability to rely on attachment figures, and the child’s attachment pattern will be an Insecure Attachment Style (Ainsworth, Blehar, Waters, & Wall, 1978; Main, Kaplan, & Cassidy, 1985). There are two main insecure attachment styles: anxious and avoidant. Those with an anxious attachment Style fear rejection by others, are vigilant lest they will be abandoned, and are highly sensitive to negative evaluation by others. Those with an avoidant attachment style do not rely on others but mainly on themselves, and refrain from intimacy and emotional contact (Manning, 2003).
In adulthood as well, the attachment style reflects an individual’s repeated experience of attaining security from significant people in life (Fraley & Shaver, 2000; Sroufe, 2006), and manifests in various aspects of life (see review in Mikulincer & Shaver, 2007). In the context of the couple, for instance, it has been found that people with a secure attachment style are more satisfied in relationships, relying more on the partner and worrying less with respect to the relationship than people with insecure attachment styles (e.g. Fraley & Shaver, 2000; Mikulincer, 1998; Mohr , Selterman, & Fassinger, 2013 Shaver & Hazan, 1993; Zayas, Mischel, Shoda, & Aber, 2011). In relation to a group, people with a secure attachment style expressed more positive feelings than those who are insecurely attached (Rom & Mikulincer, 2003; Smith, Murphy & Coats, 1999). In addition, the study demonstrated that securely attached adults engage more effectively in exploration and learning activities and are more geared towards curiosity (Kogut, 2016; Mikulincer, 1997).
Lately, attachment theory has been applied in the disciplines of leadership, management and organization, in order to focus on the emotional connection between the leader and the led. Popper and Mayseless (2003) proposed that as children turn to their parents for comfort and security in times of distress, so turn the led to their leaders for support, assistance and backing in times of difficulty and crisis. Just as people who believe in the accessibility of their loved ones and their ability to protect feel safe to engage in exploratory behaviors; so do followers who feel that they can rely on their leaders to protect them, feel confident to explore and learn, and cultivate self-efficacy (Popper & Mayseless, 2003). According to them, leaders with a secure attachment style are better able to fulfill these emotional needs than leaders with insecure attachment styles. For example, Popper, Mayseless and Castelnovo (2000) found that the characteristics of transformational leadership - namely expressing empathy towards the led and emotionally investing in them (Bass, 1990) - positively correlates with a secure attachment style of the leader. Accordingly, recruits with commanders exhibiting insecure patterns perceived their commanders more negatively, and made social adjustment and functioned less well than recruits with securely attached commanders (Davidovitz, Mikulincer, Shaver, Izsak, & Popper, 2007). It was also found that recruits with secure attachment styles were rated by their peers as more suitable for leadership roles than recruits with insecure attachment styles (Mikulincer & Florian, 1995). The link between leaders’ attachment styles and the performance of their subordinates was recently examined in an organizational context as well. Ronen and Mikulincer (2012) found lower satisfaction levels among subordinates of managers with an insecure attachment style, and greater exhaustion than subordinates with secure managers. Another study found that subordinates of managers with an anxious attachment style were less satisfied, but the subordinates of managers with an avoidant attachment style were more satisfied (Kafetsios, Athanasiadou, & Dimou, 2014).
Further to these studies, this study is to examine the link between managers’ attachment styles and the performance of the units they lead. To my knowledge this link has not been examined to date in a business organizational context. A manager’s attachment style may affect the performance of the unit they lead in number of ways. Firstly, managers with insecure attachment styles may provide insufficient support to their subordinates, because people with an avoidant attachment style tend to distance themselves from people expressing a need and people with an anxious attachment style tend to experience great distress when faced with the distress of others (Collins & Feeney, 2000; Feeney & Hohaus, 2001; Mikulincer and Shaver, 2007). Secondly, depending on their attachment style, managers have a varying caregiving orientation, i.e. a varying ability to provide support and care for subordinates. The caregiving orientation of anxious managers is experienced as coercive and intrusive, and the caregiving orientation of avoidant managers is experienced as distant and detached. This was found to contribute to increased exhaustion and low satisfaction levels among their subordinates (Ronen & Mikulincer, 2012). Therefore, I propose that the difficulty in acquiring enough support as well as the low sense of self-efficacy of subordinates of insecure managers will hurt their performance. One of the criteria for examining performance is customer satisfaction.
Based on the theoretical and research background it may be hypothesized that:
H1: Insecure attachment styles of team managers will be negatively related to the satisfaction of the team’s customers.

Organizational Culture and Customer Satisfaction
The study of organizational culture dealt with its various effects on the organization and its members (e.g. Hartnell, Ou, & Kinicki, 2011; Sackmann, 2011). This section addresses the impact of organizational culture on performance, and the following parts address the impact of the manager’s attachment style on organizational culture, and the mediating effect of organizational culture on the relationship between the manager’s attachment style and performance.
Organizational culture is defined as a set of emotions, beliefs and behaviors that are shared by members of the organization or group, with regards to matters of internal integration, that is, the regulation of interpersonal relationships within the organization or group, and matters of environmental adaptation, namely, survival, growth and change according to the challenges posed by the changing environment (Alvesson, 2011; Denison, 1997; Elizur et al., 1991; Kotter & Heskett, 1992, Schein, 2010). Organizational culture consists of relatively notable and conscious manifestations, such as a dress code, language, and interior design, that are termed Artifacts, and lesser notable and conscious manifestations such as values ​​and beliefs. Organizational culture is founded on a basic assumption shared by the group members in relation to the most elementary matters such as human nature or time. This assumption is not conscious, but the group members act according to it, and it affects the formation of values, norms, and artifacts. This basic assumption develops out of the group's experience in dealing with issues of internal integration and environmental adaptation and it reflects the full range of solutions cultivated facing these matters (Schein, 2010; Schneider, Ehrhart, & Macey, 2013). Since the basic assumption is unconscious it is difficult to measure, therefore organizational culture studies most frequently examine the more apparent levels such as artifacts or values ​​(e.g. Ashkanasy, Broadfoot, & Falkus, 2000; Wiewiora A., Trigunarsyah, B., Murphy, G., & Coffey, D., 2013).
Various studies indicate that organizational culture influences the financial performance of the organization (e.g., Ajmal and Helo, 2010; Barney, 1986; Bezrukova, Thatcher, Jehn, & Spell, 2012; Tushman & O'Reilly, 2002). One of the conditions for organizational culture improving the performance of the organization is support for the organization’s high adaptiveness to the environment, especially in organizations that are in a rapidly changing environment. (Denison, 1997; Kotter & Heskett, 1992; Song, Kim, & Kolb, 2009; Uzkurt, Kumar, Semih Kimzan, & Eminoglu, 2013). An organization that is attentive to its customers, embraces new technologies and ventures new ideas, will attain longevity and will perform well (Bueschgens, Bausch, & Balkin, 2010; Denison, 1997; Goncalo & Duguid, 2011). In an organizational culture characterized by high environmental adaptation, norms develop whereby attention is given to customers and competitors, change is perceived as opportunity, and risks are taken (Chatman, Caldwell, O'Reilly, & Doerr, 2014; Kanter, 1983). Most studies that have examined the relationship between organizational culture and organizational performance relied on self-reports of the organization’s subordinates in respect of their own performance (Denison, Nieminen, & Kotrba, 2014). In contrast, the current study seeks to carry out this investigation by analyzing the relationship between the organizational culture of the team and the team’s evaluation by its customers, as reported by the customers themselves in customer satisfaction surveys. Based on the theoretical and research background it may be hypothesized that:

H2: The organizational culture of a team being characterized by high environmental adaptation will be positively related to the satisfaction of the team’s customers.

In order to query conventions, take risks and generate new ideas, psychological safety should prevail among staff members, which means: "a shared belief that the team is safe for personal risk taking" (Edmondson, 1999). Under conditions of psychological safety, team members trust each other and believe that they will not be ridiculed or sanctioned by team members or the manager should they voice an unconventional opinion, err or fail (Baer, ​​& Frese, 2003). A team member who feels that they are valued less because they tried and failed or because they demonstrated a lack of knowledge as part of their learning process, will refrain from trying or asking in future (Edmondson, 1999; Forster, Friedman, Butterbach, & Sassenberg, 2005). This means that norms of innovation, experimentation and risk-taking are not enough - there must also be interpersonal norms that support their implementation (Chatman, Caldwell, O'Reilly, & Doerr, 2014; Ismail Al-Alawi, Yousif Al-Marzooqi, & Fraidoon Mohammed , 2007). These interpersonal norms are respect for the capabilities of the team members, interest in them as human beings beyond their role, acceptance of the team members, faith in their good intentions, and consideration for the needs of others (Cheung, Gong, Wang, Zhou, & Shi, 2016; Edmondson, 1999; Liden, Wayne, Liao, & Meuser, 2014; Roussin, MacLean, & Rudolph, 2016). When these norms exist there is high internal integration in the team (Schein, 2010), which in turn functions as a foundation for the team’s ability to successfully adapt to environmental changes and improve its performance.
Based on the theoretical and research background it may be hypothesized that:
H3: A team organizational culture characterized by high internal integration will be positively related to satisfaction among the team’s customers.

A Manager's Attachment Style and Organizational Culture
Theoreticians and researchers argue that managers have great influence over the organizational culture (Kotter & Heskett, 1992; Schein, 2010). Managers wield influence in a number of ways: by being a role model intentionally or not (Hu, Dinev, Hart, & Cooke, 2012), in their response to organizational incidents, changes and crises (Kavanagh, Ashkanasy, 2006), with the way in which they allocate resources (Alvesson, & Sveningsson , 2015), by providing inspiration, in the allocation of rewards and status (Sarros, Gray, & Densten, 2002), and in the way they recruit, select, promote and dismiss employees (Nica, 2013). In this way members of the organization learn the right ways to think, feel and act in the organization, and these lessons combine to form an organizational culture.
However, current research suggests that managers influence in another way, namely, by providing a sense of safety. As mentioned above, attachment style is a manifestation of the individual’s confidence in themselves, others and the world, and is linked to their ability to provide security for people with whom they are in close contact (Collins, & Feeney, 2013). For managers, attachment style affects their ability to provide security and optimally support subordinates (Ronen & Mikulincer, 2012). In view of the impact that attachment style has on the attitude to learning, change and curiosity and on behavior in interpersonal situations, I propose that managers with different attachments styles will deal differently with issues of risk-taking, change and innovation, as well as with issues of interpersonal trust, acceptance and support. Their way of dealing will be learned by the team members and will consolidate into the general organizational culture, which will manifest in the realms of environmental adaptation and internal integration. Based on the theoretical and research background it may be hypothesized that:
H4: Team managers’ insecure attachment styles will be negatively related to environmental adaptation and internal integration in the team’s organizational culture.

There are indications that the manager’s impact on the organization’s performance is mediated at least in part by the organizational culture (Ogbonna & Harris, 2000; Ou, Hartnell, Kinicki, & Karam, 2013; Sarros, Cooper, & Santora, 2008; Schein, 2010; Schneider, Ehrhart, & Macey, 2013). For example, it has been found that a manager’s transformational leadership and a humanistic orientation on their part are linked to an organizational culture that places emphasis on achievement, and that this culture improves organizational performance (Xenikou, & Simosi, 2006). Another study found that managers affect service behaviors in their subordinates by creating a service culture, which affects the unit’s performance (Liden, Wayne, Liao, & Meuser, 2014). In keeping with this approach, the present study examined the mediating influence of organizational culture on the link between a manager’s attachment style and the team’s performance. Further to the discussion above dealing with the link between attachment styles, organizational culture and performance, I hypothesize that at least some of the impact of the manager’s attachment style on the organization’s performance is mediated by the organizational culture. Based on the theoretical and research background it may be hypothesized that:
H5:Environmental adaptation and internal integration in the team’s organizational culture will mediate the relationship between the manager’s attachment style and the satisfaction of the team’s customers.
Measurement of Organizational Culture
In this study I sought to apply a tool for measuring organizational culture. This tool would fulfill two criteria - first, the ability to systematically compare between organizational cultures, and second, the ability to predict differences in organizational performance. In order to meet the first criterion, the measurement tool should be quantitative, reliable and valid (Martin, 2002; Siehl & Martin, 1988; Xenikou & Furnham, 1996). Such a tool is a questionnaire. To meet the second criterion, the measurement tool should detect differences in organizational culture that can explain differences in organizational performance (Sparrow, 2001). There are several organizational culture questionnaires based on the conceptualization of the relationship between organizational culture and performance, for example, Organizational Beliefs Questionnaire (OBQ: Sashkin, 1984) and - Denison Organizational Culture Survey (DOCS: Denison, Nieminen, & Kotrba, 2014). While these questionnaires facilitate testing a wide range of cultural factors or types of cultures, to my knowledge, none of them measure internal integration and environmental adaptation in isolation (Detert, Schroeder & Mauriel, 2000). Some of the questionnaires do not measure these factors and others measure them as a sub-factor or as part of a series of factors (Denison, Nieminen, & Kotrba, 2014). Due to the theoretical and research importance of these factors of organizational culture in explaining the performance of the organization, I developed an organizational culture questionnaire focused on measuring environmental adaptation and internal integration. The questionnaire and the factors they measure are described in study 1. The hypotheses of the study are examined in study 2.
Method
Study 1
Study 1 was designed to test the two criteria for the self-report questionnaire that I developed to measure environmental adaptation and internal integration in the organizational culture. First we examined the reliability and validity of the questionnaire, and then we examined whether the environmental adaptation and internal integration that are measured by the questionnaire, predict differences in performance.
 Questionnaire items were generated according to a content sampling methodology called Mapping Sentence. Mapping sentence allows to map a world of content into its components, describe the relationship between its components and plan its measurement (Shye, Elizur, & Hoffman, 1994). Using mapping sentence, a questionnaire was developed that measured the factors of organizational culture in which we are interested – environmental adaptation and internal integration. As recommended by Shye, Elizur and Hoffman (1994) each factor – environmental adaptation or internal integration - included items that measured the respondent's assessment of their own beliefs, feelings and actions, as well as their manager’s and their team’s regarding matters related to each of these factors. For example, the item "team members can rely on each other when carrying out complex tasks" measures the respondent's assessment of the team's belief regarding matters of internal integration; the item "I like my teammates," measures the respondent's assessment of his feelings regarding matters of internal integration; the item "my manager is working in every way to meet the customers' needs", measures the respondent's assessment of the manager’s behavior in relation to matters of environmental adaptation; and the item "my teammates tend to do things in an innovative way when events outside of the team require it" measures the respondent's assessment of the team’s behavior in relation to matters of environmental adaptation.
The items were reviewed by 5 professionals - 2 R & D managers in leading companies, 1 HR manager in a leading company and 2 academic experts in the OB field. Items were added or changed accordingly.
In total 40 items were created - 20 items per factor.
Ratings for each item were made on a 7-point scale ranging from 1 (not at all) to 7 (very much).
I hypothesized that environmental adaptation and internal integration will be positively related to team performance.

Participants and procedure
The study focused on workers in tech companies, because companies in this field are characterized by a rapidly changing environment. The participants were 251 employees in three tech companies (146 men and 105 women), aged 22-57 (average - 36). Of these, 27 participants were managers. Contact with the subjects was made through human resource managers in the companies. All subjects participated voluntarily and were not paid for their participation. Subjects were told that they are participating in a study on the work processes in tech companies.
Materials
Environmental adaptation and internal integration were measured using the corporate culture questionnaire that I developed, which included 40 items. The subjects were asked to read the items listed in the questionnaire and rate the degree to which each item characterizes them and their team, on a scale from 1 (not at all) to 7 (very much). The items appeared in random order on the questionnaire forms that were distributed to participants.
Team performance was tested using a self-report questionnaire developed by Kalleberg and Moody (1996), which included the following indicators: product quality and innovation, the ability to attract and retain essential employees and customer satisfaction. The questionnaire also included additional facets that are not relevant to development teams, which I removed from the study. The subjects were asked to compare the performance of their team in the last year to other teams doing similar work on a 5-point scale ranging from - 1 (much worse) to - 5 (much better).

Results

Factor analysis was performed on the data from the corporate culture questionnaire, using Varimax type rotation for the purpose of testing the structure of the questionnaire. Originally analysis revealed two major factors, but a careful analysis of the loadings of the items in the different factors revealed that 11 items weighed greater by more than one factor (over .40), or lower by both factors (below 0.40). These items were therefore removed from the analysis, and the remaining twenty-nine items were reanalyzed. This analysis revealed two eigenvalue > 1 factors which together explain about 57% of the total variance. The first factor explained 36% of the total variance, and included 16 items loaded over 0.40. This factor includes items related to internal integration. The second factor explained 21% of the total variance and included 13 items loaded above 0.40. This factor includes items related to environmental adaptation. Kronbac alpha values ​​for the first factor were 0.86 and 0.77 for the second factor. These values ​​indicate good internal reliability of the factors. Alpha Kronbac of the entire questionnaire was 0.88, and indicates a high internal reliability of the whole questionnaire.
To examine the link between organizational culture and team performance, multiple regression analysis was performed. In this analysis scores were presented for internal integration and environmental adaptation in the organizational culture of the team as predictors of their contribution to the team's performance as reported by the team members. For team performance regression showed a significant overall contribution F (2, 249) = 69.75, p <.01, R² = .36. Both internal integration and environmental adaptation contributed significantly to customer satisfaction, with β = 0.37, p <.01 for internal integration, and β = 0.33, p <.01 for environmental adaptation. In other words, the team’s performance was positively related to internal integration and environmental adaptation in the organizational culture of the team.
In conclusion, Study 1 demonstrates that the organizational culture questionnaire that we developed is of good validity and reliability. Furthermore, the results support that environmental adaptation and internal integration can predict performance. Thus the questionnaire fulfills the two criteria - it is a valid and reliable quantitative measurement tool, and able to predict the performance of the organization. We used this questionnaire in Study 2.

Study 2

Study 2 was conducted to test the study hypotheses.

Participants and Procedure
The sample included participants from different companies than those in which Study 1 was conducted.
The sample included three types of participants: team managers, subordinates (team members), and customers. We collected data from 108 teams, but only 91 teams returned data from all three types of participants. Therefore, the research was conducted on these 91 teams.
The sample included 286 subordinates from software development teams, and 91 of their direct supervisors (team managers). 176 (62%) of the subordinates were men, 93 women (33%), and the rest were unreported. The average length of a subordinate’s tenure in the team was 21 months. 62 (69%) of the managers were men, 27 (30%) women, and the rest were unreported. Since the process of developing organizational culture takes time, the managers that participated in the study had managed their teams for at least 12 months. The average length of time over which the director managed their team by the time of the study was 28 months, ranging from 12 to 46 months. A team would typically number between 3-4 subordinates working under the same manager. The average age of participants was 32, ranging between 21 and 56.
The team managers and subordinates were full-time employees in R & D teams in 15 hi-tech companies in Israel. All participants were Israeli, Hebrew speaking.
The teams were responsible for developing new software products in a technological environment. The teams' work involved cooperation and collaboration between team members. In each team, members were working on the same product, writing code for different components of the product and integrating them.
The team manager’s role is to divide the tasks among the team members, monitor their progress, help them solve problems, help them with personal problems and issues related to working conditions, and formally evaluate them on their performance. The team members and the manager worked in the same room, in open space formation.
Participants were recruited via contacts in the companies in which they worked (human resource managers or R & D VPs). All participants did so on a voluntary basis, receiving no remuneration.
Data was collected via questionnaires. In each of the companies a contact person was responsible for inviting the managers and subordinates and allocating a time and place for completing the questionnaires. The participants were told by the researcher that they are participating in research that deals with working processes in R & D teams in hi-tech companies. The questionnaire forms featured an indication of the team each participant (manager and subordinate) belonged to, so that data could be grouped into teams. Participants were assured that the questionnaires were anonymous and that their replies would not be submitted to anyone in their company, but would be used for research purposes only. Each submission took half an hour.
The teams’ customers were intra organizational customers, receiving the products that the teams developed. The customers included product managers, customer managers and project managers. Each team was assessed by 6-9 customers, with a total of 646 customers participating in the study. There is no demographic data about the customers, because most companies demanded their absolute anonymity. The customer satisfaction survey was conducted 5-11 months after sending the questionnaires to the teams, through a human resources manager who ran the survey questionnaires to customers and returned them filled in.

Materials
Attachment styles. Both team mangers and subordinates completed a Hebrew version of the Experiences in Close Relationship Scale (ECR) (Brennan et al., 1998). In the ECR participants were asked to think about their close relationships, without focusing on one specific partner, and they rated the extent to which each item described their feelings in close relationships on a 7-points scale ranging from 1 (not at all) to 7 (very much). There were 18 items that tapped attachment anxiety (e.g., I worry about being abandoned), and 18 tapped avoidant attachment (e.g., I prefer not to show a partner how I feel deep down). The reliability and validity of the scale have been repeatedly demonstrated (see Brennan et al., 1998 and the many studies reviewed by Mikulincer & Shaver, 2007). In the current sample, Cronbach's alphas were high for both the avoidance (.85) and the anxiety items (.91). Low levels of avoidance and anxiety in the ECR indicate secure attachment. On this basis, we computed for each participant two scores by averaging items on each subscale.
Organizational culture: Team managers' and subordinates' assessments of the organizational culture were collected using the self-report questionnaire constructed especially for this study, as reported in Study 1.
The corporate culture questionnaire included 29 items. For the purpose of reviewing the structure of the culture questionnaire we performed a Varimax rotation type factor analysis. This analysis revealed two factors (eigenvalue> 1), which together explain approximately 62% of the total variance. The first factor explained 37% of the total variance, and included 16 items loaded above 0.40. This factor includes items pertaining to internal integration. The second factor explained 25% of the total variance and included 13 items loaded above 0.40. This factor includes items pertaining to environmental adaptation.
Alpha Kronbac values ​​for the first factor were 0.88 and 0.81 for the second factor. These values ​​indicate good internal reliability of the factors. Alpha Kronbac of the entire questionnaire was about 0.91, and indicates a high internal reliability of the questionnaire in its entirety.
Organizational culture is a variable of the group or team, and not a single team member (Sackmann, 2006). Therefore, for each team two scores were calculated - one score is the average of all the items pertaining to internal integration from all the team’s respondents. The second score is the average of all the items pertaining to environmental adaptation from all the team’s respondents.
Customer satisfaction: Customer satisfaction was measured independently in each company, using the customer satisfaction survey the company conducts. There were certain differences between the various surveys in the different companies. However, in all the surveys the customers were asked to rate their satisfaction of the team's responsiveness and serviceability, quality of deliverables, efficiency, and overall satisfaction from the team.
The survey results were an average obtained from an HR representative for each survey item for every team. The survey scale ranged from 1 (a very low extent) to - 5 (a very high extent).
Results
Table 1 shows the averages, standard deviations and correlations for the study variables, as follows: the manager’s avoidance and anxiousness were calculated only on the basis of the team managers’ data. For internal integration and environmental adaptation averages were calculated for each team. Customer satisfaction data was obtained as an average for each team. As shown in Table 1, the correlation between the manager’s avoidant attachment and the research variables are negative and significant, and are an indication of the negative effect of a manager’s avoidant attachment on the organizational variables tested. This model of correlations exists at a much lower and insignificant intensity for anxiousness in the manager’s attachment.

Table 1: averages, standard deviations and Pearson correlation coefficients of the variables for teams

	
	Average
	Standard Deviation
	Manager Avoidance
	Manager Anxiousness
	nalInter Integration
	 Environmental
    Adaptation
	Customer Satisfaction


	Manager Avoidance
	3.18
	.92
	1
	
	
	
	

	Manager Anxiousness
	2.79
	.81
	.14
	1
	
	
	

	Internal Integration
	5.81
	.57
	-.31 (**)
	-.13
	1
	
	

	Environmental Adaptation
	5.73
	.55
	-23 (*)
	-.09
	.49 (**)
	1
	

	Customer Satisfaction
	3.81
	.43
	-.28 (**)
	-.04
	.34(**)
	.35 (**)
	1




* Bidirectional correlation at a significance level of 0.05; ** Bidirectional correlation at a significance level of 0.01

Tests conducted on differences between the manager population and the team member population did not demonstrate significant differences between them, except with regards to the matter of anxious attachment. A comparison of anxious attachment scores of managers and team members demonstrated that managers’ anxiousness scores were significantly lower than those of the team members: X̅ (managers’ anxiousness) = 2.79 X̅ (team members’ anxiousness) = 3.12. (T (375) = 2.8, p <0.01).
Manager's Attachment Style and Customers Satisfaction
Multiple regression analysis was performed to examine the link between managers’ attachment styles and customer satisfaction. In this analysis the scores for managers’ avoidance and anxiety were presented as predictors in order to check their contribution to customer satisfaction as reported by customers. For customer satisfaction the regression demonstrated a significant overall contribution, F (2, 89) = 17.11, p <.01, R² = .28. Only avoidance in a manager’s engagement significantly contributed to customer satisfaction, β = -. 39, p <.01. Anxiousness in a manager’s attachment did not contribute significantly to customer satisfaction, β = -. 09. In other words, avoidance in a manager’s attachment was negatively related to satisfaction of the team’s customers. There was no association between anxiousness in a manager’s attachment and the satisfaction of the team’s customers. These results are partially consistent with hypothesis 1.
Organizational Culture and Customer Satisfaction
In order to examine the relationship between organizational culture and customer satisfaction, a multiple regression analysis was performed. In this analysis scores for internal integration and environmental adaptation in the team’s organizational culture were presented as predictors examining their impact on the satisfaction of the team’s customers as reported by the customers. As for customer satisfaction the regression showed a significant overall contribution F (2, 89) = 21.67, p <.01, R² = .33. Both internal integration and environmental adaptation contributed significantly to customer satisfaction, with β = 0.34, p <.01 for internal integration, and β = 0.32, p <.01 for environmental adaptation. In other words, internal integration and environmental adaptation in the organizational culture of the team is positively related to satisfaction of the team’s customers. These results are consistent with hypotheses 2 and 3.
Manager’s Attachment Style and Organizational Culture
To examine the relationship between managers’ attachment styles and the organizational culture among their staff, multiple regression analyses were performed. In these analyses managers’ scores for avoidance in attachment and anxiousness in attachment were presented as predictors to examine their contribution to internal integration and environmental adaptation in the team’s organizational culture. For internal integration in the organizational culture the regression showed a significant overall contribution F (2, 89) = 12.41, p <.01, R² = .22. Only avoidance in the manager’s attachment significantly contributed to internal integration, β = -. 42, p <.01. Anxiousness in the manager’s attachment did not contributed significantly to internal integration, β = -. 04. For environmental adaptation the regression indicated a general significant contribution F (2, 89) = 7.76, p <.01, R² = .15. Only avoidance in the manager’s attachment significantly contributed to environmental adaptation, β = -. 31, p <.01. Anxiousness in the manager’s attachment style did not contribute significantly to environmental adaptation, β = -. 09. In other words, avoidance in the manager’s attachment is negatively related to internal integration and environmental adaptation in the team’s organizational culture. No link was found between anxiousness in the manager’s attachment and organizational culture. These results are partially consistent with hypothesis 4.

The Mediating Role of Organizational Culture
To examine the role of organizational culture as a mediator in the the relationship between the manager’s attachment style and the satisfaction of the team’s customers, we examined - as recommended by Baron and Kenny (1986) - whether the link between the manager’s avoidance and the satisfaction of the team’s customers is reduced statistically when controlling for internal integration and environmental adaptation in the team. Because anxiousness in the manager’s attachment was not significantly related to satisfaction among the team’s customers we removed it from the analysis of the mediation. Accordingly, we conducted another multiple regression analysis, which examined the contribution of the manager’s avoidance to customer satisfaction, but we also added internal integration and environmental adaptation in the team’s organizational culture as additional predictors of the satisfaction of the team’s customers. The results showed that internal integration and environmental adaptation in the team’s organizational culture partially mediated the relationship between the manager’s avoidance and the satisfaction of the team’s customers. Thus, the relationship between the manager’s avoidance and the satisfaction of the team’s customers, β = -. 39, weakened, β = -. 26, when the internal integration and environmental adaptation in the organizational culture were statistically controlled for. A Sobel test (Sobel, 1987) carried out to examine the mediation effect of the organizational culture, demonstrated that this difference in regression coefficients is significant, z = 2.28, p <.05. These results are consistent with hypothesis 5, and indicate the mediation of the relationship between the team manager’s avoidance and the satisfaction of the team’s customers by internal integration and environmental adaptation in the organizational culture of the team. Please note, however, that even after controlling for organizational culture there still exists a connection between the manager’s avoidance and customer satisfaction, albeit a weaker one (P <0.05).
In conclusion, the team manager’s avoidance predicted the satisfaction of the team’s customers and the organizational culture of the team. The team’s organizational culture predicted the level of satisfaction among the team’s customers, and acted as a changing mediator between the manager’s avoidance and customer satisfaction.
Discussion
The current study contributes important insight as to the role played by a manager’s attachment style in providing psychological safety as the basis for creating an organizational culture that is beneficial for members of the organization and its customers. The study examined the relationship between the manager’s attachment style, organizational culture and customer satisfaction. The results demonstrate that there is a link between the manager’s attachment style and the satisfaction of their team’s customers. Thus, avoidance in the manager’s attachment style has been found to be associated with lower satisfaction levels among the team’s customers. In addition, the study demonstrated that the contents of the organizational culture, as perceived by the team members, are also affected by the attachment style of the team’s manager. The results show that there is a relationship between a manager’s avoidant attachment style to the team’s perception of the organizational culture as characterized by lesser internal integration and environmental adaptation. Thus, the organizational culture among teams led by managers with an avoidant attachment style was found to be less characterized by thoughts, feelings and behaviors of respect for the capabilities of team members, team members’ expressions of interest in each other, acceptance of team members, and placing trust in them. The organizational culture of the teams led by managers with an avoidant attachment style was also less characterized by thoughts, feelings and behaviors of attention to customers and competitors, as well as a lower tendency to take risks, a negative attitude to change and a lesser readiness to change along with changes in the environment. To measure internal integration and environmental adaptation in organizational culture, a corporate culture questionnaire was composed for this study. The questionnaire was found to have good validity and reliability, and facilitated explicitly measuring the factors of internal integration and environmental adaptation in organizational culture.
Theory and research identify organizational culture has having impact on organizational performance (Chatman, Caldwell, O'Reilly, & Doerr, 2014; Denison, 1997; Kotter & Heskett, 1992). This effect was also found in this study, which demonstrated that greater environmental adaptation and internal integration in the organizational culture are connected to a higher level of satisfaction among the team’s customers, as indicated in the customer satisfaction surveys. Little research examined the relationship between organizational culture and organizational performance as reported by external sources, rather than by self-reports by the participants themselves (Denison, Nieminen, & Kotrba, 2014). The current study addresses this limitation by varying the sources from which the data was obtained: managers reported their attachment style, team members reported on organizational culture, and customers reported their satisfaction levels with the performance of the team.
I demonstrated that the relationship between the manager’s attachment style and customer satisfaction is mediated at least in part by the organizational culture. The results may suggest that one of the elementary assumptions in organizational culture deals with safety. Accordingly, the study suggests that a manager with an avoidant attachment style affects the creation of an organizational culture that has at its base an assumption containing less safety. Team members who share this assumption are less tolerant towards each other, less responsive to the environment, including customers, are less likely to make changes in work processes, services and their products as result of feedback from customers and the environment, trust other people less, including customers. As a result, the organization's ability to adapt to changes in its environment, to adapt to changing demands and compete, lessens. One manifestation of this is that customer satisfaction is lower.
This study found that organizational culture does not mediate the entire link between the manager’s attachment style and customer satisfaction, and that part of the link is direct. A director with an avoidant attachment style is less attentive to the needs of their subordinates, is less responsive towards them as well as less supportive of them (Keller, & Cacioppe, 2001; Ronen & Mikulincer, 2012). This may affect the team members’ success in dealing effectively with the difficulties that arise in their work, their success withstanding the pressure involved in delivering software products on time and at a high enough standard, and simultaneously serving customers and responding to their needs. This difficulty manifests in low satisfaction rates among customers.
The ability to provide safety for team members is therefore an important quality of the manager. According to Bowlby (1988, p. 62) "All of us, from the cradle to the grave, are happiest when life is organized as a series of excursions, long or short, from the secure base provided by our attachment figures". The current study on manager attachment styles and organizational culture suggests that as Bowlby maintains, not just children need assurance that parents can provide for them, but adults who spend many hours in organizations also need managers who will be for them a secure base for their daily journeys.
Contrary to my hypotheses, managers’ anxious attachment was not found to be linked to customer satisfaction or organizational culture. On a theoretical level, managers with an anxious attachment style may support and care for their subordinates inconsistently. Thus a managerial presence as a secure base may not be completely missing in their relationships with their subordinates, and this minimizes the impact the manager's anxious attachment style has on internal integration and environmental adaptation in the organizational culture and customer satisfaction. On the research level, in this sample executives were less anxious in their attachment than the subordinates. This may indicate that among the tested population of managers - managers of software development teams in tech - there is bias in favor of avoidant managers. This bias may be due to self-selection, which means that it is possible that people with highly anxious attachment may be less likely to go to management positions because of the anxiety involved, or because of a preference to select avoidant people over anxious people for management positions. An indication for this preference for avoidant people was demonstrated, as mentioned above, when during military training avoidant people were peer-rated as preferable to anxious people (Mikulincer & Florian, 1995). In any case, further research is needed to understand the relationship between managers’ anxious attachment and the performance of their subordinates.
I believe the findings may help managers, those involved in human resource management and organizational consultants in several respects. First, during the selection process for managerial positions, attention to the attachment and interpersonal abilities of the potential candidate may help in selecting candidates with secure patterns. Selection of candidates with a secure attachment style may help boost the managerial and organizational effectiveness and at the same time contribute to employee welfare. Second, the findings may help in the training process of managers. Studies done on intervention programs among parents indicated that it is possible to help parents who do not have secure attachment to behave with their children in a similar manner to those of a more secure attachment (e.g. Review in IJzendoorn, Juffer, & Duyvesteyn, 1995, and Marvin, Cooper, Hoffman, & Powell, 2002). These interventions contributed to behavioral changes towards the children and thus aided the emergence of relatively secure patterns among the children. Similar training processes may be developed for managers with avoidant or anxious patterns for work with their subordinates. These processes can be focused on behavioral aspects that may produce a secure base for the employees to work effectively, and also help managers to experience a sense of security in a learning group, an experience that they can translate to work with their teams. Third, this study demonstrates the centrality of organizational culture and its impact on organizational performance. Therefore, it seems that focus on the management of organizational culture as part of the management processes may yield significant results, especially in times of transition. Understanding the importance of safety in shaping organizational culture may help in intervention processes aimed at improving organizational and employee performance and to effectively cope with changes such as mergers and acquisitions. Fourth and last, customer satisfaction was taken in this study as an indicator of the quality of the team’s performance. Retention of existing customers and their recommendations of the organization has a direct impact on financial performance. Therefore, this study contributes to the understanding of what produces high customer satisfaction and how to retain customers and generate customer loyalty over time.
The findings expand on previous studies in several ways. First, to my knowledge this is the first study that examines the impact of a manager’s attachment style on organizational culture and customer satisfaction, and the study demonstrates the existence of this link. The current study adds to existing knowledge that psychological safety is a need that is active even in an organizational managerial context, and that the manager’s ability to provide it impacts the creation of an effective organizational culture and organizational performance. This could contribute to a better understanding of the processes of leadership, and the role of leaders’ interpersonal and emotional ability. This study contributes theoretically and methodologically to understanding the contents of organizational culture. Unlike the approach that there are different types of organizational cultures (for example, Cameron & Quinn, 1999), this study suggests dimensions found in all organizational cultures but that manifest in varying intensity. The present study empirically validates the presence of environmental adaptation and internal integration as generic elements of organizational culture, and helps to compare different organizational cultures using similar metrics (Sackmann, 2011).
A possible alternative explanation of the findings can be found in the literature on emotional contagion, i.e. a process that allows the transfer of emotions from one person to others by imitating the behavior of others, their facial expressions, voices, body language and gestures (Barsade & Gibson, 2007). Research shows that emotional contagion works also at a group level (e.g. Collins, Jordan, Lawrence, & Troth, 2016). People with insecure attachment styles are more likely to feel hostility, negative emotions in situations of conflict, depression and anxiety and have greater access to these emotions (see, for example, Mikulincer, 1998; Mikulincer & Orbach, 1995). It is possible that the many expressions of negative emotions on the part of managers with insecure attachment styles brings their team members to catch the negative emotions (Sy, Cote, & Saavedra, 2005), which lowers customer satisfaction. More research is needed to understand the relationship between the attachment approach and the emotional contagion approach in the understanding of management and organizational processes.
The current study has several limitations. A methodological limitation concerns the collection of data using self-report questionnaires, which could affect the validity of the data, that is, to what extent does it reflect the phenomenon being studied and to what degree are the results not skewed by a subject’s tendency to fill all the questionnaires uniformly (Spector, 1994). In the present study, we tried to deal with these constraints in several ways. First, we collected the data from various sources. The attachment questionnaires ("Experiences in Close Relationship Questionnaire") were completed by the team managers, while the organizational culture questionnaires were completed by the team members, and the customer satisfaction survey was completed by the customers. Second, the theoretical structure of organizational culture is that of a group. Thus, the resulting score for each team was the average of the scores for each respondent in the team. Using a number of evaluations in this way can also help neutralize the impact of personal tendencies and validate the measurement. Another limitation stems from a cross-sectional design examination of the variables. This procedure may impose restrictions on our ability to infer cause and effect from the relationships that have been identified. Although in principle, the effect may be the opposite of what we have defined - namely managers with specific attachment styles arriving to a team with a compatible organizational culture - it is unlikely that the team’s performance should affect the manager’s attachment style. The subjects in this study were members of development teams in tech companies, and it is possible that in other organizations, as well in different industries, the findings would have been different. These characteristics of the sample population may hurt the external validity of this study. In further research, organizations of a different type should be investigated.
Future studies may focus on a number of areas. In view of the finding that a manager’s attachment style impacts the organizational culture, it would be interesting to examine other organizational phenomena that may be affected by the manager’s attachment style, such as decision-making processes in the organization or in the organizational unit, the organizational structure, reward systems, employee motivation and more. It would be interesting as well to examine the managerial behaviors that generate confidence among subordinates. Another area to be expanded on is the field of organizational culture, which in this study was examined in the homogeneous population of tech development teams. In future research it should be investigated whether there are differences in the intensity of internal integration and environmental adaptation in organizations of a different kind - for instance, healthcare and welfare organizations - and how these differences relate to performance.
In conclusion, this study forges a unique connection between attachment theory and organizational theory, and demonstrates how attachment affects organizational culture and performance. The study establishes the important role of the manager's ability to evoke psychological safety as a significant factor in improving organizational performance, and the sense of psychological safety as a cornerstone in creating effective organizational culture.
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