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[bookmark: _Toc27308520][bookmark: _Toc28794016]Literature Review
[bookmark: _Toc27308521][bookmark: _Toc28794017]1.1 Triarchic Theory of Human Intelligence
Several theoretical views have been presented by many researchers around the globe to underpin the phenomenon of culturally tailored human intelligence and its relative impact on performance. However, Triarchic Theory of Human Intelligence encompasses explanation of all the related variables of the study. The theory was articulated by Robert J. Sternberg, supports the study and will help to understand the relationship between variables.
Sternberg terms human intelligence as “a cognitive ability that is focused towards purposive adaptation to, selection and modeling of, real-world environments relevant to a person’s life” (Sternberg, 1985). The theory illustrates how soundly human beings handle changes in their environmental settings throughout life experiences. Sternberg’s theory of human intelligence encompasses three sub theories, hence called triarchic theory of human intelligence. Triarchic theory of human intelligence is partly universal and partly relative in nature. Some components of the theory are objective in every cultural and behavioral aspect while some components are relative to the individual and kind of culture that particular behavior is being exhibited (Conway & Kovacs, 2015).
[bookmark: _Toc27308522][bookmark: _Toc28794018]1.1.1 Triarchic theory of Human Intelligence and cultural intelligence
The association of human intelligence to external world of individual is explained by contextual (practical) sub theory; it considers the queries of what sort of behaviors are intelligent for whom and of where it is intelligent to exhibit such behaviors. In present study this part of theory relates to project manager’s cultural intelligence as he interacts with external world of cultural diversity and seek appropriate behaviors to interact with diverse workforce. Earley and Ang (2003, p 9), defined cultural intelligence in their book Cultural Intelligence: Individual Interactions across Cultures, as “a person’s capability for successful adaptation to new cultural settings, that is, for unfamiliar settings attributable to cultural context”.
The contextual sub theory lay down the potential set of contents for behaviors that can be considered as intelligent. The sub theory also takes into account the fact that different cultures view different behaviors differently. A behavior which is appropriate in one culture might not be appropriate in another culture. This is where cultural intelligence of an individual plays role in understanding contextual behaviors of other individuals. Cultural context in which individuals as work groups’ value diversity is referred to as intercultural group climate, employees feel more indulged in organization when diversity is valued principle and identify with diverse work groups when diversity is perceived as an important part of firm’s value structure (Harquail & Cox 1993).

[bookmark: _Toc27308523][bookmark: _Toc28794019]1.1.2 Triarchic Theory of Human Intelligence and Conflict Management
The connection of human intelligence to both the internal and external worlds of the individual is explained by experiential (creative) sub theory; it takes into account the question of when a particular behavior is intelligent. This sub theory stipulates the relation between intelligence as revealed on a task or in a state of affairs, on the other hand and level of familiarity with that particular task or a given state of affairs, on the other. Father of modern conflict theory C. Wright Mills defines that individual and resources becomes the source of conflict (Knapp, 1994). Individual traits can be defined as interpersonal relationships, expressions of emotions of any individual whereas dissemination of resources defines a power of individual (Knapp, 1994).
[bookmark: _Toc27308524][bookmark: _Toc28794020]1.1.3 Triarchic Theory of Human Intelligence and Managerial Ambidexterity
The experiential (creative) sub theory relates to both exploratory and exploitative component of managerial ambidexterity. Ambidexterity, as a concept on individual level, is considered person’s capability to be equally skilled with the use of both right and left hands. As a concept on organizational level, ambidexterity is defined as organization’s capability to pursue two different things equally well (Raisch & Birkinshaw, 2008). The experiential sub theory considers intelligence as an evolving system. Experience is considered linking bridge between individual’s internal and external worlds of intelligence. The sub theory considers intelligence as evolving system because experience allows intelligent adaptation by configuring information from individual’s internal and external worlds of intelligence.
The connection of human intelligence to the internal world of the individual is explained by componential (analytical) sub theory; it considers the question of how intelligent behavior is formulated within human brain. In specific, the sub theory lay down the prospective set of mental mechanisms that bring about intelligent behavior, irrespective of the specific behavioral interactions. This part of the theory relates to internal mental mechanisms of culturally diverse workforce. The three sub theories, taken together, can be used to understand individual differences, or who is intelligent. The analytical sub theory explains internal processes that occur when behavioral responses, to a particular situation, are generated.
The theory proposed in this study can be viewed holistically to analyze how different aspects of intelligence work together as a system. Interaction between intelligence and the internal world relates to meta-cognitive components of brain activity, performance components and knowledge acquisition components. Interaction between intelligence and experience relates to cognitive capability of dealing with novelty and capability to mechanize information processing. Interaction between intelligence and external world relates to components of adaptation, shaping and selection. Adaption, shaping and selection are considered instrumental factors in determining human intelligence while its interaction with the external world.
[bookmark: _Toc9372466][bookmark: _Toc27308525][bookmark: _Toc28794021]1.2 Cultural Intelligence and intercultural group climate
Kroeber & Kluckhohn (1952) & Markus & Kitayama (1991) explained the part of human intelligence that deals interaction with the external world allow individuals to adapt adequately with cultural aspects that are new to his/her conscious and this particular procedure is exhibited through three facets including cognitive, motivational and behavioral elements. The cognitive or meta-cognitive facet takes into account individual’s personality and his perception regarding self and society, which is referred to as self-concept. Individual’s self-concepts functions mostly on the basis of his social interaction and position being held in society (Anicha, Ode, Moeller & Robinson, 2012). Meta-cognitive component is an explanatory phenomenon that mediates the relationship between important processes of intra and inter-personal in nature. Meta-cognitive element involves knowledge domains entailing perception an individual holds regarding other individuals as thinking entities, kind of information being acquired by human brain and strategies being implemented to attain required goals and results (Earley, Murnieks & Mosakowski, 2007).
Motivational dimension of cultural intelligence takes into account person’s intrinsic motivation to utilize intelligence to produce appropriate responses. Motivational facet requires individual to use knowledge and intelligence to create responses in the environment which are culturally appropriate and approved (Chen, Kirkman, Kim, Farh, C.I. & Tangriala, 2010). The behavioral aspect of cultural intelligence entails kinds of behaviors person indulges in exhibiting cultural responses (Black, Mendenhall & Oddou, 1991). The facet suggests that adaptation not only involves decisions regarding what and how to do (cognitive facet) or where to direct motivation to (motivational facet) but also what behaviors are appropriate with what amount of motivation in any given circumstances (Lievens, Harris, Van Keer & Bisqueret, 2003).
Schmidt & Hunter (2000), Ng & Earley (2006), Crowne (2013), Eken, Ozturgut & Craven (2014), Engle & Crowne (2014) explained that behavioral aspect of cultural intelligence along with cognitive and motivational facets constitutes total of person’s cultural intelligence. They argued that cultural intelligence when exhibited in its fullest meanings not only requires acquiring and adapting behaviors in new cultural settings but also determination to improve acquired behaviors.
Well understanding of surrounding is mandatory, leader’s and teams who are well aware and keeps better understanding about their surroundings and environment knows exactly the kind of behavior it requires and they calculate their responses and actions much more efficiently which leads to their higher performances. Chang, Yuan & Chuang (2013), Nahod & Radujkovic (2013) mentioned in their studies that this sense can only be learned by experiencing the real culturally diverse environment.
Intercultural group climate is shaped by many situational factors, cultural values and individual perspectives. Decision making capabilities of the members of the workgroup are mostly shaped by the cultural backgrounds and individual perspectives leading to comprehensive knowledge and experience based decision making (Audretsch, Dohse & Niebuhr, 2010).
[bookmark: _Toc9372467]Research in the domain of cultural diversity suggests that organizations should inculcate diversity in the workgroups to enhance workgroup performance and organizational productivity (Damelang & Haas, 2012). Diversity inculcates typically demographic differences of sorts among the members of the workgroup. Intercultural group climate enhances innovative capabilities of individuals ultimately leading to creative problem solving and enhanced performance both on individual and organizational level. Cultural diversity breeds innovation and cause market share of an organization to grow (Ceschi, Dorofeeva & Sartori, 2014). Intercultural immigration and understanding of cross cultural environment has proven positive effects of job performance and outcomes of the tasks assigned (Ramalu, Rose, Uli & Kumar, 2012). Towards the dimension of leadership, if the leader is highly diverse in understanding of culture he is enough capable of enhancing the overall team and task performances (Beck, Gregory and Prifling, 2008).
[bookmark: _Toc27308526][bookmark: _Toc28794022]1.3 Cultural Intelligence and Conflict Management
For a leader to be successful in any contextual setting his knowledge about the cultural background of the workforce and ability to trigger innovation on any organizational level is a must (Chua, Roth & Lemoine, 2015) and for exhibiting it properly the environmental factors do play important part.
Higher understanding of cultural intelligence leads into higher internal satisfaction and motivation that encourages in adoption of high diversified culture; it motivates individual determination and performance towards his job and provides him ease in adopting intercultural climate workforce (Kodwani, 2012). Intercultural work teams and individual are equipped enough in catering conflicts and avoiding any misunderstanding in efficient way that not effect into their working environment and goals and they are always focused on increasing group performance and avoiding conflicts (Farah & Vuniqi, 2012) 
These intercultural immigrations where increased the opportunities at the same time it has created challenged environment where a person with efficiency and effectiveness can survive. Now businesses urged to penetrate into international market along with the domestic shares if they wanted to remain in business. Individuals and resources, in turn, are influenced by these structures and by the “unequal distribution of power and resources in the society” (Knapp, 1994). According to the pioneer of modern conflict theory C.Wright Mills, individual and resources are structural emergence of any conflict (Knapp, 1994). Interpersonal relationships, emotions and behavior explains individual traits whereas resources define the dissemination of powers or resources (Knapp, 1994). Many examinations have been conducted to decide the impact that perception, culture, expectations and emotions have upon conflict and conflict management. Many of the Chinese companies have started paying attention on their managers and leadership about multicultural team trainings and education while performing their operation in south Asian countries (Cooke FL 2014). Pakistan is stated as highly collectivist country (Bashir S, Nasir M 2013).
Language differences and broad cultural diversity were the common findings among the managers they were well aware and able enough to cater this diversity and successfully managed to create a well cultural awareness that leads to their effective communication and environment among the team members which lead to concluded positive results and outcomes of entire project (Joslin R, Muller R,2016).Both of the cultural diversity and communication barriers could be catered by effective social understanding and encouraging social settings in environment (Chipulu, et, al. 2014).
There are two reasons of conflicts evolution, internal and external causes (Fajana, 2000). Internal causes are inherited from inside of organization environment because they are present inside organization, among these the reason that raised conflict is difference of opinion or difference of interests. Whenever there is a difference of opinion or interest among the leaders and teams it arises conflicts. Another is power or authority that becomes a reason of conflict with in organization (Ajibade, 2004). Meanwhile external sources also become the reason of conflicts as they are present outside of organization’s wall but they do impact the leaders and their working teams. Conflicts are inescapable, but if they are treated wisely they can bring biggest problem out and leads everyone into constructive discussions that brings the best possible solutions to the conflicts.
Cultural intelligence helps in dealing with cultural diversity effectively ensuring accomplishments. The recent trend of globalization has made organizations to adopt cultural diversity in organizational culture to overcome shortages of local opportunities and enhancing their innovative bank, so it has become mandatory for managers to be able to configure efforts of culturally diverse teams towards creativity and innovation (Hong, 2013).
[bookmark: _Toc9372470][bookmark: _Toc27308527][bookmark: _Toc28794023]1.4 Conflict Management and Intercultural Group Climate 
There was a study conducted by (Alper, Tjosvold, S.Law 2000), in which they have concluded that if we adopt constructive approach with coordination towards conflict resolution it will leads towards the success not only towards conflict solution but also towards goals completions. Therefore, managers should have to play a parenting role for their team’s success. When individuals working together as a groups gets professionally mature and they develop the ability to discuss about opinions of conflicts and differences of thoughts in constructive way they ultimately get creativity in their thoughts, versatility in their techniques and success in their goals. Michael.R (1989) and Dean Tjosvold (2007) explained that professional maturity revolves around four components that are power and reliance, negotiating, instrumental and social-emotional aspects.
Moreover, the teams’ cooperation and mutual improvement in working environment has contributed in overall understanding and learning (Bartsch V, Ebers M, Maurer I, 2013). It was mandatory efforts from both sides of members to be flexible and open to discussions and friendships which became the reason of closeness among the team members that eliminated the risk of complication that arises while resolving the conflict among intercultural workmates (Valizade D, Ogbonnaya C, Tregaskis O, Forde C, 2016).
Conflicts are interconnected to individual life and organizational operations it solely depends upon the way conflicts are dealt. It’s a kind of continuous endowment from life, and varies form the situation they occur. The opinion about conflict management varies some hold a point of view the conflicts needs to be dodged at every cost. Where other holds opinion about managing when felt necessary.
Openness to discussion caused the members to come in close to each other encouraged exchange of ideas and opinions among the teams and created an joint effort environment to cope up with upcoming professional and cultural challenges coming ahead for the completion of their tasks and overall projects they engaged in  (Alfes K, Shantz AD, 2013) expressed that there were positive impact of some cultural ethics among the team members being an Islamic country majority of the members were Muslims, their Islamic work ethics and principles tone down in order to enhance work performance among teams(16). The phase that Chinese industrial and corporate sector has achieved there is no ambiguity saying that with in coming few years china will take a global takeover towards American economy, and many more mega projects China will soon implement in Pakistan in coming years in order to compete global world. (Xiao PC, Marion BE, Ting-Ju C, Jiing LF, Bore BC, 2014). As per the findings it could be concluded that participants from both countries they mutually work together in order to come out with a solution of a problem or any conflict that has been raised among them. (Zheng X, Yochanan A, 2015).
[bookmark: _Toc9372471][bookmark: _Toc27308528][bookmark: _Toc28794024]1.5 Mediating role of Conflict management between Cultural Intelligence and intercultural group climate 
Conflict management on international level requires managers to deal with cultural diversity and differences, for this manager need to effectively manage culturally diversified teams and keeping in view of recent trend of attaining competitive edge, also have to attain innovative capabilities to enhance group and organizational performance (Aytemiz Seymen, 2006). The link of cultural intelligence to enhance work group performance is mediated by manager’s ability of insight and cross cultural understanding. Cross Cultural understanding or knowledge entails ability to refine existing knowledge and to overcome existing knowledge deficiencies by creating new knowledge simultaneously, in case of contextual situation (Campanella, Del Giudice, Thrassou & Vrontis, 2016). Majority of the research literature is available emphasizing the role of conflict management on organizational level; very few studies are available on role Cultural intelligence with contents of intercultural work teams among China and Pakistan on managerial and social level. This study tries to fill the gap by focusing the role of conflict management on managerial and studying its mediating role between cultural intelligence and intercultural group climate. 
Brady & Davies (2004), Lenfle (2008) explained that conflict management inculcates conception of cultural intelligence through traditional and flexible model. Traditional model focuses on exploitative set of activities while flexible model focuses on exploratory as well as integration. Schaik and Burkart (2011), Rasheed F (2014), Woods (2016), Naeem S, Butt K & Khanzada B (2018) all have identified that if the team is culturally enriched and educated enough that they have broader information processing horizon, which will allow them to understand the importance of cultural diversity as a competitive edge to project success. Only then they will create opportunities by which they will understand and respect other’s cultures and traditions both socially and professionally.
According to Xianhai M (2013), Jeevan J & Sumeet K (2015) the conflicting ways in which intercultural groups among Pakistan and China work forces are working they does not have any similarity attraction among them by which people tend to prefer to work with each other, but if the cultural understanding of the managers are confirmed he will successfully able to develop professional similarity attraction among the subordinates of China and Pakistan which will motivate them to share their believes and social values among each other and in doing so they will develop an understanding behavior towards each other. And it’s all about the social intelligence of manger and individuals working together they affiliate each other as teams by which they will be able to create a strong working bond that will allow them to meet positively with any conflicts coming in their way to compromise their efficiency and will affect in fulfillment of projects.
[bookmark: _Toc9372472][bookmark: _Toc27308529][bookmark: _Toc28794025]1.6 Moderating role of Manager’s ambidexterity between Cultural Intelligence and Conflict Management 
The concept of ambidexterity was first coined by Robert Duncan (1976) in one of chapters of his book called the ambidextrous organization: Designing dual structures for innovation, while describing dual structures that organizations employ to manage activities that require different strategies and managerial abilities. The empirical research in the recent years on ambidexterity suggests that since the growing age of globalization and competitiveness, ambidexterity when implemented on intercultural managing work teams to resolve conflict management shown to be effective, for rapid change to be incorporated exploratory and exploitative change processes must be implemented simultaneously and completely (Schulze, Heinemann & Abedin, 2008). These two terms are defined by March (1993) when ambidextrous traits of culturally intelligent managers implemented conflict resolution shown miraculous results on the performance of intercultural work teams on the scale of requisite for exploitation and exploration, where scale of exploitation takes into account terms as choice, refinement, execution, implementation, selection, efficiency, production’, whereas scale of exploration takes into account terms as innovation, search, discovery, variation, flexibility, risk taking, play, experimentation.
Cohen, McClure & Yu (2007), Andriopoulos & Lewis (2009) and Lavie, Stettner & Tushman (2010) suggested that ambidexterity can be manifested at both organizational and individual level. At organizational level, exploration and exploitative change processes are handled by same or different business units depending on the type of ambidexterity being implemented.
At individual level, managers engage in exploratory and exploitative strategies to ensure ambidexterity. Some managers engage simultaneously while some implement exploratory and exploitative activities sequentially. The ambidextrous capability of a manager is contextual and varies across different organization types. Individual-level ambidexterity contributes towards overall ambidexterity of an organization along with other factors.
Swart, Turner, van Rossenberg & Kinnie (2016) and Chebbi, Yahiaoui, Vrontis & Thrassou (2017) explained that the concept of ambidexterity revolves around the main perspective of exploitation and exploration that organizations require in the current era of globalization to resolve conflicts. Exploration activities are linked with increasing variance accompanied with trial and error methods to enhance learning by doing processing capabilities, whereas, exploitation activities are linked with decreasing variance accompanied with standardization processes to enhance problem-solving capabilities.
Filippini, Guttel & Nosella (2012), Wan et al (2017) and Yu et al (2018) have examined ambidexterity from different perspectives. Their findings suggest that integration of cognitive and behavioral component with ambidexterity is strengthen within environments characterized by cultural dynamism and more often inculcate high levels of cultural intelligence. Therefore, organizations should inculcate cultural diversity in their core values as it enhances the element of innovation and creativity which pressing need of an hour (McCarthy & Gordon, 2011). Main theme of globalization is to entails ability to work with people. The ability to work with people from multiple cultural backgrounds like China Pakistan is considered one of the capabilities of successful managers and management with sound resolution of any conflict raised among them (Liu & Leitner, 2012).
Ambidexterity has recently become the focus of research in conflict management with respect to culturally diverse work teams (Turner, Maylor & Swart, 2015). It involves digging deep into existing knowledge and seeking new innovations to enhance the creativity and diversity (Eriksson, 2013). The ambidextrous capability of a manager is contextual and varies across different cultural work teams and culturally diversified organization types so as required different approach towards conflict management. Individual-level ambidexterity contributes towards overall conflict management of diversified team and accomplishment of an organization objectives and maintaining unity and cooperation in work teams along with other factor.
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Part 2. Discussion on “Breach of psychological contract, organizational cynicism and union commitment: A study of hospitality industry in Pakistan”
[bookmark: _Toc27308530][bookmark: _Toc28794026]Research Philosophy
Research philosophy is the external layer of research onion and therefore it is the first step to be clarified while conducting research. It is a belief about the ways that how data should be collected, analyzed and used. Saunders et al (2009) explained the research philosophies as follows:
· Positivism
· Interpretivism
· Pragmatism
· Realism
Positivism narrates the philosophical position of the researcher and involves working with an observable social reality to construct law like generalizations. Ontological stance of positivism is that there is one true reality. The epistemology of the positivist philosophy is that acceptable knowledge is that which can be observed and quantified and produce law like generalizations. Axiology is that researcher is neutral and independent of the research and they maintain objective stance. Research methods used in positivism is usually quantitative and the typical approach is deductive.
Interpretivisim states that humans are different from physical phenomenon as they generate meanings. Interpretivist ontology is that there are multiple meanings and realities. The epistemology focuses on perceptions and interpretations, new identifications and worldviews as contribution. This philosophy’s axiology is value-bound research and researchers are part of what is researched and keeps the subjective stance. Mostly qualitative methods of data analysis are used and inductive research approach is used.
Pragmatism emphasizes that concepts are only relevant when they support actions. The nature of reality is complex, rich and external. Epistemological stance focuses on problems, practices and knowledgeable future practice as contribution. Research originated and sustained by researcher’s doubts and beliefs. It uses mixed and multiple research methods and emphasize on practical solutions and conclusions.
Realism focuses on explaining what we see and experience in terms of fundamental structures of reality that shape the noticeable events. The nature of reality of this philosophy is stratified, the actual and real. The epistemological beliefs are that the facts are social constructions. Researcher tries to make sure that errors and biases are minimized and stays as objective as possible. Mostly mixed methods are used in realist philosophy.
The choice of research philosophies depends on the difference of assumptions made among them. Three type of research assumptions are designed to differentiate the research philosophies i.e. ontology, epistemology and axiology (Thuraya Al Riyami, 2015).
Ontology is basically the study of being and it deals with the nature of reality. It is a set of beliefs that how an individual interprets the fact. In the research paper under study the researcher took the objectivity as his ontological position. Research findings are clearly observable and quantifiable in the above discussed paper and are external to the researcher.
Epistemology refers to what a researcher thinks knowledge is and how they think that they and others develop, interpret, evaluate and justify knowledge (Hofer & Pintrich, 1997). In this paper the researcher conducted surveys and adopted 4 questionnaires from different researchers who conducted the related research in the field over the past few years. All the questions were measured on a five point Likert scale where 1 representing strongly disagree and 5 representing strongly agree.
Axiology incorporates questions how researcher with his own values and the values of the participant. In this research paper researcher followed ethical standards and confidentiality was ensured to the respondents.
Therefore, based on the above discussion we have identified that the research philosophy used in the research paper is positivism. Positivism is related to facts and figures collected through observations and the research findings are observable and quantifiable. The main objective of positivist research philosophy is that it focuses on discovery of facts and generation and/or testing of fundamental laws. Hypothesis testing is used in the study through the frequent use of large scale and quantitative methods. In this above mentioned study, three hypotheses were formulated and tested using quantitative tools of data collection and analysis.
[bookmark: _Toc27308531][bookmark: _Toc28794027]2.1 Research Ethics
[bookmark: _GoBack]Ethics deals with the dynamics of decision making regarding what is right and wrong. Research ethics provides guidelines for the responsible conduct of research. It ensures that a high ethical standard is followed while conducting research. Some of the key principles of ethics are: Be honest, stay objective, keep Integrity, be careful, openness, respecting intellectual property, confidentiality, responsible publication, responsible mentoring, respect your colleagues, social responsibility, non-discrimination, competence, legality, animal care, human subjects’ protection.
The ethical principles involve beneficence i.e. “be of benefit, do not harm”, respect for anonymity and confidentiality and respect for privacy (Georgia Fouka, Marianna, 2011).
In the study under discussion, ethical standards were followed by the researcher. In order to ensure confidentiality, the selected respondents were asked not to disclose their names or the names of their organizations on the questionnaires. The questionnaires were kept anonymous to get honest and true information from the respondents.
[bookmark: _Toc27308532][bookmark: _Toc28794028]2.2 Reliability in research
Reliability refers to the conformity of the result. it means that if the research is conducted twice or thrice, same results will be generated. It is important to remember that reliability cannot be measured, it is estimated. It is the degree to which result method produces stable and consistent results. Reliability measures consistency, precision, repeatability and trustworthiness of a research. (Chakrabartty, 2013)
Research reliability can be classified into four main categories, Test-retest reliability, Parallel forms reliability, Inter rater reliability, Internal consistency reliability.
Participant error is any factor that unfavorably changes the way in which a participant performs. For example, the time matters when you want to collect the data from the individuals. In this research respondents were given ample time to complete the questionnaires on their leisure of time.
Participant bias is any factor which forces to produce a wrong response. In the above discussed study the respondents were ensured that their responses will be confidential and they were not required to disclose their name/organization name.
Researcher error occurs when the researcher’s interpretation is altered due to any circumstances. Under discussed study used quantitative approach which uses a software to interpret the results for the researcher. Therefore, it can be assumed that researcher error was not occurred in the study.
Researcher bias is when the researcher manipulates the responses while recording. As the research was quantitative we can assume that objectivity was followed while recording the responses.
The p value is the level of marginal significance in a statistical hypothesis that represents the probability of occurrence of a given event. The p value in the research was less than 0.01 which shows that the null hypothesis in the study was rejected and that the significance level of the study is high. It can be inferred that if a similar study is conducted with same number of respondents and in the similar industry, similar results would be produced.
[bookmark: _Toc27308533][bookmark: _Toc28794029]2.3 Validity in research
Validity is an indication of how sound your research is. Validity means that collected data and findings are truly representing the phenomenon on which the research is based and researcher is claiming to measure. The word valid is derived from a Latin word validus, meaning strong. “Validity of a research instrument assesses the extent to which the instrument measures what it is designed to measure” (Robson, 2011).
Research validity can be termed as internal (credibility) and external (transferability) validity. Internal validity is related to match of findings with reality whereas external validity is related to replicated application of research to other environments.
Moreover, validity can be classified into following four types (Pallant, 2011):
· Face validity
· Construct validity
· Criterion related validity
· Content validity
The researcher used hypothesis testing in his research to construct the validity of the research. Hypothesis testing implied the deductive research approach which implies the quantitative methods. As the questionnaires and the scores from these questions in the research paper clearly represent the domain of the concept being measured, the content validity of the research can be considered as high. The research findings were not based on overall hospitality sector, so it cannot be considered valid in context of criterion related validity. Any future research on the same issue can change the results if the respondents of the selected industry are being changed. The sample in this study constitutes 90% males and 10% females. The ratio of females in sample is low because of the cultural norms of the country. The findings cannot be considered externally valid as if the same research is conducted in another country with different ratio of male and females the results would be different.
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