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LINE-OF-SIGHTSM VALIDITY OVERVIEW
Need for Alignment
After collecting data from hundreds of employees across industries and job levels with the Line-ofSightSM assessment (LOS), it became clear that there is a strong need for increased alignment in
organizations. When considering all of the items that contribute to the effective execution of
strategy, more than half of the employees in the study reported the need for increased alignment
on any given item. In other words, alignment is not the norm in organizations today, as can be
seen in the �igure below:

Average Responses Across all LOS Items

ALIGNED
46%

Business Outcomes Associated
with Each Response Category

MISALIGNED
OR UNSURE
19%

SOMEWHAT
ALIGNED
35%

When asked, a majority of employees cite
the need for increased understanding
and alignment across the �ive Keys to
Strategy Execution.

Line-of-SightSM

Responses are from nation-wide sample across industries,
job types, and job levels
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LINE-OF-SIGHTSM VALIDITY OVERVIEW
Validity Overview
To evaluate the psychometric proper�es of the Line-of-SightSM(LOS) assessment, we conducted a
rigorous analysis of its reliability and validity. The table below describes the main ques�ons that need
to be answered and the speciﬁc analyses that are used to establish reliability and validity. Results from
each analysis applied to the LOS are also provided.

QUESTION ANALYSIS
Reliability Internal consistency: The notion that items within
How consistent
are the items
in a measure?

Construct
Validity
How well do
items/
dimensions
measure what
they are
supposed to
measure?

Criterion
Validity
Is a measure
related to
important
outcomes?

each KSE should be similar to the extent that they
measure various aspects of the same construct.

RESULT*



Indicator multicollinearity: If items are too similar, it
would mean that some were redundant and not
contributing uniquely to each KSE.



Construct-level validity: If there are multiple
dimensions (KSEs) that are used to measure a higherorder construct (Overall LOS), than each KSE should
contribute uniquely to Overall LOS.



Concurrent validity: Assessments that are used in
organizational settings should show signi�icant
relationships with organizational outcomes. This
means that there should be signi�icant relationships
between both (a) individual KSEs and (b) Overall LOS
and valuable/relevant indicators of organizational
effectiveness (measured concurrently with LOS).



Item-level validity: The extent to which each item
contributes to the overall KSE – items that do not
contribute may not be relevant to measuring their
construct.



Convergent validity: Measures should show
signi�icant relationships with other measures that
purport to assess similar things.



* Detailed results of each assessment can be found in the
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LINE-OF-SIGHTSM VALIDITY OVERVIEW
Key Findings
Overall the LOS displayed strong reliability and validity. Below we highlight key results from the
validity study.
A. Strong Reliability

As the table here shows, all �ive
Keys to Strategy Execution
(KSE) displayed reliabilities of
.80 or greater. This indicates
strong reliability and is even onpar with the rigor required for
employee selection
assessments. Also, indicator
multicollinearity was low
enough to suggest that none of
the items used to measure each
KSE were redundant.
B. Alignment Matters: Links between LOS and Positive Outcomes
The LOS assessment shows clear and consistent relationships with desirable organizational
outcomes. In other words, the unique blend of items in the LOS that are rated using the CBM
method show strong relationships with external factors. We included several measures in the
study to assess links between LOS and external factors that matter to C-Suite executives (e.g.,
ability to innovate, leadership effectiveness), sales and marketing (e.g., quality of products and
services), and HR (e.g., employee satisfaction, turnover intention).

Results from this analysis provide support for the concurrent validity of the LOS with
organizational criterion. Both overall alignment and individual KSEs displayed signi�icant positive
relationships with a number of external factors. In other words, by focusing their attention on
improving alignment, organizations can expect to see positive gains in other areas such as
perceived leadership effectiveness, quality of products or services, support for innovation, and
even employee satisfaction and turnover.
Results are broken out below into two categories:

1. Relationships between overall alignment and external factors
2. Relationships between individual KSEs and external factors

Line-of-SightSM
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LINE-OF-SIGHTSM VALIDITY OVERVIEW
1. Overall alignment—External factors: In this study we assessed whether overall alignment
(measured as the organization’s total alignment across all �ive KSEs) could predict external
indicators of organizational effectiveness. We collected data from 175 full-time workers
(including senior leaders, managers, supervisors, and staff) from across the US. During the study
we �irst asked participants to complete the LOS and then asked them to assess their organization
(concurrently) across several areas, including:
•
•
•
•
•

Innovativeness of their organization
Quality of products and services
Job Satisfaction
Satisfaction with Organization
Turnover Intention

•
•
•
•
•

Leadership Effectiveness
Overall Strategic Understanding
Effective Use of Metrics
Supportive Structure
Effective Use of Human Capital

We then used structural equation modeling to calculate the strength of the relationships between
overall alignment and each factor above. The strength of these relationships are presented using
percentage of predictive power.

To understand what this value is, imagine that we were trying to �igure out what makes people
quit their job. If we put all the reasons for turnover together they would form a single pie, with
each piece being a different contributing factor (e.g., one piece might be dif�icult supervisor,
another might be low pay, or lack of developmental opportunities, etc.). In this analysis, the
percentages would represent the size of each piece of the pie in predicting our outcome. For
example, if “lack of developmental opportunities” had a 50% value, then our study would have
found that it accounts for half of the prediction of employee turnover.

The graph below shows the percent that overall alignment has in predicting the constructs listed
above.

Line-of-SightSM
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LINE-OF-SIGHTSM VALIDITY OVERVIEW
2. Keys to Strategy Execution—External factors: In the second study we looked at the
relationships between each of the �ive KSEs and the following external factors:
•
•
•

Innovativeness of their organization
Quality of products and services
Job Satisfaction

•
•

Satisfaction with Organization
Turnover Intention

While the previous test looked at the impact of overall alignment, this one looked at the
relationships between each KSE (Strategic Understanding, Leadership, Human Capital, Activities &
Structure, and Balanced Metrics) and various factors. The results are illustrated in the graphs
below and suggest that different KSEs should promote different outcomes. Some KSEs correlate
with organization-related factors like quality of products/services while others correlate with
employee-related factors like job satisfaction. This can be particularly important when helping
clients prioritize the areas of focus based on (a) their results from the LOS and (b) desired
outcomes (e.g., more innovation, less turnover).
The tables below show the correlation between KSEs and outcomes. Correlation values range
from 0 to 1, with higher values indicating stronger relationships. As a rule of thumb, the values
below indicate weak, moderate, and strong relationships:
.10 = Weak relationship
.30 = Moderate relationship
.50 = Strong relationship
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Summary
In conclusion, we found that alignment is not the norm among organizations: more than half of
the diverse sample of employees in the study reported an overall need for increased alignment on
any given item. Results from a comprehensive study provide evidence in support of the reliability
and validity of the LOS. These results indicate that the LOS can provide organizations with an
accurate and precise measure of their organization’s current alignment across �ive dimensions, or
KSEs. Furthermore, alignment (as measured using overall LOS and individual KSEs) matters. We
found that both overall LOS and alignment within each KSE is signi�icantly related to a number of
external factors that are important for organizational effectiveness.
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