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Future organizational identification: Visionary leadership gives me foresight to identify 

with my organization in the future 

 

Abstract  

This research introduces the concept of future organizational identification (FOI), an 

extension of organizational identification (OI) that emphasizes its forward-looking aspect. 

FOI refers to an individual’s projection of their self-definition based on the continuity of their 

organizational membership. Drawing on construal level theory (CLT) and a future-oriented 

approach, this research investigates how visionary leadership, which offers vision 

communication and vision of continuity, may enhance followers’ FOI through future focus. 

Study 1, comprising Studies 1a and 1b, validates the measurement of FOI in workplace 

contexts. With a three-wave, time-lagged investigation, Study 2 demonstrates that leaders’ 

vision communication fosters followers’ FOI by promoting future focus, and vision of 

continuity positively moderates this mediation effect. These findings advance literature on 

organizational identification, visionary leadership, and CLT. We conclude by discussing the 

theoretical and practical implications of our findings and proposing directions for future 

research. 

Keywords: future organizational identification; construal level theory; vision 

communication; vision of continuity; future focus 
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1. Introduction 

In organizational settings, organizational identification (OI)— “a specific form of 

social identification where the individual defines him or herself in terms of their membership 

in a particular organization” Mael and Ashforth (1992, p. 105)—is fundamental to how 

members define themselves (Ashforth et al., 2008; Cooper & Thatcher, 2010). It offers a 

sense of belonging that shapes members’ individual self-concept, with influences on their 

organizational attitudes, motivations, and behaviors (Ashforth et al., 2008). Various research 

into existing OI reflects members’ sense of identification at the present moment, an emphasis 

that tends to limit understanding of how employees might envision their future relationship 

with the organization. Yet people do not perceive themselves solely according to their current 

circumstances; they also consider their aspirations, expectations, and potential evolution in 

the future (Markus & Nurius, 1986), as crucial aspects of their self-representations. As Van 

Knippenberg et al. (2004, p. 828) put it, “there is a future-oriented aspect to self-conception,” 

such that the self is not confined to the present but rather extends into anticipated futures.  

In organizational contexts, employees can imagine their future in various ways, such 

as anticipating the realization of their personal aspirations and hopes (Strauss et al., 2012) or 

cultivating relationships (Morandin et al., 2021). Such future-oriented aspects can motivate 

employees. Envisioning future achievements of personal aspirations can drive proactive 

career behaviors; imagining future social relationships can enhance social adjustment 

(Morandin et al., 2021; Strauss et al., 2012). Therefore, we consider it relevant to address the 

future when seeking to understand how employees develop a sense of identification with their 

organizations. Recognizing this gap in the existing OI literature, our study proposes a future-

oriented perspective of OI—what we term future organizational identification (FOI). 

We pursue three main research objectives to address this gap. First, people strive to 

integrate their current and future selves (Hershfield, 2011; Sedikides et al., 2023), such that 



FUTURE ORGANIZATIONAL IDENTIFICATION AND VISIONARY LEADERSHIP  3 

 
 

they likely use their present organizational membership as a foundation for developing their 

future OI, which prompts us to propose extending the concept of OI to FOI. Building on 

foundational work by Mael and Ashforth (1992), we define FOI as a forward-looking 

extension of OI, characterized by individual projections of self-definitions, based on the 

perceived continuity of their organizational membership. 

Second, to provide a comprehensive view of FOI, we explore which factors might 

facilitate it in workplaces. To clarify this forward-looking aspect of OI, we examine both (1) 

whether an employee’s future time perspective—such as future focus (Kooij et al., 2018; 

Levasseur et al., 2020; Shipp et al., 2009; Zhang et al., 2016)—enables FOI development and 

(2) which organizational factors might foster such a future-oriented mindset. In particular, we 

leverage construal level theory (CLT) to predict that visionary leadership, manifested as 

vision communication, might promote FOI by enhancing employees’ future focus. If leaders’ 

vision communication, as a high-level construal construct (Berson & Halevy, 2014), can 

encourage followers to adopt a future-focused perspective, it may effectively foster FOI.  

Third, the effectiveness of vision communication depends on whether it conveys a 

sense of continuity to followers, such that it offers a vision of continuity (Venus et al., 

2019b). Therefore, we test for potential moderating roles of vision of continuity, which 

represents the specific “content” of leaders’ vision (Stam et al., 2014). We anticipate that 

vision of continuity positively moderates the indirect effect of vision communication on FOI, 

through future focus. Figure 1 contains the conceptual model illustrating these relationships. 

-- Figure 1 about here -- 

This study makes four key contributions to literature. First, inspired by research on 

future-oriented self-definitions in the workplace (Morandin et al., 2021; Strauss et al., 2012; 

van Knippenberg et al., 2004) and people’s preference to maintain continuity between their 

present and future states (Hershfield, 2011; Sedikides et al., 2023), we extend the concept of 
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OI by introducing its forward-looking aspect—FOI. In so doing, we seek to shift the 

scholarly focus from static, present-centered studies of OI to a future-oriented perspective 

that can establish a more comprehensive description of how employees perceive their 

belonging and membership, not just at a fixed moment in time but as a continual projection of 

their organizational membership.  

Second, with this pioneering effort to apply CLT to understand how visionary 

leadership can shape followers’ future time perspective, we clarify how vision 

communication, as a high-level construal (Berson & Halevy, 2014), promotes future-focused 

thinking among followers and thereby fosters FOI. Previous research that employes CLT in 

leadership studies mainly addresses leaders’ construal level and future time perspective as 

antecedents of vision-based leadership (e.g., Venus et al., 2019a; Zhang et al., 2014). As an 

extension, we reveal how visionary leadership shapes followers’ outlooks and specify 

mechanisms leaders can use to inspire followers to envision their long-term membership in 

the organization. 

Third, prior literature on visionary leadership and OI acknowledges that vision-based 

leadership, manifested as an articulation of the collective’s future, can motivate followers to 

form OI (Epitropaki et al., 2017; Kark et al., 2003; Wu et al., 2010). We extend this line of 

research by demonstrating that visionary leadership also influences followers’ future-oriented 

identification with their organization (i.e., FOI) by enhancing their future focus. This insight 

helps demonstrate that visionary leadership can go beyond creating immediate sense of 

belonging to the organization and foster identification with the organization that looks toward 

the future.  

Fourth, we delineate a moderating role of vision of continuity for promoting followers’ 

future focus and FOI. Specifically, by establishing that vision of continuity moderates the 

impact of vision communication on FOI through future focus, this study extends Venus et 
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al.’s (2019b) considerations of vision of continuity and reinforces the idea that “vision 

communication implies the existence of vision content” (Stam et al., 2014, p. 1173). We 

address calls for investigations of how leaders’ vision content and communication strategies 

influence their followers (e.g., Berson et al., 2016; Kohles et al., 2012). By highlighting the 

importance of conveying a sense of continuity, our study also provides actionable insights for 

leaders seeking to inspire and align their teams in a feeling of sustained organizational 

membership.  

2. Literature and Hypotheses Development 

2.1 Future Organizational Identification 

Employees’ self-concept in the workplace can be defined in terms of the collectives to 

which they belong in the workplace, a phenomenon theorized as social identification in 

organizational contexts (Ashforth et al., 2008; Cooper & Thatcher, 2010). As a specific form 

of social identification, OI derives from employees’ organizational membership (Mael & 

Ashforth, 1992). While OI is typically understood from a present-focused standpoint, 

employees’ self-concept can also be future-oriented, shaped by their personal hopes and 

aspirations (Strauss et al., 2012) as well as their anticipated interpersonal relationships within 

the workplace (Morandin et al., 2021). Despite this potential, to the best of our knowledge, 

OI literature has not accounted sufficiently for people’s tendency to connect their current and 

future states, to attain future self-continuity (Hershfield, 2011; Sedikides et al., 2023). In 

organizational settings, this tendency may lead employees to project their current self-

definition, which is based on their organizational membership, into their future, reflecting 

their anticipated identification with their organization.  

Building on foundational insights into OI (Mael & Ashforth, 1992) and individuals’ 

propensity to maintain self-continuity between their present state and future state (Hershfield, 

2011; Sedikides et al., 2023), we introduce the FOI concept. FOI, representing the forward-
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looking aspect of OI, is defined as individuals’ projection of their self-definition based on the 

continuity of their organizational membership. FOI encompasses individuals’ expectations 

and aspirations regarding the continuity of their current organizational membership. 

Considering that OI, as the foundation of FOI, is associated with positive evaluations of the 

organization (Ashforth et al., 2008), we propose that the positive association extends to FOI, 

such that it reflects how employees value their current organizational membership and aspire 

to integrate that membership into their future. To attain such integration, they project a sense 

of belonging and alignment with the organization into the future, which implies their 

dedication to sustained identification. For example, if Charlie, an employee of Company A, 

envisions their future at work, they likely project their current sense of belonging to 

Company A into the future and imagine themselves as a continuing member of the 

organization. That is, Charlie’s present OI becomes a forward-looking anticipation of their 

continued organizational membership in Company A, or FOI.  

2.2 Construal Level and Temporal Distance 

According to CLT, construal level reflects the representation of objects and events 

through abstraction; psychological distance (e.g., temporal distance) is one’s perception of the 

degree to which objects and events are distant from the self (Trope & Liberman, 2010). CLT 

posits that psychological distance is associated with construal level (Trope & Liberman, 

2010): the greater the distance (e.g., temporal distance), the higher the construal level and 

vice versa. Notably, CLT has been applied previously in visionary leadership research 

(Berson & Halevy, 2014; Venus et al., 2019a; Zhang et al., 2014). We adhere to CLT’s 

premise that construal level and temporal distance, or future time perspective, are linked to 

ground the ensuing rationale regarding vision communication’s influence (conveying high 

construal level information; Berson & Halevy, 2014) on future focus. 
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2.3 Visionary Leadership: Communication and Content 

Visionary leadership is “the ability to create and articulate clear visions providing 

meaning and purpose to the work of an organization” (Taylor et al., 2014, p. 567), and it 

manifests through vision communication and vision content (Stam et al., 2014). Vision 

communication pertains to leaders’ descriptions of their vision, in a way that persuades 

followers of its validity and value; vision content refers to what information is conveyed 

through the vision (Stam et al., 2014). Accordingly, we investigate whether leaders’ vision 

communication drives followers to be future-oriented and thereby promotes FOI, as well as 

whether the specific content of vision (i.e., vision of continuity) can shape the impacts of 

vision communication on followers’ future thinking. 

2.4 Leaders’ Vision Communication, Future Focus, and FOI 

Leadership that communicates a compelling vision of the future, such as 

transformational leadership focused on an organization’s mission and goals, helps followers 

align themselves with the organization, eliciting OI (Epitropaki et al., 2017; Kark et al., 2003; 

Wu et al., 2010). Vision communication conveys a clear picture of the organization’s future, 

so it should help foster future-oriented mindsets in followers, including future-focused self-

definitions (Guo et al., 2022; Stam et al., 2010). Building on this link between vision 

communication, OI, and future-oriented mindsets, we aim to explore whether vision 

communication can also foster FOI—a future-focused form of OI. 

Drawing on CLT, we propose that vision communication, as a high-level construal 

construct (Berson & Halevy, 2014), should enhance followers’ FOI by promoting an even 

stronger focus on the future (Levasseur et al., 2020; Shipp et al., 2009). Future focus, a type 

of temporal focus, refers to the allocation of attention to the future (Shipp et al., 2009) and 

reflects people’s temporal inclination toward a future time frame, also known as future time 

perspective (Baird et al., 2021). Although temporal focus is often conceptualized as a trait 



FUTURE ORGANIZATIONAL IDENTIFICATION AND VISIONARY LEADERSHIP  8 

 
 

(Levasseur et al., 2020; Shipp & Jansen, 2021), it can manifest as a situational state, 

influenced by situational cues and significant experiences (Foo et al., 2009; Levasseur et al., 

2020; Shipp & Jason, 2021; Zacher & Rudolph, 2021). As Wiesenfeld et al. (2017) argue, 

work roles can function as stable situational cues, shaping people’s mental representations 

(e.g., construal level, future time perspective). Similarly, Levasseur et al. (2020) suggest the 

notion of a “situational state perspective” (p. 237) to study how contextual cues associated 

with work roles, may shape people’s temporal focus. Accordingly, we propose that visionary 

leadership, as a stable contextual cue in the workplace, may heighten followers’ future focus. 

Furthermore, we note that vision is a mental image of the future (Rawolle et al., 2017; 

Stam et al., 2010), entailing long-term outcomes. Research on CLT suggests that vision 

conveys abstract, future-oriented information, making it a high-construal construct (Berson & 

Halevy, 2014). High-level construals are associated with greater temporal distance. 

Therefore, vision communication (abstract, future-oriented construct) should increase 

followers’ future focus. Studies of transformational and visionary leadership through a CLT 

lens also document associations between leaders’ construal level or future time perspective 

and their vision communication. For example, Venus et al. (2019a) find that leaders’ construal 

level facilitates effective vision communication, and Zhang et al. (2014) show that leaders 

with a future time perspective are more likely to articulate a compelling vision, which 

enhances their transformational leadership behaviors.  

However, no CLT-based empirical evidence has attended to the influence of leaders’ 

vision communication on followers’ future thinking. Despite this limitation, related work has 

shown that leaders’ vision communication can motivate followers to use organizational vision 

as a guide for daily work (Kohles et al., 2012), and argue that vision communication may 

promote followers to think about their goals and the organization’s future (Stam et al., 2014). 

This line of research, although not based on CLT, offers useful perspectives for understanding 
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the potential impacts of vision communication on employees’ future thinking.  

Taken the above arguments together, we infer that vision communication, by 

conveying abstract images of the organization’s future (i.e., high construal level information), 

encourages followers to adopt a future-focused perspective. We propose:  

H1: Vision communication is positively related to future focus. 

Organizational structures often consist of nested collectives, so they can create 

multiple foci of identification, such as work groups, departments, and the organization as a 

whole. Within this hierarchy, OI represents the overarching or superordinate focus (Ashforth 

et al., 2008; Cole & Bruch, 2006). In turn, from a CLT perspective, OI can be considered a 

high-level construal, because it is abstract, higher-order, and broad with regard to self-

categorization (Wiesenfeld et al., 2017). The self represented in the future, is also an abstract, 

schematic construct that extracts the gist of the self (Wakslak et al., 2008). These insights 

imply that future-oriented identification (i.e., FOI) also can be understood as a high construal 

level construct, reflecting core characteristics of an employee’s anticipated connection with 

the organization in the future.  

However, because immediate circumstances significantly shape self-concept (Kivetz 

& Tyler, 2007), FOI, as a future state of identification with abstract information (Wakslak et 

al., 2008), might not be vivid or easy to imagine. Nevertheless, Zhang et al. (2016) argued 

that, by focusing on the future, employees gain encouragement to imagine and plan for their 

future roles. Therefore, future focus may increase anticipated identification with the 

organization (i.e., FOI). According to CLT, abstract or high construal level mindsets, tend to 

be activated when people think about the future (Kivetz & Tyler, 2007; Wakslak et al., 2008). 

Because FOI is a construct with high construal level, we postulate that future focus increases 

its accessibility and thereby fosters its emergence. This prediction aligns with research on 

CLT and self-concept, which shows that future time perspective stimulates high-level 
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construals, including broad, higher-order self-categorization (Wakslak et al., 2008) and the 

ideal self (Kivetz & Tyler, 2007). Wiesenfeld et al. (2017) also suggest that elevated construal 

level (associated with future focus as explored in this study), enhance collective identification 

within organizational settings. Therefore, we hypothesize: 

H2: Future focus is positively related to FOI. 

Taken together with H1 and H2, we further propose that vision communication 

enhances followers’ future focus, which in turn facilitates FOI. When leaders communicate 

an organizational vision, it directs followers’ attention to long-term goals and prompts them 

to align their self-concepts with the organization’s future (Stam et al., 2014). According to 

CLT, vision communication, as a high-level construal encourages followers to focus on 

distant outcomes (Berson & Halevy, 2014; Trope & Liberman, 2010). Future focus then 

enhances abstract self-concepts (Kivetz & Tyler, 2007; Wakslak et al., 2008), such as FOI, 

which represents the anticipated alignment with the organization. This aligns with prior 

argument suggesting that high-level construals, in relation to future time perspective, foster 

abstract forms of identification (Wiesenfeld et al., 2017), including FOI. Thus, we 

hypothesize: 

H3: Vision communication facilitates FOI through future focus. 

2.5 Moderating Role of Vision of Continuity 

Vision communication may be more effective if it incorporates continuity, which will 

help followers perceive the consistent link between the organization’s present and future 

states. Emphasizing continuity gives followers a sense of stability related to the 

organization’s enduring features, which can make the vision more persuasive and motivating 

(Venus et al., 2019b). When followers perceive a strong sense of continuity in the vision, 

they are more likely to believe the organization’s core attributes will remain stable, even if 

some changes occur (Griffin et al., 2010; Venus et al., 2019b). In turn, they may be willing 
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and able to accept changes inherent in the vision and focus more on the envisioned future, 

which would enhance the impact of the vision communication on their future focus. In 

contrast, without any mention of continuity, followers may struggle to see a clear link 

between the organization’s present and future states, which creates uncertainty and skepticism 

about the credibility of the vision itself. Followers then might struggle to align themselves 

with the future goals outlined by the leader. Without a strong sense of continuity, followers 

will be less inclined to adopt a future-oriented focus. Thus, we posit: 

H4: Vision of continuity positively moderates the relationship between vision 

communication and future focus. 

We further propose that the moderating role of vision of continuity extends its 

influence on the indirect effect of vision communication on FOI through future focus. When 

followers perceive continuity in the vision, they are more likely to develop a future-oriented 

focus, which in turn makes FOI more accessible. By emphasizing continuity, leaders can 

ensure that the future vision is credible and consistent with the organization’s enduring 

characteristics, which will facilitate followers’ acceptance of the envisioned future and 

enhance their FOI. However, weak vision continuity implies a weak indirect effect; followers 

may struggle to see themselves as part of the organization’s future. Therefore, we expect: 

H5: Vision of continuity positively moderates the relationship between vision 

communication and FOI through future focus. 

3. Study Overview 

This research consisted of two studies. Study 1, including Studies 1a and 1b, explored 

FOI by verifying its measurement. Study 1a included two samples. Specifically, with sample 

1 of Study 1a, we tested the construct validity of the FOI measure using exploratory factor 

analysis (EFA), and assessed its items using item response theory (IRT); With sample 2 of 

Study 1a, we also verified the construct and convergent validity of the FOI measure through 
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confirmatory factor analysis (CFA). Study 1b further tested FOI’s construct and convergent 

validity, as well as its distinctiveness from orbiting constructs including affective 

organizational commitment (AOC), OI, and future focus. Study 1b also estimated FOI’s 

criterion and incremental validity beyond AOC and OI, by exploring its impacts on job 

satisfaction, intent to leave, and organizational citizenship behavior (OCB). Finally, with a 

three-wave, time-lagged study in Study 2, we tested the conceptual model in Figure 1. All the 

samples were recruited from China, so we used a back-translation procedure (Brislin, 1970) 

to translate relevant measures from English to Chinese. 

4. Study 1 

4.1 Method of Study 1a 

4.1.1 Participants 

With the recognition that online surveys can produce large, representative samples 

with high-quality data (e.g., Porter et al., 2019), we commissioned an online survey company 

in China, Wenjuanxin (akin to Amazon MTurk), to recruit full-time employees of various 

companies in different regions of China. Both samples 1 and 2 were hence representative. In 

detail, sample 1 (N = 377) consisted of 213 men and 164 women with a mean age of 32.1 

years (SD = 6.8) and a mean organizational tenure of 7.5 years (SD = 8.1); 80.7% of them had 

earned at least a bachelor's degree. Sample 2 (N = 321) consisted of 178 men and 143 women 

(Mage = 29.7 years, SD = 4.1). Their mean organizational tenure was 5.1 years (SD = 3.2), and 

85.1% of them had at least a bachelor's degree.  

4.1.2 Measures 

Reflecting our definition of FOI as individuals’ future-focused self-representation 

rooted in OI, we modified existing measures of OI (e.g., Mael & Ashforth, 1992) and future-

oriented self-definition (Strauss et al., 2012) to evaluate it. We rephrased the items from 

Strauss et al.’s scale to refer to an OI context, guided by research on self-construal and 
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social/organizational identification (Cross et al., 2000; Doosje et al., 1995; Mael & Ashforth, 

1992; Smidts et al., 2001). The instructions asked participants to think about and imagine 

their future. A prompt then asked about how they viewed their relationship with their current 

company, while thinking about the future. Using a 5-point scale (1 = totally disagree, 5 = 

totally agree), participants considered nine FOI items, such as “When thinking about myself 

in the future, it is very easy for me to tie myself with this company” (Table 1). 

-- Table 1 about here -- 

4.2 Results and Discussion of Study 1a 

We included sample 1 in the EFA and IRT. According to an initial EFA, we deleted 

two items (6 and 7; Table 1) with item loadings below 0.7. The EFA for the remaining seven 

items (KMO = 0.90) revealed a one-factor solution that explained 54.30% of the variance. 

The factor loadings of the seven items were all greater than 0.70 (Table 1), and Cronbach’s α 

for the seven-item FOI scale was 0.86, indicating a high degree of internal consistency (Hair 

et al., 2017). The first factor’s eigenvalue (3.80) was more than 5 times greater than that of 

the second factor (0.69), so the FOI measure met an IRT unidimensionality assumption. In R 

studio (2023.06.0+421 with mirt package), we conducted the IRT analysis, using the graded 

response model, because the FOI measure relied on a 5-point Likert scale. As the results in 

Table 2 indicated, the item discrimination parameters (a) ranged from 1.63 to 2.35, which 

signified that the seven FOI items offered good discrimination (Baker, 2001). The item 

difficulty parameters (b), ranging from -3.38 to 0.77, were within the theoretical range 

(Baker, 2001), without any extreme b values. Collectively, the EFA and IRT results affirmed 

that the seven-item scale was suitable for our subsequent analyses.  

-- Table 2 about here -- 

With sample 2, we ran a CFA (MLM estimator; CFA hereinafter adopted the same 

estimator) through Mplus 8.3 for further item refinement and validity test. We removed one 
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item (9; Table 1) with a factor loading below 0.5 (= 0.48) following the initial CFA. The 

subsequent CFA revealed that a one-factor model with six items fit the data well, with 

respective factor loadings of 0.62, 0.70, 0.65, 0.58, 0.72, and 0.65. χ2 (9) = 23.95, TLI= 0.95, 

CFI = 0.97, SRMR=0.03, RMSEA=0.07. These results indicated the construct validity of our 

FOI measure. Cronbach’s α for the six-item instrument was 0.81. We also considered 

composite reliability (CR), which can offer evidence of convergent validity (Fornell & 

Larcker, 1981; Lam, 2012). The CR value of 0.82 confirmed that the FOI construct exhibited 

acceptable convergent validity. In summary, Study 1a provides support for our 

conceptualization of FOI by demonstrating the measure’s construct validity and convergent 

validity.1  

4.3 Method of Study 1b 

4.3.1 Participants 

With the sample for Study 2 (N = 539), we ran Study 1b. The description of Study 2 

provided details about the survey and sample.  

4.3.2 Measures 

Briefly though, we included seven measures, with items scored on 5-point Likert-type 

scales (1 = totally disagree, 5 = totally agree).  

FOI. We measured FOI with the six-item scale finalized in Study 1a (Cronbach’s α = 

0.84). The CFA results indicated factor loadings for the respective items of 0.65, 0.72, 0.69, 

0.66, 0.69, and 0.68. χ2(9) =33.78, TLI = 0.95, CFI = 0.97, SRMR = 0.03, RMSEA = 0.07. 

That is, the Study 1b results corroborated the construct validity of our FOI measure. The CR 

value of 0.87 also confirmed its acceptable convergent validity.  

Future Focus. For future focus, we used a seven-item scale (e.g., “I focus on my 

 
1 Using sample 2 from Study 1a, we also establish that FOI relates to but is distinct from organizational citizenship 
behavior towards the organization (OCBO), further confirming its construct validity. These results are available 
in the Supplementary Materials to conserve space.  
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future”; Cronbach’s α = 0.72). Four of the items came from the Future Focus subscale within 

Shipp et al.’s (2009) Temporal Focus measure. To ensure that we capture people’s future time 

perspective (Baird et al., 2021, Strauss et., 2012), we also extracted three additional items 

from the Consideration of Future Consequences Scale (Strathman et al., 1994).  

AOC. The five-item AOC measure (Cronbach’s α = 0.83) was adapted from Meyer et 

al.’s (1993) six-item scale (e.g., “This organization has a great deal of personal meaning for 

me”). One item pertaining to belongingness (“I do not feel a strong sense of belonging to my 

organization”) was excluded, because it might refer to self-categorization, which instead 

should be the basis for OI/FOI.  

OI. With a five-item scale adapted from Mael and Ashforth (1992), we measured OI 

(e.g., “When I talk about this company, I usually say ‘we’ rather than ‘they’”; Cronbach’s α = 

0.81).  

Job Satisfaction. We adapted a three-item scale from the Michigan Organizational 

Assessment Questionnaire (Cammann et al., 1979), which Bowling and Hammond (2008) 

included in a meta-analysis, to assess overall job satisfaction (e.g., “All in all, I am satisfied 

with my job”; Cronbach’s α = 0.77). 

Intent to Leave. A four-item scale adapted from Farh et al. (1998) served to assess 

intent to leave (e.g., “I often think of quitting my present job”; Cronbach’s α = 0.89).  

OCB. We adapted a six-item scale from Farh et al. (1997) to measure OCB (e.g., “I 

am willing to help colleagues solve work-related problems”; Cronbach’s α = 0.65). 

4.4 Results and Discussion of Study 1b 

Distinctiveness of FOI from Orbiting Constructs. Strauss et al. (2012) demonstrate 

that a future-focused self-definition is distinct from future time perspective (e.g., future 

orientation). Study 1b reinforced this distinction, between the forward-looking aspect of OI 

(i.e., FOI) and future time perspective (i.e., future focus). We also addressed the difference 
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between FOI and OI, even though the former has its roots in the latter. Thus, we need to 

determine this distinction empirically. Considering that AOC is closely related to OI (r = 

0.78; Riketta, 2005), it also might overlap with FOI, though these concepts differ. Whereas 

AOC is an attitudinal concept (Ashforth et al., 2008), FOI is a future-focused self-definition 

based on self-categorization through organizational membership. This distinction also 

requires empirical confirmation. As the correlations in Table 3 reveal, FOI was positively 

related to all three constructs, supporting its construct validity. Subsequently, we evaluated 

the distinctiveness of FOI from these orbiting constructs through CFA-based techniques, 

including “𝜒𝜒2(merge) and 𝜒𝜒2(1)” (George et al., 2023; Rönkkö & Cho, 2022), and the 

disattenuated correlation technique (Rönkkö & Cho, 2022; Shaffer et al., 2016). The results 

jointly supported the distinctiveness of FOI from AOC, OI, and future focus, as we detailed in 

the Supplementary Materials including Table S1. 

Criterion and Incremental validity of FOI. As a specific form of OI, FOI also may 

be linked to common OI criteria, such as job satisfaction, OCB, and intent to leave (Ashforth 

et al., 2008). We predict that, after controlling for AOC and OI, FOI should incrementally 

contribute to variance in these outcomes, and we conduct hierarchical regression analyses to 

test this prediction. VIF for AOC, OI, and FOI were 3.34, 2.80, and 2.22, respectively, 

suggesting that collinearity was not a problem for further analyses. We found that AOC was 

related to each criterion: job satisfaction (β = 0.52, p < 0.001), intent to leave (β = -0.21, p < 

0.001), and OCB (β = 0.22, p < 0.001). OI was only related to OCB (β = 0.21, p < 0.001). 

FOI was related to job satisfaction (β=0.27, p<0.001), intent to leave (β=-0.54, p<0.001), and 

OCB (β=0.36, p<0.001), after controlling for AOC and OI. These results substantiated FOI’s 

criterion and incremental validity. 
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5. Study 2 

5.1 Method of Study 2 

5.1.1 Participants  

The respondents were recruited for Study 2 by the same online survey company 

(Wenjuanxin). Study 2 featured a three-wave, time-lagged design, which can help reduce 

common method bias (Podsakoff et al., 2003). Wave 1 of the survey included measures to 

assess vision communication, AOC, OI, and individual demographics. We obtained responses 

from 874 employees of companies throughout China. One month later, in Wave 2, we gauged 

vision of continuity, future focus, a marker variable (attitude toward the color blue [ATCB]), 

and job satisfaction; 641 participants completed this survey. Another month later, the 

measures in Wave 3 assessed FOI, intent to leave, and OCB. The data from respondents who 

completed all three waves (N = 539; final retention rate = 61.7%) informed our subsequent 

analyses. The sample contained 256 men and 283 women, with a mean age of 33.1 years (SD 

= 6.2) and a mean organizational tenure of 6.92 years (SD = 4.6). Participants’ education 

levels included junior college (9.3%), bachelor level (81.3%), master level or above (6.7%), 

junior high school or below (0.9%), and senior high school (1.9%). Participants occupied a 

range of positions, such as sales or marketing (10.4%), manufacturing (6.9%), technical work 

(29.5%), management (37.5%), administration or human resources (15.4%), and other work 

types (0.4%). 

5.1.2 Measures 

These items also used five-point Likert scales (1 = totally disagree, 5 = totally agree). 

To reduce common method bias, we designed the questionnaire such that written instructions 

psychologically separated each variable’s measurement (Podsakoff et al., 2003). The 

questionnaire issued in each wave also started by informing participants that their answers 

would be anonymous and that confidentiality would be strictly maintained for all data.  
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The FOI and Future Focus measures were those that we described in and used for 

Study 1b. 

Vision Communication. The vision communication scale consisted of ten items (e.g., 

“My leader has vision, often brings up ideas about possibilities for the future”; Cronbach’s α 

= 0.80). Three of them were adapted from the Vision Communication measure used by Venus 

et al. (2019a), two came from Conger and Kanungo’s (1994) Vision and Articulation subscale 

of charismatic leadership, and the five remaining items were adapted from articulations of 

vision-related items in two transformational leadership scales, namely, three from Podsakoff 

et al. (1990) and two from Li and Shi (2005). 

Vision of Continuity. The vision of continuity scale included seven items 

(Cronbach’s α = 0.74). Three items were adapted from Venus et al. (2019b). Then, drawing 

on Venus et al.’s conceptualization, which indicates that vision of continuity refers to a 

collective continuity, despite the potential for change, we developed another four items: “My 

supervisor regularly communicates that no matter what change takes place in the future, 

maintaining employees’ identification with our company/team is of crucial importance”; “My 

supervisor often communicates in his or her vision that our company/team in the future will 

continue to stand for its mission”; “My supervisor often communicates in his or her vision 

that it is important to maintain the continuity and consistency of our organization/team 

identity”; and “My supervisor regularly communicates that, no matter what change takes 

place in the future, it is important to preserve stability of organization/team identification.” 

Marker Variable. We included ATCB as an “ideal” marker variable that offers good 

capacity to detect common method variance (CMV) (Miller & Simmering et al., 2023). The 

seven-item ATCB (e.g., “Blue is a beautiful color”) attained a Cronbach’s α of 0.83.  

Control Variables. As control variables, we included participants’ demographics, 

including their age, gender, education, and tenure. Previous related research has established 
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that age and education inform employees’ future time perspective in the workplace (e.g., 

Zacher & Rudolph, 2021), and tenure is positively associated with OI (Mael & Ashforth, 

1992), which suggests it could influence FOI too. Gender and age are known to correlate with 

future-focused self-representation in the workplace (Morandin et al., 2021). According to our 

FOI conceptualization, as individuals are inclined to maintain self-continuity (Hershfield, 

2011; Sedikides et al., 2023), they may project their current OI into the future, reflecting their 

anticipated identification with the organization (i.e., FOI). Therefore, FOI and OI share a 

common identification focus, which indicates that the two constructs should be positively 

correlated. We hence treated OI as a control variable for investigating our conceptual model. 

Finally, AOC, closely related to OI (e.g., Riketta, 2005), may in turn influence FOI that 

reflects the forward-looking aspect of OI. The measures of OI and AOC are observed in 

Study 1b. 

5.2 Results and Discussion of Study 2 

Table 3 listed the means, standard deviations, and correlations for the main, marker, 

and control variables. The main variables in our conceptual model (Figure 1) correlated with 

one another, making our further analyses plausible. 

-- Tables 3 about here -- 

CMV. As a preliminary check for CMV, we employed Harman’s single-factor test. 

According to the unrotated factor solution, the first factor accounted for only 27.48% of the 

variance in the substantive variables. With the CFA marker technique (Williams et al., 2010), 

we also estimated whether CMV confounded the relationships among the substantive 

variables. This marker technique spans five models: CFA, Baseline, Method-C, Method-U, 

and Method-R. The marker construct was ATCB (Miller & Simmering et al., 2023), and the 

substantive constructs were vision communication, vision of continuity, future focus, and 

FOI. The difference between the Method-R and Method-U models was not significant, S-
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BΔ𝜒𝜒2(6) = 0.45, p = 0.99, so CMV did not bias the correlations between the substantive 

constructs. The evidence from CFA marker technique as a set implied that CMV was not an 

issue (Williams et al., 2010). We offer a detailed process description and results of the CFA 

marker technique in the Supplementary Materials including Table S2.  

Distinguishing the Variables. As in Study 1b, we used CFA-based techniques, 

including “𝜒𝜒2(merge) and 𝜒𝜒2(1)” (Rönkkö & Cho, 2022), and the disattenuated correlation 

technique (Rönkkö & Cho, 2022; Shaffer et al., 2016) to examine the distinctiveness of the 

substantive variables. These techniques confirm that visionary communication, vision of 

continuity, future focus, and FOI are distinct constructs, as we detail in the Supplementary 

Materials, including Table S3. 

Test of Mediation. We used Model 4 of the PROCESS 4.2 macro for SPSS developed 

by Hayes to test for mediation, through a bootstrapping approach based on 5,000 samples. In 

the analyses, we controlled for gender, age, tenure, education, OI, and AOC. As Table 4 

showed, vision communication significantly influenced future focus, b=0.33, t=8.06, p < 

0.001, 95% CI [0.25, 0.41], supporting H1. Vision communication also significantly 

influenced FOI, b=0.20, t =3.89, p < 0.001, 95% CI [0.10, 0.30] , as did future focus b =0.19, 

t =3.63, p < 0.01, 95% CI [0.09, 0.29] ; so we also found support for H2. Table 5 outlining the 

mediation test, showed that the indirect effect of vision communication on FOI through future 

focus was significant, b =0.06, 95% BootCI [0.02, 0.11]. Therefore, H3 received support.2 

-- Tables 4 and 5 about here -- 

Test of Moderated Mediation. We used Model 7 of the PROCESS 4.2 macro for 

SPSS developed by Hayes (bootstrapping with 5,000 samples) to test for moderated 

mediation, after mean-centering the variables (i.e., vision communication and vision of 

continuity) that constitute the product. We control for gender, age, tenure, education, OI, and 

 
2 We also performed the mediation analysis without control variables and obtained similar results.  
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AOC. Vision communication significantly influenced future focus, b = 0.29, t =6.34, p < 

0.001, 95% CI [0.20, 0.37], lending additional support to H1. Vision of continuity 

significantly moderated vision communication’s effect on future focus, b =0.19, t =3.76, p < 

0.001, 95% CI [0.09, 0.29], offering support for H4. When vision of continuity was high 

(0.56, +1 SD), its influence on future focus was significant and stronger, b = 0.39, t =6.48, p 

< 0.001, 95% CI [0.27, 0.51], than when vision of continuity was low (-0.56, -1 SD), b =0.18, 

t =4.02, p < 0.001, 95% CI [0.09, 0.27]. Figure 2 visualized this interaction. The results in 

Table 6 indicated that the moderated mediation was significant, ω =0.04, 95% BootCI [0.01, 

0.07], hence supporting H5. When vision of continuity was high (0.56, +1 SD), the indirect 

effect of vision communication on FOI through future focus was significant and stronger, b 

=0.07, 95% BootCI [0.02, 0.13], than when it was low (-0.56, -1 SD), b = 0.03, 95% BootCI 

[0.01, 0.06]. This difference was significant, Δb =0.04, 95% BootCI[0.01, 0.08]. In summary, 

Study 2 offers support for our hypotheses.3 Because these hypotheses tests also provide an 

assessment of FOI’s nomological network, they bolster its construct validity too. 

-- Table 6 and Figure 2 about here -- 

6. General Discussion 

We extend the concept of OI by adopting a future-oriented perspective, then draw 

from CLT to investigate how visionary leadership can enhance followers’ FOI, through future 

focus. In addition to confirming our conceptualization of FOI and validating its measurement, 

we establish that future focus mediates the relationship between vision communication and 

FOI, and vision of continuity acts as a moderator. The current research thus addresses calls to 

incorporate time perspective into organizational behavior studies (Levasseur et al., 2020; 

Shipp & Jansen, 2021) and offers several further contributions too. 

 
3 We performed the moderated mediation analysis without control variables and obtained similar results. 
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6.1 Theoretical Implications 

The introduction of FOI marks a significant advancement in OI research. Despite 

some mention of “a future-oriented aspect to self-conception’’ (Van Knippenberg et al., 2004, 

p. 828) in leadership and social (organizational) identification research, the essential concept 

of future-oriented OI remains underdeveloped. Given that people can envision their future 

work experiences (Morandin et al., 2021; Strauss et al., 2012) and strive to maintain self-

continuity between their present and future states (Hershfield, 2011; Sedikides et al., 2023), a 

forward-looking counterpart to OI seems not just plausible but inevitable. By introducing and 

theorizing about FOI, this study represents an extension to OI, along a future-oriented path.  

Our findings show that FOI and OI are correlated, supporting our conceptualization: 

FOI derives from OI and reflects people’s tendency to preserve self-continuity between their 

present and future states (Hershfield, 2011; Sedikides et al., 2023). Furthermore, our research 

establishes that FOI and OI are empirically distinct, so FOI, with its forward-looking feature, 

differs fundamentally from OI. Importantly, we empirically demonstrate that this future-

oriented form of OI (i.e., FOI) can contribute unique variance to explanations of outcomes 

such as job satisfaction, intent to leave, and OCB, beyond the effects of OI and AOC. This 

aligns with similar research that highlights the unique motivational power of the future-

oriented mindset in the workplace (Strauss et al., 2012). Overall, these results support our 

theorizing that FOI extends the conception of OI by introducing a future-oriented perspective.  

Leadership that involves communicating an inspiring vision can foster social 

(organizational) identification (Epitropaki et al., 2017; Kark et al., 2003; Wu et al., 2010), as 

well as future-focused self-definitions (Guo et al., 2022; Stam et al., 2010). Building on our 

FOI conceptualization, we extend this body of research by demonstrating that visionary 

leadership, in terms of vision communication and vision of continuity, can increase FOI. 

Specifically, and in line with CLT, we show that vision communication, through its influence 
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on followers’ future focus, can foster FOI (H1–H3). Furthermore, this mediation is positively 

moderated by vision of continuity (H4 and H5). With these findings, our research expands 

understanding of visionary leadership, CLT, and temporal focus. 

 First, we demonstrate that vision communication enhances followers’ future focus 

(H1), an insight that moves beyond existing CLT-based research on visionary leadership 

(Berson & Halevy, 2014; Venus et al., 2019a; Zhang et al., 2014). To the best of our 

knowledge, this study is the first to use a CLT perspective to reveal how visionary leadership 

(vision communication), reflecting a high level of construal (Berson & Halevy, 2014; Venus 

et al., 2019a), can strengthen followers’ future time perspective (future focus). This finding 

aligns with CLT’s argument regarding the association between construal level and temporal 

distance (Trope & Liberman, 2010) in the leadership domain. Previous CLT studies 

demonstrate that leaders’ construal level (Venus et al., 2019a) and future time perspective 

(Zhang et al., 2014) facilitate vision-based leadership; our research provides the unique 

insight that leaders’ vision communication can shape followers’ future time perspective.  

Second, the findings pertaining to the mediation effect (H1–H3) expand 

understanding of vision-based leadership and OI. Although leadership visions are inherently 

future-directed, previous studies tend to address how vision-based leadership influences 

present-oriented OI (e.g., Kark et al., 2003; Wu et al., 2010). Our conceptualization of FOI 

addresses this gap and provides relevant evidence that visionary leadership can foster future-

oriented identification (i.e., FOI) through its influence on followers’ future focus. This 

finding also consolidates the role of visionary leadership for promoting followers’ future-

oriented mindsets (Guo et al., 2022; Stam et al., 2010).  

Third, our research contributes to temporal focus literature by demonstrating that 

future focus can be shaped by visionary leadership (H1). Temporal focus is typically 

presented as a stable trait (for reviews, see Levasseur et al., 2020; Shipp & Jansen, 2021), but 
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our study reiterates and supports the “situational state perspective” proposed by Levasseur et 

al. (2020, p. 237). Temporal focus can be molded by workplace cues, including leadership 

behaviors. In confirming that visionary leadership, as an external cue, can influence 

followers’ temporal focus( future focus), we validate findings that indicate that future time 

perspective can change, depending on situational factors (Foo et al., 2009; Zacher & 

Rudolph, 2021).  

Fourth, the discovered relationship between future focus and FOI (H2) extends CLT 

research on future time perspective and future self-concept (Kivetz & Tyler, 2007; Wakslak et 

al., 2008). Prior CLT studies suggest that temporal distance facilitates high construal level 

self-representations (Kivetz & Tyler, 2007; Wakslak et al., 2008); we show specifically that 

future focus can enhance FOI in organizational settings. This finding aligns with Wiesenfeld 

et al.’s (2017) assertion that elevated construal levels, manifested as future focus in this 

research, can strengthen collective identification. Importantly, our study shows that the future 

focus–FOI relationship persists even after controlling for OI, such that it underscores the 

incremental impact of future focus on FOI, beyond OI. Establishing such a finding, namely, 

that FOI is facilitated by future focus, represents a response to recommendations to introduce 

CLT and future time perspective (Hoyle & Sherrill, 2006; Zhang et al., 2016) into studies of 

future self-definitions.4  

Fifth, our research expands on findings by Venus et al. (2019b), by revealing the 

moderating role of vision of continuity in enhancing the effectiveness of vision 

communication on followers’ future thinking (H4 and H5). Visionary leadership can be 

 
4 To further explore the unique contribution of future focus (underpinned by CLT), beyond that of OI (underpinned 
by future self-continuity), for explaining the influence of visionary leadership on FOI, we built another mediation 
model in which OI and future focus are parallel mediators, with AOC and demographics (as measured in Study 2) 
serving as covariates. After controlling for the mediating effect of OI (b = 0.02, 95% BootCI [0.00,0.05]), future 
focus still mediates the relationship between vision communication and FOI (b = 0.07, 95% BootCI [0.02,0.11]). 
These findings underscore the distinct contribution of future focus as a mediator and delineate its role in 
determining the impact of vision communication on FOI, while controlling for OI as a mediator. 
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studied in terms of both communication and content (Stam et al., 2014). Vision 

communication conveys collective images of the future, so it is naturally associated with 

change (Stam et al., 2014; Venus et al., 2019b), which in turn increases the need for leaders to 

assure followers of their collective continuity (Venus et al., 2019b). Our findings support this 

rationale: Vision communication is particularly effective when the vision content guarantees 

continuity (Venus et al. 2019b). By focusing on both the communication and vision of 

continuity simultaneously, our findings highlight their interactive effect on followers’ future 

cognition (future focus and FOI). Therefore, research on visionary leadership should continue 

to examine both communication and content simultaneously. For example, well-aligned 

vision content, such as organizational policies that influence career development, likely 

influences followers’ perceptions and thus the effectiveness of vision communication. 

Accounting for such consistency issues could help researchers clarify how different aspects 

of vision content influence various outcomes, like procedural fairness and employee 

engagement.  

6.2 Practical Implications  

Human resource practices should prioritize visionary leadership, due to its positive 

influence on employees’ future-oriented behaviors (Griffin et al., 2010; Kohles et al., 2012) 

and its role in fostering future-focused thinking and FOI, as suggested by this research. 

Training programs can coach leaders on how to share their organization’s vision effectively 

with employees, including clearly communicating organizational aspirations and goals and 

explaining their relevance to employees’ roles. Because vision communication exerts a 

stronger influence on followers’ future thinking when the sense of continuity is reinforced by 

the vision, these training programs also should emphasize the need for leaders to convey 

collective continuity (Venus et al., 2019b). Managers should highlight the continuity of core 

organizational attributes, such as values and missions, when communicating the 
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organization’s vision to followers, even during times of change. Other interventions based on 

the FOI concept can reinforce employees’ identification with the organization. For example, 

employee training programs could encourage them to reflect on the organization’s prestige 

and distinctiveness, elements that can increase OI (Mael & Ashforth, 1992). If these 

employees then are prompted to consider their long-term connection with the organization 

and envision their continued organizational membership in the future, their current sense of 

OI is likely to be projected into the future and foster FOI. 

6.3 Limitations and Further Research 

Our research has three main limitations. First, we need FOI studies that address 

multiple social identification issues in organizational settings (Ashforth et al., 2008). 

Individual members of an organization can identify simultaneously with different collectives 

along the organization’s formal hierarchy (e.g., work unit, department, organization) (Cole & 

Bruch, 2006). Although our definition of FOI focuses on social identification with the 

organization as a whole, future research should explore other foci of social identification in 

relation to FOI. Employees may simultaneously identify with multiple social categories or 

collectives (e.g., work unit, department, and organization) when envisioning their future in 

the workplace, while others may only identify with certain categories (e.g., work unit or 

department).Arguably, multiple forms of FOI could emerge across levels in the organizational 

hierarchy, and employees’ perception of the organizational hierarchy may influence the 

construal level (Wiesenfeld et al., 2017) of their FOI. For example, FOI directed toward the 

entire organization might represent a higher construal level than FOI directed toward a 

specific work unit. In turn, they seemingly could have different effects on future-directed 

behaviors, including pursuing a vision (Stam et al., 2014). Future research could investigate 

how these different construal levels in relation to FOIs affect employees’ future-focused 

thoughts and behaviors.  
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Second, this study focuses on the general mechanisms by which visionary leadership 

influences FOI, but our reliance on samples of Chinese respondents may limit the 

generalizability of our findings across cultural contexts. People in Eastern countries, 

including China, tend to perceive greater power distance than those in Western countries 

(Farh et al., 2007), leading them to maintain greater social distance from their leaders. Berson 

and Halevy (2014) referenced the construal level fit of CLT in showing that leader–follower 

social distance suits the leader’s vision (i.e., both constructs have high construal level); this 

fit of construal level consequently enhances the effectiveness of vision communication. 

Following this rationale of construal level fit (Berson & Halevy, 2014), perhaps employees in 

high power distance cultures like China are more influenced by vision communication than 

those in low power distance cultures (e.g., Western countries), which might facilitate their 

FOI. Continued studies should investigate the impact of the cultural context on FOI, perhaps 

by comparing Eastern and Western countries to understand how cultural factors influence the 

effectiveness of visionary leadership.  

Third, we call for further investigations of the “discrepancy (change) and continuity” 

issue (Stam et al., 2014) that appears in research on future-focused self. We adopt a “self-

continuity” perspective, which emphasizes maintaining a sense of continuity between the 

present and future self (Hershfield, 2011). However, we do not explicitly assess how future 

self-continuity might enhance FOI, suggesting the need for research that explores whether 

future self-continuity moderates the effect of future focus (facilitated by visionary leadership) 

on FOI. Alternatively, perceived discrepancies between one’s current state and a desired 

future state may drive people to seek new possibilities (Higgins, 1987; Stam et al., 2014; 

Strauss et al., 2012), such that FOI might orient toward organizations other than the current 

employer. Returning to the example of Charlie, the employee currently working at Company 

A, a perceived discrepancy between their current and anticipated future organizational 
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memberships could prompt them to aspire to work for and orient his FOI toward Company B. 

Understanding how such discrepancies motivate employees to envision their future 

identification with different organizations could shed light on the dynamic processes 

underlying FOI.  

6.4 Conclusion 

By introducing the concept of FOI, this research takes a step forward in advancing 

understanding of OI with a future-oriented lens. We delineate FOI’s antecedents by 

examining it within the framework of visionary leadership. Our study thus reveals new 

opportunities for visionary leadership, in line with CLT. We identify future focus as a 

mediator and vision of continuity as a moderator in explaining how vision communication 

boosts FOI. These findings enrich our understanding of how visionary leadership can shape 

employees’ future-oriented thinking and identification with the organization.  
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Table 1 Exploratory factor analyses for the FOI measure refinement in Study 1a 

Items Nine-item FOI  Seven-item FOI 

1. When thinking about myself in the future, it is very easy for 

me to tie myself with this company. 

      0.69        0.72  

2. I am very clear that I will identify with this company in the 

future. 

      0.72        0.73  

3. I am very clear that this company will be an important 

reflection of whom I am going to be. 

      0.71        0.73  

4. I am very clear that the successes in the future of this company 

will be the ones of my own. 

      0.75        0.76  

5. When thinking about the future, it is very clear for me that I 

will feel proud of this company’s future. 

      0.74        0.75  

6. I can easily imagine that, when someone in the future praises 

this company, it will feel like a personal compliment. 

      0.64   

7. I can easily imagine that, when someone in the future 

criticizes this company, it will feel like a personal insult. 

      0.64   

8. It is very clear for me that I will be glad to be a member of 

this company in the future.  

      0.74        0.78  

9. It is very clear for me that, in the future, I will be very 

interested in what others think about this company. 

      0.72        0.70  

Note. FOI = future organizational identification 
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Table 2 The item discrimination (a) and difficulty parameters (b) of IRT analyses for the 

refined seven-item FOI in Study 1a  

Item a b1 b2 b3 b4 

1 1.84  -3.31  -2.12  -0.89  0.77  

2 1.80  -3.38  -2.05  -0.75  0.52  

3 1.81  -3.21  -2.13  -0.80  0.57  

4 1.98  -2.73  -1.37  -0.51  0.73  

5 2.11  -2.91  -1.91  -0.92  0.47  

8 2.35  -3.14  -2.05  -1.03  0.42  

9 1.63  -3.17  -2.04  -0.87  0.55  
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Table 3 Descriptive statistics and correlations of variables 

 Mean SD Gender Age Education Tenure OI AOC ATCB VCM VCN FF 

1. Gender   
 

         

2. Age 33.1  6.2  -0.11** 
    

 

    

3. Education   -0.05 -0.26** 
   

 

    

4. Tenure 6.92  4.60  -0.15** 0.66** -0.08 
  

 

    

5. OI 3.91  0.74  0.03 0.06 -0.01 0.13** 
 

 
    

6. AOC 3.91  0.77  -0.01  0.12** 0.01  0.17** 0.79**      

7. ATCB 4.20  0.59  -0.02 -0.03 0.23** 0.08 0.22** 0.24** 
    

8. VCM 4.06  0.52  0.05 0.03 0.01 0.05 0.57** 0.64** 0.23** 
   

9. VCN 4.03  0.56  0.04 -0.04 0.04 0.05 0.50** 0.56** 0.24** 0.61**   

10. FF 2.98  0.45  -0.03 -0.06 0.04 0.06 0.44** 0.42** 0.23** 0.51** 0.51**  

11. FOI 3.94  0.69  -0.02 0.05 -0.01 0.14** 0.66** 0.73** 0.21** 0.59** 0.63** 0.47** 

Note. Gender:1=male, 2=female; EDU=education (1=junior high school or below, 2=senior high school, 3=junior college, 4=bachelor’s degree, 5=master’s 

degree or above); OI=organizational identification; AOC=affective organizational commitment; ATCB= Attitude Toward the Color Blue; VCM=vision 

communication; VCN=vision of continuity; FF=future focus; FOI =future organizational identification. 
* p<0.05; ** p<0.01. 
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Table 4 Hierarchical regression analyses of the mediation test 

Variables Future focus Future organizational identification (FOI)  

 Estimate SE 95% CI Estimate SE 95% CI 

Control variables       

Gender -0.05 0.03 [-0.11, 0.02] -0.03 0.04 [-0.11, 0.05] 

Age -0.01 0.00 [-0.02, 0.00] -0.01 0.00 [-0.02, 0.00] 

Education 0.01 0.03 [-0.05, 0.07] -0.04 0.04 [-0.11, 0.03] 

Tenure 0.01 0.00 [0.00, 0.02] 0.01 0.01 [0.00, 0.02] 

OI 0.12 0.04 [0.05, 0.19] 0.16 0.04 [0.07, 0.24] 

AOC 0.01 0.04 [-0.06, 0.08] 0.40 0.04 [0.31, 0.49] 

Predictors       

VCM 0.33 0.04 [0.25, 0.41] 0.20 0.05 [0.10, 0.30] 

FF    0.19 0.05 [0.09, 0.29] 

R2 0.30 0.59 

F 33.29 94.24 

Note. Note. Gender:1=male, 2=female; EDU=education (1=junior high school or below, 2=senior high 

school, 3=junior college, 4=bachelor’s degree, 5=master’s degree or above); OI=organizational 

identification; AOC=affective organizational commitment; VCM=vision communication.  
 
 
 
 
 
 
 
 
 
 
 

 



FUTURE ORGANIZATIONAL IDENTIFICATION AND VISIONARY LEADERSHIP  2 

 
 

Table 5 Direct and indirect effects of the mediation test 

 Estimate SE 95% CI 

Direct effect of vision communication on FOI 0.20 0.05 [0.10, 0.30] 

Indirect effect of vision communication on FOI through FF 0.06 0.02 [0.02, 0.11] 

Note. FF=future focus; FOI=future organizational identification. 

 
 
 
 
 
 
Table 6 Conditional indirect effects for the hypothesized moderated mediation 

Vision of continuity (mean centered) 
Future organizational identification (FOI) 

Estimate BootSE 95% BootCI 

Low (-0.56, -1SD) 0.03 0.01 [0.01, 0.06] 

High (0.56, +1SD) 0.07 0.03 [0.02, 0.13] 

Index of moderated mediation 0.04 0.02 [0.01, 0.07] 
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Figure 2 Interaction of vision communication and vision of continuity on future focus  
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