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Psychologically Healthy Workplace?
Kenneth Nowack, Ph.D., ConsultingTools USA Inc.

Leadership and relationships
play a key role in organizational
success. Recent research on the
association between employee
satisfaction and job performance
suggests that the single most
important contributor to the
feelings of employee engage-
ment, empowerment and satis-
faction is based on the relation-
ship they have with the leaders
of the organization. A recent
meta-analysis of over 7,939
business units in 38 companies
explored the relationship at the
business-unit level between

m peopleindex:

New Emotional Intelligence Assessment

employee satisfaction-engage-
ment and the business-unit out-
comes of customer satisfaction,
productivity, profit, employee
turnover, and accidents (Harter
& Schmidt, 2002). Generaizable
relationships, large enough to
have substantial practical value,
were found between unit-level
employee satisfaction-engage-
ment and these business-unit
outcomes suggesting that man-
agement practices that affect
satisfaction can have bottom
line results on productivity and
profit.

see Leadership Practices, page 2 »

ConsultingToolsUSA has just released its latest emotional intelligence instrument called
Peoplelndex. This new self-assessment tool is designed to measure 17 emotional intelligence
competencies to help your clients recognize, understand and manage their emotions and behav-
ior. Based on the most widely accepted model of emotional intelligence by Daniel Goleman,
Peoplelndex assesses self-awareness, social awareness, self-management, and relationship man-
agement—and provides an in-depth report of strengths and specific exercises to increase emo-
tional intelligence. This comprehensive self-assessment is ideal for use in executive coaching,
senior management/executive development programs, supervisory and management training, and
developmental programs for employees at every level of the organization. Contact
ConsultingToolsUSA today to request a free trial during the month of December 2005. &
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New ViewSuite360 Report Printing Options

ConsultingTools USA is
pleased to announce the
latest release of
ViewSuite360. In an ongoing
effort to provide superior
service and improve project
management and reporting
systems, using the most ad-
vanced, user-friendly technol-
ogy, we have incorporated
enhancements that allow for
increased flexibility with the
use of our off-the-shelf prod-
ucts. Recent revisions to
ViewSuite360 include

upgraded and extended re-
porting options for Emotional
IntelligenceView360,
ExecutiveView360,
LeaderView360, Manager-
View360, and Performance-
View360. Some of the new
feedback report printing op-
tions include:

Choice of Scoring Type:
Average Scores (Raw), Z-
Scores or T-Scores. Z-Scores
and T-Scores provide an ef-
fective way to compare a

MANAGER VIEW360

Most Frequent Behaviors - All Raters

participant’s score to those in
a large, international norma-
tive database.

Score Ordering: Ascending,
Descending or Default.
Default corresponds to

the layout of competencies
as shown in the Professional
Development Plan.

Choice of Line Graphs or Bar
Graphs

Johari Window: Self-
Awareness and Social
Awareness View. Provides
feedback about the

por
tobe

of the behavior. A o
‘answer between the scale 1 and 7).
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MANAGER VIEW360
Interpersonal Skills
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T-Scores Line Graph »
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Employee Involvement

Leadership Practices, continued from page 1

A 2005 survey of 7,600
employees in diverse indus-
tries by Career Systems
International (Training and
Development, April 2005) on
the top “retention drivers”
found that third on the list at
41.8% was “relationships
and working with great peo-
ple” (exciting work/challenge
was first with 48.4% fol-
lowed by career growth,
learning and development
42.6%). In another survey
with 2 million employees in
700 companies, Gallop
found that employee tenure
and productivity are directly
related to relationships
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between employees and their
supervisors and not salary.

In the old economy, it was
virtually a “buyer’s market”
where companies had their
pick of top talent. In today’s
global economy where out-
sourcing, downsizing and
acquisitions are common
place, companies must com-
pete to find, attract, develop
and retain the best talent.
Given estimates that the
costs of replacement of high-
ly skilled workers and those
in leadership roles can run
up to 200% of the employ-
ee’s salary, plus the cost of

losing valued employees—
sometimes even to competi-
tors—the incentive for select-
ing and retaining talent is of
enormous importance to
employers. Furthermore,
turnover is now a principal
concern of CEOs because it
can directly affect the bottom
line.

In another study sponsored
by both Unifi Network (a
division of Pricewaterhouse
Coopers) and Roper Starch
Worldwide Network, Inc.,
turnover has a direct and
negative impact on both cus-
tomer service and



participant’s self and social
awareness by comparing
their ratings to those of oth-
ers across the product’s
competencies.

Most Frequent / Least
Frequent Behaviors: New
presentation format with
score distribution.

Open Ended Comments:
Group comments by rater
type, run a list of comments
with (rater type not

specified), or create a custom
combination.

Need a visual? View an
Interactive Sample Feedback
Report at http://www1.view
suite360.net/reportOptions.

Once you've decided on your
preferred report printing op-
tions, submit them to us
using the Project Intake Form
at http://www1.viewsuite
360.net/reportOptions/
optionForm.asp

MANAGER VIEW360
Self-Awareness Index
SELF - ALL RATERS VIEW (N = 11)

3 B
Self Rating Hin

We welcome your questions
and comments! Contact a
ConsultingTools USA expert
by phone toll free at (800)
335-0779 or send email to
support@consultingtoolsusa.
com. We'd like to hear from
you!

Visit us on the web to learn
more about the 360° tools
that make up ViewSuite360,
www.ConsultingToolsUSA.
com. There you will find
sample questionnaires, sam-
ple feedback reports, re-
search articles and more.
Logon now to request a free
trial of the product of your
choice! &

MANAGER VIEW360

Competency Group Summary

 Johari Window

Z-Scores Bar Graph »

satisfaction. Their survey
results suggest that employee
turnover has a direct effect
on customer retention, loyalty
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Consulting Tools Inc. recently
explored the relationship
between leadership effective-
ness (measured as a com-

Research suggests that the single most important contributor
to the feelings of employee satisfaction is the relationship
they have with the leaders of the organization.

and defection. More than
80% of those responding
perceived employee retention
as a problem. As a result,
many companies are taking a
more serious look at the prin-
ciples of talent management
and the impact of leadership
effectiveness on retention.

posite set of 8 specific man-
agement practices) and
several specific outcomes
including employee retention,
job satisfaction, employee
engagement and perceived
stress in a large food service
company as part of their
annual employee satisfaction

surveys over a two year pe-
riod. The employee surveys
were distributed to all corpo-
rate and field employees in
both 2002 and 2004. Single
item measures were used to
assess perceptions of stress,
job satisfaction, engagement,
perceived sensitivity to work
and family issues, and reten-
tion (likeliness of leaving
within the next 12 months).

Results from our statistical
analyses revealed that em-
ployees who perceived that
leaders in his/her organiza-
tion were practicing poor

see Leadership Practices, page 4 »
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Leadership Practices, continued from page 3

management practices reported significantly
higher intentions to leave the organization
within 12 months, greater levels of work
stress and lower overall job satisfaction and
engagement (all p's < .01). These results
were also cross validated with a separate
employee sample 2 years later using the

same leadership effectiveness scale questions
and stress, retention, satisfaction and engage- :

ment questions. Results of these subsequent
analyses were also significant for each of the
independent measures.

Leadership Effectiveness and Climate (N=153)
Signiticant Differences (all p’s < .01)

e 3

High
Effectiveness

Low
Effectiveness

TR
——Job Stress
—=— Retention

—=- Satisfaction

Considerable evidence suggests that leaders
and organizations that understand and re-
spond to both the complexities of the busi-
ness environment and to the basic needs of
their people consistently outperform their less
wise competitors by 30% to 40% (Pfeffer,

Leaders and organizations that
understand and respond
to the basic needs of their people
consistently outperform
their less wise competitors

1998). This appears to be true for all indus-
tries, regardless of their size, age or type. For
example, Fortune’s “100 Best” companies to
work for are more likely to have cultures in
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which employee’s grow and have half the
turnover rate (12.6% vs. 26%) and nearly
twice the applications for employment of
companies not on the list (Work and Family
Newsbrief, 1999).

Leadership and management practices ap-
pear to be critical to a psychologically healthy
workplace and directly lead to measurable
and meaningful outcomes in terms of reten-
tion, satisfaction, perceptions of stress/work-
load and employee engagement (Levinson,
1965; Gilbreath & Benson, 2004; Sy, T.,
Cote, S. & Saavedra, R. 2005). The findings
of our Consulting Tools Inc. study support the
need for continued development and coach-
ing of leaders in critical interpersonal, admin-
istrative and team related competencies to
ensure a psychologically healthy workplace. &



