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Introduction
Over 70% of the global workforce is either not fully engaged or actively disengaged at work, per a
recent poll by Mercer | Sirota. In fact, only about 1 in 3 employees report strong feelings of pride,
commitment, and energy related to their workplace.1 However, evidence suggests organizations that
achieve high levels of employee engagement have higher levels of customer satisfaction, profit, safety,
and other important business outcomes.2 CEOs and senior leaders across the world cite it as one of
their top challenges,2 resulting in companies pouring millions of dollars annually into engagement
programs.3 Even so, overall employee engagement levels haven’t changed in the last three years.4
Therefore, given that a key driver of an employee’s engagement is the behavior and practices of their
immediate boss, engaging leaders are the first step to create engaged employees.

What Is An Engaging Leader?
Engagement is the degree to which employees think, feel, and act in ways that show their commitment
to the organization. Engaged employees are energized, proud, enthusiastic, and have positive attitudes
at work.5 Leaders can encourage employee engagement by improving communication with employees,
creating an environment where employees feel valued,6 and providing resources such as constructive
feedback.7
Leaders serve as role models to their employees, and their personality influences how the employees
act.8 In fact, it’s the personality of the leader that predicts the quality of their relationships with
team members, more so than the personality traits of all the team members. In other words, leader
personality dictates the quality of the relationship rather than the other way around.9
Hogan argues that an engaging leader will possess certain personality characteristics, which directly
affect employee engagement. In a study conducted at a leading refiner and marketer of transportation
fuels, Hogan found that a manager’s personality influenced direct reports’ perceptions of his or her
managerial performance. Managers who were perceived by employees as organized and dependable,
practical and hands-on, and interested in providing training and development were more effective – and
effective managers were twice as likely to have highly engaged employees.
Another study conducted by Hogan found that the personality of managers at a leading manufacturer
of jetliners and military aircraft predicts employee engagement. Managers who were calm, businessfocused, organized and willing to listen were three times more likely to have highly engaged
employees, as compared to managers described as manipulative, arrogant, distractible, and overly
attention-seeking.
Finally, Hogan examined employee engagement and leader personality at a leading broadcaster and
satellite service provider. Findings showed that more engaging leaders were friendly and cooperative,
practical and process-oriented, energetic and entertaining, flexible and progressive, and create
environments that are enjoyable. Together, these studies demonstrate the utility of personality as a
predictor of engaging leadership behaviors.
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Why is This Important?
The bottom line is that engaged employees are better workers and engaging leaders encourage
employee engagement through the environment they create. Leadership personality and values
contribute to the overall organizational culture.10 However, despite the evidence of a strong link between
the personality of the leader and employee engagement levels, the vast majority of organizations fail
to make this connection when it comes to taking action on their engagement survey results. Helping
leaders understand how their personality impacts the energy and productivity they get from their team
is the first step in helping the organization create a more engaged workforce – starting from the core:
the leader/employee dynamic.

How Can I Use This Information?
Companies with highly engaged workforces show higher returns on assets, are more profitable, and
demonstrate nearly twice the value to their shareholders, compared to companies characterized by low
employee engagement.11 Research clearly shows that possessing an engaged workforce could mean the
difference between a profitable organization and failure.
To help organizations create a more engaged workforce through leadership, Hogan and Mercer |
Sirota teamed up to create the Engaging Leader report. This report represents an effort to uncover
relationships between individual leader personality and employee engagement by giving leaders
information about how they behave and how that directly affects their teams’ engagement. By
leveraging the Engaging Leader report, organizations can develop leaders who will create an
environment that engages employees.
For more information on the Engaging Leader report, visit theengagingleader.com
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