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INTRODUCTION: 
THE IMPORTANCE OF 
DIGNITY IN LEADERSHIP
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We all have good days and bad days at work. On the good days, 
we get a sense of our potential, affirmations about our ability to 
do our jobs and opportunities to flourish. On the bad days, some 
or all of those sentiments can come crashing down.

What sustains us through those peaks and valleys is a feeling 
of dignity about what it is we do and the goals we’re chasing. 
Workplace dignity (WPD) can be broadly defined as the personal 
sense of worth that comes from engaging in work.1 This sense of

dignity can come from the individual employee, or it can come 
through the recognition of others, and it both rises and falls over 
time. Most importantly, every employee harbors this perception, 
from the newly minted intern to the most senior leader in the 
organization. However, in plenty of interventions that a human 
resources (HR) or learning and development (L&D) function 
handles with the intent of bolstering employees’ sense of worth, 
a light might never shine on the needs of leaders.

1 Lucas, K. (2017). Workplace dignity. In The International Encyclopedia of Organizational Communication (C. Scott & L. Lewis, eds.). Wiley: New York.
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WHY WORRY ABOUT 
LEADERS’ DIGNITY 
IN THE WORKPLACE?
It may be tempting to brush off the idea that WPD 
would even be an issue, under the assumption 
that leaders’ perceptions of dignity are inherently 
positive. Or at least, a vague notion that leaders 
somehow “know better,” or aren’t subject to the 
same influences at work that everyone underneath 
them in the organizational hierarchy is shaped 
by. But is that really true? Or are organizations 
making a blind gamble with their leaders through 
this omission?

Copyright © 2022 Leadership Studies, Inc. All rights reserved.
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INVESTMENT IN LEADERS/RETENTION

Great leaders are not a dime a dozen. For the majority 
of leaders, their expertise and management skills are a 
long-term project that has been crafted by other leaders, 
followers, and the culture of an organization at large. 
Losing a leader is seldom easy to recover from, and it 
may take years before the next person to fill their shoes 
is primed and ready to pick up where things were left off.

WEATHERING CHANGE (SHIFTS IN 
VALUES/READINESS)

While globalization has had many effects on business, 
one of its more universal impacts has been to accelerate 
the pace of change. What were once tried and true work 
processes may face rapid evolution as organizational 
goals, market pressures, and other factors force swifter 
alterations to these processes than leaders may have 
planned for.

UNCERTAINTY OF REMOTE/HYBRID 
WORK ARRANGEMENTS

While many companies used remote and hybrid work 
arrangements prior to 2020, a significant clutch of 
organizations found themselves in uncharted waters 
with the swift rise of remote work. For leaders having to 
navigate these seas, many things were uncertain: What’s 
the best way to scale remote work without sacrificing 
productivity? How do teams need to communicate? 
What are the new workflow problems and skill shortfalls 
that leaders need to identify and address? Addressing 
the onslaught of such questions in a relatively short 
span of time taxed the resources and resolve of many 
employee populations, and leaders were not immune 
from the impacts – both in terms of their need to meet 
company’s challenges and manage their own personal 
experience with remote/hybrid work.

LET’S DISCUSS SOME OF THE REASONS TO PAY ATTENTION TO WPD 
IN LEADERSHIP:
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GREAT RESIGNATION/WAR 
FOR TALENT

With the so-called Great Resignation of 2020-2021, 
many organizations acutely felt voids opening up in their 
workforces across many levels. Sometimes, employees 
were leaving because of policy disagreements, while in 
other cases the rise of remote/hybrid work broadened the 
talent pool considerably for roles that a company might 
have had difficulty filling when confined to only sourcing 
local (or willing-to-be-local) talent. Leaders at the helm of 
teams, departments and organizations may have seen 
attempts to stem the outflow of talent as futile, particularly 
if the company was caught unprepared for the exodus. 

ALIGNMENT ACROSS MULTIPLE 
LEVELS OF MANAGEMENT

When the chain of command isn’t aligned, friction and 
miscommunication sneaks in. For instance, if one leader is 
lacking on skills important to meeting the diversity, equity 
and inclusion (DEI) goals of the organization, chances are 
that multiple leaders lack them too, and it doesn’t take 
much to see how a few missteps due to underdeveloped 
critical thinking skills (i.e., managing impulses, recognizing 
bias and preconceived notions) can result in leaders 
who unintentionally steer company culture in unwanted 
directions. When communication flow is bad on top of 
that, fires have to burn bigger before they get a response.  

While the preceding list isn’t exhaustive, the point is that the combination 
of several factors can weigh on the way that leaders see the worth in 
their day-to-day engagement with the activities of leadership. 

Which begs the question:

WHAT DRIVES LEADERS’ WORKPLACE DIGNITY?
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WHAT DRIVES LEADERS’ 
WORKPLACE DIGNITY?
That’s what we’re here to discuss.

In 2022, The Center for Leadership Studies (CLS) partnered with Training 
Industry, Inc. to conduct a study about what predicts WPD in a group of 
leaders from a variety of organizations.  

We surveyed hundreds of leaders and crunched the numbers to end 
up with 361 responses from those in front-line, middle and senior 
management positions in mid- to large-size companies across a variety 
of industries, including health care, technology, banking and finance, 
manufacturing and government. 

Using validated measures, which will be described in pages to follow, we 
measured the WPD of these leaders as well as other concepts such as 
adaptability and satisfaction to seek the answers to questions not just 
about what drives the WPD in leaders, but also:

 » What does a high-WPD leader look like?
 » What do organizations with high-WPD leaders look like?
 » What can organizations do to support high-WPD leaders?

In the sections ahead, we’ll answer these questions in detail. First, however, 
let’s take a good look at what WPD means and how it’s experienced.

Copyright © 2022 Leadership Studies, Inc. All rights reserved.
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THE DIGNITY IDEA: 
DEFINING WHAT IT IS
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2 Lucas, K. (2015). Workplace dignity: Communicating inherent, earned, and remediated dignity. Journal of Management Studies, 52(5), 621-646.
3 Lucas, K. (2017). Workplace dignity. In The International Encyclopedia of Organizational Communication (C. Scott & L. Lewis, eds.). Wiley: New York. Quote taken from page 2551.

INHERENT DIGNITY EARNED DIGNITY REMEDIATED DIGNITY 
Inherent dignity relates to the 
unconditional dignity afforded to 
everyone as a matter of human ethics. 
Said another way, it’s why employees 
should be able to expect not to be 
abused, injured, or otherwise harmed 
or taken advantage of by an employer. 
From the perspective of leadership, it’s 
the moral baseline of how employees 
are treated.

Earned dignity, on the other hand, is 
conditional, representing the idea that 
there are aspects of WPD that are not 
automatically granted to employees. 
Said another way, while employees 
should be able to expect not to be 
abused, etc., by an employer, they also 
shouldn’t expect praise and bonuses 
and flexibility “just because.” It involves 
aspects of worth that come through 
the work itself and its outcomes due 
to the efforts of that employee. 

In contrast to inherent and earned 
dignity, which focus on the positive 
experience of dignity, remediated 
dignity comes from a position of 
grievance. It’s about regaining dignity, 
riding the inevitable back and forth 
that occurs over time, and having 
dignity correctly reinstated in instances 
where it may have been incorrectly 
taken away. In short, it’s dealing with 
indignity as a necessary part of the 
experience of dignity. As stated by 
scholars, WPD “tends to be understood 
and experienced by its absence rather 
than its presence.”3 

Earlier we described WPD as the personal sense of worth that comes from engaging in work. Broadly, that’s a good working 
definition. But to get into the details of where that comes from, we need to go further. According to management scholars, 
WPD is a combination of three concepts:2 
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So, WPD represents this cluster of experiences: the dignity we’re due, the dignity we earn and the dignity we earn back. This may still 
seem abstract when it comes to how that could be assessed, so ...

4 Thomas, B., & Lucas, K. (2019). Development and validation of the Workplace Dignity Scale. Group & Organization Management, 44(1), 72-111.

WORKPLACE DIGNITY IN LEADERSHIP > THE DIGNITY IDEA: DEFINING WHAT IT IS

Respectful interactions with others – that social and 
work-related exchanges afford individuals a sense of 
WPD on the surface.

Recognition of competence and contribution – that 
it’s not simply a matter of being competent, but 
being seen as competent and recognized for it.

Demonstrations of equality – that things are fair when 
they should be fair, and people are treated as equals.

A sense of inherent value – that exchanges with 
others don’t make the leader feel expendable.

A general subjective feeling of dignity – that leaders 
have a cumulative sense of WPD that’s guided by the 
interplay of the rest of their experiences as they relate 
to inherent, earned, and remediated forms of dignity.

LET’S TALK ABOUT HOW IT BREAKS DOWN INTO TANGIBLE EXPERIENCES 
WHEN BEING MEASURED:4
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5 Thomas, B., & Lucas, K. (2019). Development and validation 
of the Workplace Dignity Scale. Group & Organization 
Management, 44(1), 72-111.

6 Scott-Campbell, C., & Williams, M. (2020). Validating the 
Workplace Dignity Scale. Collabra: Psychology, 6(1), 31.

12

When brought down to the level of experience, it’s 
easy to see how the day-to-day machinations of 
work can shape a leader’s WPD, in turn shaping how 
they react to other members of the organization 
and its governance. Additionally, the approach to 
measuring WPD this way has been validated5 and 
re-validated.6 

But dignity doesn’t exist in a vacuum, so other 
things must shape it, right? That’s why a measure 
was created in the first place, and in the validation 
studies referenced above WPD has been found to 
relate to things such as feelings of interpersonal 
justice at work, a sense of status at work, and 
employee engagement. So, in a sense the 
overarching question in this study is not about 
proving or refuting WPD as a concept, per se, but 
asking: What does it look like for leaders?
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THE DIGNITY CHASE: 
HOW WE EXPLORED IT
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As we’ve discussed, WPD is an important 
component of the overall work experience. This 
has been shown through multiple studies that 
have examined the experience of dignity in blue-
collar employees7  and service workers.8 To date, 
however, scant attention has been paid to what 
WPD might look like inside the management 
layers of organizations and the types of things that 
uniquely shape the experience of WPD for leaders 
in particular.

Let’s introduce the other factors we measured in 
our study. We selected a range of tools to assess 
different aspects of leadership that (a) may be 
meaningfully related to the WPD of leaders and (b) 
are generally desirable for the long-term success 
of high-performing organizations. 

7 Lucas, K. (2011). Blue-collar discourses of workplace dignity: 
Using outgroup comparisons to construct positive identities. 
Management Communications Quarterly, 25(2), 353-374.

8 Berg, P. & Frost, A. C. (2005). Dignity at work for low wage, low skill 
service workers. Relations industrielles/Industrial Relations, 
60(4), 657–682.
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TEAM ADAPTABILITY
Team adaptability concerns how a leader 
responds to changes that affect their 
individual role and their wider team.9 It 
involves things like whether the leader learns 
new things and feels like they are coping well 
with the level of change occurring in their 
organization. In short, leaders’ responses 
provide insights into the question, “Can I 
respond to changes in my team and in my 
role as a member of the team?”

LEADER ADAPTABILITY
Leader adaptability concerns how the 
individual in the level above the leader 
taking the survey effectively adapts how 
they lead. Said another way, if the survey 
respondent is in middle management, this 
set of questions asks them about the senior 
manager above them. If the respondents 
were in senior management, it asks them 
about the executive above them. The 
content of these questions included aspects 
of how this “leader of leaders” influences 
others when there are questions of ability, 
motivation or confidence to overcoming 
obstacles. In short, leaders’ responses 
provide insights into the question, “Does 
the leader above me respond to changes in 
a way that’s adaptive?”

WORKPLACE STATUS
Workplace status is defined as the level of 
status and prestige felt by a leader.10 While 
this type or prominence can come by way 
of an individual’s title, the perspective on 
it is subjective and often relative to how 
other members of the organization relate 
to that leader. In short, leaders’ responses 
provide insights into the question, “Do I feel 
respected in my role as a leader?”

9 Griffin, M. A., Neal, A., & Parker, S. K. (2007). A new model of work role performance: Positive behavior in uncertain and interdependent contexts. Academy of Management Journal, 
50(2), 327-347.

10 Djurdjevic , E., Stoverink , A. C., Klotz, A. C., Koopman, J., da Motta Veiga , S. P., Yam, K. C., & Chiang, J. T. (2017). Workplace status: The development and validation of a scale. Journal 
of Applied Psychology, 102(7), 1124-1147.
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LEADER-MEMBER 
CONVERSATIONAL QUALITY
Leader-member conversational quality is 
what it sounds like – the quality of interaction 
between leaders and their direct reports, 
particularly with respect to whether those 
communications are efficient, coordinated, 
and accurate.11 In short, leaders’ responses 
provide insights into the question, “Are 
the interactions with the leader above me 
positive and productive?”

MEANINGFULNESS 
AT WORK

The meaning of work is defined as the 
overall experience of significance, value or 
purpose through work.12 This was measured 
by the Comprehensive Meaningfulness at 
Work Scale (CMWS), which covers concepts 
related to meaning such as seeking unity 
with others, realizing potential and self-
development. In short, leaders’ responses 
provide insights into the question, “Do I 
value my work as a leader?” Or even more 
simply, “Why am I at work?”

ENGAGEMENT 

We measured different aspects of 
engagement with work such as job 
satisfaction, work-family balance and work 
centrality (i.e., the extent to which a job is a 
defining feature of life).13 In short, leaders’ 
responses provide insights into questions 
such as, “Is my work satisfying/balanced?”

11 Jian, G., Shi, X., & Dalisay, F. (2014). Leader member conversational quality: Scale development and validation through three studies. Management Communication Quarterly, 28(3), 
375-403.

12 Lips Wiersma, M., & Wright, S. (2012). Measuring the meaning of meaningful work: Development and validation of the comprehensive meaningful work scale (CMWS). Group & 
Organization Management, 37(5), 655-685.

13 Fisher, G. G., Matthews, R. A., & Gibbons, A. M. (2016). Developing and investigating the use of single-item measures in organizational research. Journal of Occupational Health 
Psychology, 21(1), 3-23.
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THE DIGNITY SOURCE: 
WHAT WE FOUND
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The main findings of our research can be broken down into two sections. The first section reviews the results of a 
correlational analysis, which answers the question, “What is related to WPD?” The second section describes a linear 
regression model that answers the question, “What predicts WPD?”

18Copyright © 2022 Leadership Studies, Inc. All rights reserved.
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CORRELATIONS
First, we ran a correlational model with all of the concepts described in the last section, in addition to other factors 
such as the effectiveness of leadership training, the number of learning modalities, whether the organization worked 
remotely or in person, and turnover intentions. Next, we’ll describe what the model results can tell us about leaders’ 
sense of dignity and the organizations they work for.
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Leaders with higher WPD tend to be those who are more adaptable 
to their teams. They are also likely to report to leaders who are 
equally agile and effective within their teams. Leaders with high 
WPD have interactions with those they report to whereby they 
make good use of time, preparation and assumption-testing. 
These leaders feel like they are respected and recognized for what 
they do by those they work with. When it comes to the things that 
are harder to directly influence, though, is where the relationships 
take on a different meaning. Because these are correlations, 
it simply means both things seem to go up or down together a 
significant portion of the time. 

In that light, it makes sense that our results would show 
that higher WPD for leaders is related to higher levels of job 
satisfaction and a stronger sense of meaningfulness for the 
work of leading others, all while being able to strike a healthy 
work-life balance – albeit one in which work is seen as a central 
part of how leaders define themselves as individuals.

Of note is that the size of these correlations we found can be 
considered medium to large by statistical standards.14 While it 
may make sense that some of what we described would turn 
out the way it did, the important takeaway is that the size of the 
relationships we found was not small for anything that’s been 
described. Also worth noting is that prior to conducting our 
analysis, we explored whether WPD was significantly different 
based on the seniority of the leader. In short, we wanted to know 
whether middle managers had different levels of WPD than their 
more senior colleagues. What did we find? No relationship.15 We 
interpret that to mean that the level of the leader isn’t a significant 
factor in their experience of WPD – for example, no higher level of 
dignity automatically comes with a promotion to a higher level of 
management, based on our findings.

RELATED TO HIGHER WPD

Better job satisfaction

Better work-life balance

Higher sense of work as central to 
self-concept

Work seen as more meaningful

WHAT CAN WE SAY IS 
TYPICAL OF LEADERS WHO 
EXPERIENCE HIGH WPD?

14 Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). Routledge.
15 ANOVA, F(2,357) = 0.02, p = 0.98
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Our correlation results show that companies where high-WPD 
leaders are found can be readily described both in terms of what 
does and doesn’t matter about the working environment and 
organizational culture. First, we found that a positive climate 
for leadership development was associated with higher WPD. 
This climate can be described as one where the organization 
emphasizes a positive employee experience, facilitates both formal 
and informal leader development, and provides an appropriate level 
of resources to do so. Such organizations also tend to offer leaders 
a slightly larger number of learning modalities. But perhaps most 
importantly, ratings of training effectiveness tend to be higher in 
these companies. In other words, not only is the climate positive 
and the offerings varied, but what’s delivered actually works to 
improve leadership skills in the organization.

Of note is that one of things that was not significantly different about 
the companies of leaders with high WPD was that the virtualization 
of work didn’t appear to matter. We specifically tested whether 
scores on our WPD measure were different based on whether 
leaders worked remotely, in a hybrid arrangement or in person, and 
the analysis ultimately suggests that it doesn’t matter to WPD.16  
Similarly, our analysis failed to find that WPD was related to the 
size of the organization the leader works for. In other words, WPD is 
not something that small companies tend to have and larger ones 
don’t, or vice versa – it’s about the leaders and how their roles fit 
into the larger architecture of the organization, regardless of its size.

WHAT CAN WE SAY IS 
DISTINCTIVE ABOUT THE 
ORGANIZATIONS WHERE 
HIGH-WPD LEADERS WORK?

16 ANOVA, F(2,356) = 0.51, p = 0.60

RELATED TO HIGH WPD CONTEXTS
Positive climate for leadership 
development

More available modalities for learning 
new things

Highly-effective training
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THE PREDICTIVE MODEL
In the second part of our analysis plan, we ran a regression model that sought to explain what predicts WPD out 
of the concepts that we measured. In other words, what is it that organizations need to keep maintained in their 
leaders if they want to continually stoke the fire of high WPD?

Overall, our predictive model was significant.17 We accounted for about 76% of the variability in WPD scores in 
leaders, per this model and combination of factors. Next, we’ll describe what mattered most in claiming that 76%.

17 F(12,342) = 96.6, p < 001, R2 = 0.764
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Our story of what “moves the needle” of WPD in leaders actually 
starts with the leaders they report to. Both the adaptability of the 
leader above them and the quality of the interactions they have 
together were significant predictors of the dignity experienced by 
leaders in their roles. But of course it’s not only about looking up the 
organizational chart, as we found team adaptability was significant 
as well. This means that the extent to which a leader deals with 
changes, learns and adapts, responds constructively and flexibly, 
the more that leader builds a sense of dignity about their work. 
Lastly and relatedly, how this work is seen and the status it brings 
to the leader at a broad level contributes to WPD as well.

WHAT CAN WE SAY ACTUALLY 
AFFECTS WPD?

PREDICTS HIGHER WPD
Adaptability of the leader 
above them

High-quality communication between 
levels of leaders

A leader’s adaptability to their 
own team

Afforded high workplace status

https://situational.com/
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It may be helpful to see a comparison of what a high- 
and low-WPD leader might look like, as described 
by this model. Figure 1 displays the averages for 
two groups of leaders: the leaders whose average 
score on the WPD scale was in the top 25% of 
all leaders who participated in our study were 
designated as high WPD leaders18, and those in 
the bottom 25% as low WPD leaders.19 Effectively, 
this removes the entire middle half of the survey 
sample based on WPD scores, in order to highlight 
the differences. All data are represented on a five-
point scale, with five being desirable/positive/etc.

What does Figure 1 show? Leaders aren’t flying 
solo when it comes to their sense of dignity as a 
leader. It comes from a combination of factors, 
including the leader above them, those around 
them, and their willingness to take a flexible 
approach to leadership itself.

18 N = 67
19 N = 90

FIGURE 1 | Comparing Scores 
for High vs Low WPD Leaders
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CONCLUSIONS: 
BRINGING DIGNITY 
TO LEADERSHIP
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In the introduction, we discussed why dignity is 
important to leaders and why it’s important for 
organizations to consider. Good governance isn’t 
easy, but that’s not news. On the other hand, 
organizations routinely face enormous amounts 
of change all the time, and in the swirling dust 
it can be easy to lose sight of how the layers of 
managers are faring. That’s why their sense of 
dignity matters — and why it should matter to any 
organization investing in their leaders and their 
long-term retention. 

26
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We suggested earlier that leaders need to work on competencies that help them grapple with uncertainty, stay atop communication loops 
with employees, survive the war for talent on their teams, guide those teams through periods of change in goals and shifts in values, while 
maintaining an alignment across leadership levels. But does what we found gel with that picture? 

THEIR ADAPTABILITY TO 
THEIR OWN TEAM.

THE ADAPTABILITY OF THE 
LEADERS ABOVE THEM. 

THE RICHNESS OF 
CONVERSATIONS WITH THE 

LEADERS ABOVE THEM. 

THE FELT RESPECT 
OF OTHERS IN THEIR 

WORKPLACE.
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TO SUMMARIZE, OUR RESEARCH SHOWED THAT THE WPD FELT BY 
LEADERS IS A MATTER OF: 

https://situational.com/
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Leaders with high WPD also tend to be at 
organizations with a climate for development and 
effective training offered in multiple modalities, 
and are more engaged with the work they do. What 
doesn’t seem to matter to the WPD of leaders 
is the degree of remote or hybrid work, and the 
overall size of the organization.

To answer our earlier question, our results do 
largely line up with what we expected. Dignity is 
important to leadership, and is statistically linked 
to a coherent pattern of factors involving how a 
leader relates to others, how others relate to them, 
and their adaptability. 

Copyright © 2022 Leadership Studies, Inc. All rights reserved.Copyright © 2022 Leadership Studies, Inc. All rights reserved.

WORKPLACE DIGNITY IN LEADERSHIP > CONCLUSIONS: BRINGING DIGNITY TO LEADERSHIP

https://situational.com/


29Copyright © 2022 Leadership Studies, Inc. All rights reserved.

WORKPLACE DIGNITY IN LEADERSHIP > CONCLUSIONS: BRINGING DIGNITY TO LEADERSHIP

But one may still ask, “well, so what? Feelings aren’t dollars.” Fair point, but in our survey we also asked 
leaders to characterize the performance of their employer on a 5-point scale. Across many of these ratings, 
from revenue growth to profitability to market share, we found a positive relationship with higher WPD. In short, 
where you find successful, healthy, growing organizations, you also tend to find leaders with a deeper sense of 
dignity about being a leader.
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SUGGESTED PRACTICES TO FOSTER DIGNITY IN LEADERS
WHAT ARE A FEW THINGS ORGANIZATIONS CAN DO?

FOCUS ON TRAINING QUALITYENCOURAGE COMMUNICATION 
SKILLS TRAINING

PROVIDE ADAPTABILITY 
TRAINING ACROSS MULTIPLE 

LEVELS OF LEADERSHIP
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At CLS, we are passionate about helping organizations enable their leaders to engage in effective performance conversations that build 
trust, increase productivity and drive behavior change. Contact our team to learn how we can help you!

Our results show that adaptability is 
important for both leaders and the leaders 
of leaders. In practice, this flexibility 
means that leaders possess the ability to 
match their leadership approach to meet 
the performance needs of the follower/
other leader/situation that they’re facing. 
As such, providing leaders with training 
that specifically targets their situational 
adaptability should have impacts not 
only on their performance, but on the 
performance of any other leaders in their 
reporting hierarchy.

For leader-member interactions to be 
useful, leaders need to be able to read 
situations and adjust their approach to 
fit the moment. This involves managerial 
skills around competencies such as 
managing impulses, counteracting bias, 
and identifying and countermanding 
preconceived notions when interacting with 
others – and other leaders.

One of the main takeaways from our 
results was that the quality of leadership 
development programs matters. This 
is true for the climate and attitudes the 
organization has toward leadership training, 
the effectiveness of delivery and the 
breadth of options available to leaders. To 
the extent that an organization meets the 
learning needs of its leaders, emphasizes 
the development of competencies related 
to adaptability and communication, and can 
do these things in a way that is efficient and 
impactful, the more that organization will 
produce and propagate effective leaders.

https://situational.com/
https://situational.com/contact-us/?utm_source=workplace_dignity_in_leadership&utm_medium=ebook&utm_campaign=wpd
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THE CENTER FOR LEADERSHIP STUDIES
For more than 50 years, The Center for Leadership 
Studies (CLS) has been at the forefront of leadership 
training and organizational development. CLS is the global 
home of the original Situational Leadership® Model — the 
most successful and widely adopted leadership training 
model available. Using this research-based model as the 
foundation, our influence-focused courses enable leaders 
to engage in effective performance conversations that build 
trust, increase productivity and drive behavior change.

Learn more at situational.com. 

TRAINING INDUSTRY, INC.
Our focus is on providing dedicated business and training 
professionals the information, insight and tools needed 
to more effectively manage the business of learning. 
Our website spotlights the latest news, articles and best 
practices within the training industry.

For more information, visit TrainingIndustry.com.
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ABOUT THIS RESEARCH
Surveys were collected from 361 front-line, middle and senior managers in 2022. 
All statistical analyses were conducted using R v4.11.  
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