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The concept:
Occupational engagement correlates
to high scores in Korn/Ferry’s
assessments for Learning Agility,
Tolerance for Ambiguity, Empathy,
and a Social Leadership Style.

Used to:
Identify and hire job candidates for
top managerial positions who are
likely to have a high level of
occupational engagement.

Measured with:
Three of Korn/Ferry’s
psychometrically developed selfassessments: Decision Styles™,
viaEDGE™, and the Engagement
Architect™.

What’s the formula for high engagement among
executives? After all, that’s exactly what companies
desire: leaders who go above and beyond, maximize
an organization’s performance, and are likely to
stick around.
It turns out that individuals with a specific mix of traits—Empathy, a Social
Leadership Style, Tolerance for Ambiguity, and high Learning Agility—are
five times more likely to be highly engaged than other executives. Perhaps
not coincidentally, they are also three times more likely to be among the
highest paid.
Even résumés loaded with on-target education, experiences, and skills, and
lengthy one-on-one interviews aren’t enough to figure out who will truly
engage—a high-stakes concern when hiring a top-level executive.
Psychologists who study job performance often refer to résumés and
interviews as “hard fit” predictors. So many management candidates have
excellent indications of “hard fit”; how is a company to choose?

Important because:
Engagement levels have been linked
to individual job and company
performance repeatedly throughout
the psychological research literature.
These findings verify that Korn/Ferry’s
assessments can assist organizations
in identifying job candidates who will
positively affect the bottom line.

To help answer this question, organizational psychologists have developed
many measures of “soft fit.” These size up facets such as personality, social
behavior, emotional makeup, adaptability, and approach to problem-solving.
Several studies over many decades have shown the utility of such measures
in singling out the dynamic, high-impact leaders from among a pool of
extremely qualified candidates.
Engagement reflects the extent to which professionals are satisfied with
and emotionally invested in their jobs, and whether they will expend
discretionary effort for their organizations. Given how crucial that is to
individual and company performance, it would be useful if organizations
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had “soft fit” measures that could predict which employees and/or
candidates were likely to be highly engaged. With this in mind, the
Research and Development group at Korn/Ferry International sought to
determine whether the firm’s proprietary Decision Styles and viaEdge
assessments could distinguish the most highly engaged1 respondents from
among a sample of 952 managerial professionals from the United States,
UK, Australia, and Canada.
Statistical modeling yielded clear and significant results: management
professionals with high scores on Learning Agility and Empathy (measured
with viaEdge), as well as a predominately Social Leadership Style and high
Tolerance for Ambiguity (assessed with Decision Styles), were five times
more likely to be highly engaged in their jobs than those with other
combinations of strengths. Moreover, top scorers on all four measures were
three times more likely to be among the top 10 percent of earners.
Companies worldwide have become more attentive to engagement levels
and for good reason—it has been linked to job and organization
performance repeatedly throughout the psychological research literature.
Elsewhere, low employee engagement has been called a “global epidemic”
with far-reaching consequences. A recent study by Gallup found that more
than 70 percent of the workforce in the United States experiences low
occupational engagement, resulting in a nationwide $300 billion loss in
productivity.
So how do the attributes Korn/Ferry identified affect engagement?
Learning Agility refers to an individual’s capacity for novelty and challengeseeking, adaptability, cognitive flexibility, resourcefulness, and relationship
management. Individuals who are highly learning agile tend to score highly
on measures of self-awareness, and they place a particularly high value on
their experiences in order to make the most of the knowledge they’ve
gained in new situations. That behavior appears conducive to engagement.
High marks for Empathy and a Social Leadership Style, which imply that
managers have strong communication skills and have forged relationships
with coworkers and direct reports, are also contributors to engagement.
Tolerance for Ambiguity suggests a personal flexibility that keeps them at
ease and effective in the workplace, even as the business climate generally
becomes more volatile. They can roll with the punches and stay engaged in
their jobs.
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Meaning those engaged at or above the 90th percentile of the sample. Lominger’s Engagement
Architect was used to measure engagement.
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