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Leadership Pulse Introduction

• Bi-Monthly Leadership Learning  

– Over 4,000 executives around the world have participated in the 

Leadership Pulse Dialogue since it began in June, 2003

– All individuals in the study receive Pulse Dialogues™ (our term for 

surveys) every two months and dialogue results in formats such as this 

high-level Power Point report. In addition we offer respondent on-line 

reports and longer technical reports that include statistical analysis. 

• Current Topics

– Measured current leader energy data and report on energy trends. In 

addition, we investigated leaders’ perceptions of the importance of various 

cash and non-cash rewards. 

• Why do the study?

– Data and Dialogue drive learning; we are providing real-time learning to 

our stakeholders.  
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Sample Characteristics

Current sample size: 304 respondents

Job Levels: 63.5% of the sample were executive level (C-core, VP, and Director) and 

28.6% were non-executive leaders (Senior managers, managers, professionals in non-

managerial positions).  A small percentage (7.9%) did not provide job level data.

Industry Sectors: 17 industry sectors were represented, including: 11.0%, 

manufacturing, 11.0% health care, 12.0% retail trade, 13.0% services (not consulting), 

23.0% government/not for-profits, and the remaining 30% came from a variety of  other 

sectors.

Company Size Distribution:

“Less than 100” employees (36.2%)

“101-5,000” 30.3%.

“More than 5,001” (22.7%) 

Not reporting company size, 10.9% of the sample.
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Leader Energy – Current and Trends 



Copyright, © 2007, Dr. Theresa M. Welbourne
5

Energy Pulse™

As a reminder, we are tracking leadership energy – a proven and predictive metric (predicts 

performance at the firm, team and individual levels).  
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Current Leader Energy

Note that within our sample, 22% of the respondents are 

reporting in what we call the “danger zones” (either overly 

energized to the point of potential burnout or not energized, 

reflecting apathy and/or low productivity.  
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Energy Trend

Overall, leader energy levels are trending up from their low point 
in June, 2007. In addition, within person change, or the amount 
of change in energy of respondents who participated in this and 
the previous dialogue reveal an overall increase in leader 
energy. The increase is statistically significant.

Change in energy from June 2007 to September 

2007 is significant, t(303) = 3.46, p =.001
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Leader Energy by Industry
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Productivity Zone Status The closer 

to zero the 

better.  A 

score of 

zero 

indicates 

that 

leaders' 

current 

energy is 

the same 

as the 

energy 

where they 

report 

being most 

productive.  

Scores 

greater 

(less) than 

one are of 

concern.

* Change column arrows indicate magnitude and direction of energy change from last pulse



Copyright, © 2007, Dr. Theresa M. Welbourne
10

Energy Comment Posed

• Leaders were asked:

– “Please take time to share with us the key events or issues that are affecting 
your energy at work. Also, if you have suggestions for countering any 'energy 
draining' events, let us know.”

• Top 3 Energizers

– Interesting/challenging work 

– Teamwork

– Recognition / compensated for meeting goals, timelines, deadlines, etc. 

• Top 3 De-energizers

– Workload (too much)

– Constant change/initiatives (lack of direction)

– Micro-management practices. Non-C-core leaders report not enough 
empowerment/decision-making authority to complete assignments.

• Further detailed analysis of comment data will be available in the 

technical report and our webinars.
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Cash and Non-Cash Compensation 

Results



Copyright, © 2007, Dr. Theresa M. Welbourne
12

Rewards:  What do they want?  

• We asked leaders to rate the importance of 5 forms of cash and 7 forms of non-cash compensation 

using two perspectives: importance to self and importance to those who report to them.

• The 5 forms of cash compensation were:

– Cash compensation (base pay, increases in base pay, bonus). 

– Team-based compensation (bonus or reward for achieving team goals 

– Business-unit or plant-based compensation (gain sharing, site-level bonus or profit sharing system at 

the business unit level 

– Organization-wide based compensation (profit sharing, stock plans, etc.). Importance to you 

personally: 

– Benefits programs that accrue as part of employment (health care, retirement, etc.) 

• The 7 forms of non-cash compensation were:

– Being given responsibility for high profile projects 

– Being promoted in job level 

– Having your ideas implemented by the organization 

– Training or education programs that are provided by your organization 

– Non-cash recognition in the form of praise from managers 

– Non-cash items in the form of formal recognition (awards, plaques, winning formal awards such as 

employee of the month, etc. 

– Non-cash compensation in the form of gifts that hold cash value and that you can personally use 

(trips, clothing, certificates, etc.). 
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Compensation: Percentage rating factor 
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Compensation Factor Gap Percent

Org-wide based compensation 11%

Ideas implemented 9%

High profile projects 7%

Business-unit or plant-based compensation 7%

Team-based compensation 4%

Benefits 3%

Training/education 1%

Cash -8%

Praise -11%

Gifts -12%

Promoted in job level -15%

Formal recognition -16%

Compensation Gap: Difference between 

Importance to Self and Importance to Direct 

Reports
Negative gap scores reflect leaders’ belief that the compensation 

factor is more important to direct report, while positive numbers 

reflect leaders’ belief the factor is more important personally
Largest 

difference 

between 

importance to 

leaders (self) 

compared to 

direct reports

Largest 

difference in 

importance to 

direct reports 

compared to 

leaders
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What it means for 2008

• Having your ideas implemented ranks 

as #1 for leaders and #2 for their 

employees.  

• Topic for our webinar is “How to use 

this finding to craft a better rewards 

strategy that can be used to help 

harness employee energy and drive 

results.” 



Copyright, © 2007, Dr. Theresa M. Welbourne
16

Next Steps

• Technical report with details available 

soon 

• Webinar to review results will be 

announced in our next newsletter

• Leaders Team Pulse participants:  We 

will be reviewing your data with you 

individually 
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FOR MORE INFORMATION

ABOUT THIS RESEARCH go to:

http://www.eepulse.com/leadership.html

Or

If you are interested in expanded 

participation for an organization,

Visit: 

http://www.eepulse.com/documents/pdfs/L

eadership.team.pulse.intro.may.2007.pdf /

http://www.eepulse.com/leadership.html
http://www.eepulse.com/

