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EFFECTIVE leadership is critical in today’s 
changing work environment. For any organiza-
tion seeking lasting changes to its performance, 

operational practices and culture, the work must begin 
with leadership. That was the case for one of the 20th 
largest banks in America as they signed on with ADI 
to train more than 2500 bank managers in a behavior-
based performance management system called Preci-
sion Leadership®. This training was part of a broader 
engagement that included coaching for senior leaders 
and upward feedback through ADI’s proprietary survey 
process.

Implementing ADI’s 
Precision Leadership 
Survey and follow-up 
coaching will take the 
guesswork out of  
engagement and put 
your organization on 
the path to building 
sustainable employee 
engagement.
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Successful execution is by definition, 
top-down. Assessing the current impact 
and perceptions of the leadership team in 
any organization is an essential first step 
in driving future performance and, most 
importantly, Discretionary Effort™. The 
Precision Leadership® development pro-
cess begins with a positive accountability 
system: ADI’s online Precision Leadership 
Survey. As ADI’s flagship survey, the Pre-
cision Leadership Survey (PLS) is typically 
used in conjunction with the implementa-
tion of our consulting methodology. The 
upward feedback provided through this 
survey gives specific guidance on manage-
ment practices that those being managed 
or supervised find particularly effective, as 
well as those practices that get in the way of 

optimized performance. 
Across various implementations, ADI 

has encountered the presence of other well-
known surveys, as was the case with this 
large bank. This case study provides valid 
and reliable data that show how the Preci-
sion Leadership Survey can replace, or at 
least maximize, the impact of existing en-
gagement surveys. Many of our clients have 
found success in conducting a well-known, 
global 12-question survey of employee en-
gagement (herein referred to as Engage-
ment Survey) in conjunction with the Pre-
cision Leadership Survey. By comparing the 
data across managers participating in both 
surveys, we performed the following statis-
tical analyses which are summarized at the 
end of this document. 

PRECISION LEADERSHIP SURVEY VS. ENGAGEMENT SURVEY
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STATISTICAL SIGNIFICANCE
99.9% certainty that if someone scores high-
er on the Precision Leadership Survey, they 
will score higher on the Engagement Survey.

REGRESSION ANALYSIS
Regression Equation: Engagement Survey 
score = 2.07 + 0.480*PLS

•	 Plug a PLS score into this equation 
to get an estimate of what the En-
gagement Survey score would be 
for the same individual.

•	 In the equation above, the higher 
the PLS score = the higher the 
Engagement Survey score.

R-sq Value: 40.3%
•	 This tells us how well we can predict 

the Engagement Survey score if we 
have a PLS score and vice versa.

•	 If R-sq was 100% we could abso-
lutely predict the exact value of 
one score given the other.

•	 40.3% is excellent for perception 
surveys and other psychometrics. 

ANOVA F = 31.09 p < 0.001

•	 Illustrates how well the two scores 
are correlated.

•	 The ANOVA above represents a 
positive correlation – therefore, we 
can say with greater than 99.9% 
certainty (1 - p ≥ 0.999) that if one 
of the survey scores is relatively 
high, the other will be as well.

•	 95% certainty (p < 0.05) is the gen-
erally accepted level for reporting 
significant results.

WHAT DOES THE SIGNIFICANT  
CORRELATION IMPLY?

It implies two scenarios (with 99.9% cer-
tainty):

1.	 Managers engaging in behaviors 
that yield high Engagement Sur-
vey scores also engage in behaviors 
that yield high PLS scores.

2.	 What managers do to receive high 
PLS scores also produces high En-
gagement Survey scores.

HOW DOES THIS CORRELATION RELATE 
TO THE WORKING ENVIRONMENT?

Considering both the PLS and the Engage-
ment Survey pinpoint the same aspects of 
the working environment as arranged by 
managers . . .

•	 PLS: the behaviors that produce 
the environment

•	 Engagement Survey: the results of 
those behaviors

. . . we can state that the second implied 
scenario listed above is more relevant: What 
managers do to receive high PLS scores also 
produces high Engagement Survey scores.

CONCLUSION
If you want to create a high-engagement 
working environment as described by one 
of the world’s most notable engagement 
surveys, then motivating your workforce 
to demonstrate the PL Survey behaviors is 
significantly relevant and important. These 
behaviors are leading indicators of engage-
ment. Implementing ADI’s Precision Lead-
ership Survey and follow-up coaching will 
take the guesswork out of engagement and 
put your organization on the path to build-
ing sustainable employee engagement.
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[About ADI]
Regardless of  your industry or exper-
tise, one thing re-mains constant: Peo-
ple power your business. Since 1978 
Aubrey Daniels International (ADI) has 
been dedicated to accelerating the 
business and safety performance of  
companies worldwide by using posi-
tive, practical approaches grounded 
in the science of  behavior and engi-
neered to ensure long-term sustain-
ability. ADI provides clients with the 
tools and methodologies to help move 
people toward positive, results-driven 
accomplishments. Our clients acceler-
ate strategy execution while fostering 
employee engagement and positive 
accountability at all levels of  their or-
ganization. 

CONNECT WITH US

aubreydaniels.com/stay-connected

web: aubreydaniels.com

blog: aubreydanielsblog.com

twitter: twitter.com/aubreydaniels


