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Abstract

This study introduces the PsychoBioDynamic Management (PBDM) model, a novel human-centered management
framework that integrates emotional intelligence, lifestyle balance, and biological self-requlation as determinants of
managerial effectiveness. Traditional management theories (Classical, Neo-Classical, and Modern) have been criticized
for neglecting the biological and emotional dimensions of human behavior in organizational contexts. Addressing this
gap, the PBDM model conceptualizes managerial performance as a function of psychobiological equilibrium, propos-
ing that a manager’s empathy, self-regulation, and health-related lifestyle directly affect the well-being and job satis-
faction of subordinates. A cross-sectional empirical study was conducted with 458 participants from Greek organiza-
tions, including 228 managers and 230 subordinates. The managers' PBDM profiles were constructed using the Wong
and Law Emotional Intelligence Scale (WLEIS) to measure empathy and self-regulation, and a bio-behavioral lifestyle
questionnaire assessing factors influencing key hormonal biomarkers (e.g., cortisol, oxytocin). Employees'job satisfac-
tion was measured through the Employee Satisfaction Inventory (ESI). Statistical analysis using Pearson correlation and
Kruskal-Wallis tests revealed a significant positive relationship between the managerial PBDM profile and employee
job satisfaction (r = 0.173, p < 0.05). Moreover, higher levels of PBDM applicability were associated with significantly
greater employee satisfaction (x*(2) = 7.490, p = 0.024). The findings support the hypothesis that managerial emotional
and biological balance enhances organizational homeostasis by promoting employee satisfaction and well-being. The
study concludes that focusing on the manager’s psychobiological health and emotional competencies offers a powerful,
evidence-based strategy forimproving management effectiveness and resilience in modern organizations. The PBDM
approach thus establishes a new interdisciplinary paradigm, bridging management science, psychology, and biology,
and positioning management as a biologically modulated process essential for sustainable organizational harmony.
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Introduction

Business operations, efficiency, and performance depend direct-
ly on management style (Noe, 1996) (Johnson, 2011) (Becker &
Gerhart, 2017). Living in a global financial crisis, existing man-
agement models seem to be inefficient seeking new manage-
ment approaches/ styles that place human being at the core of
companies and organizations to meet their aims and challenges.

The classical economic theory has been questioned due to
two generic inadequacies. Firstly, it does not take into consid-
eration fact that the brain is constructed to support‘automatic’
processes, and second that Humans' behavior is affected by
unrecognized influence of finely tuned affective (emotion) sys-
tems that are localized in particular brain regions and whose
basic design humans share with many other animals (Camerer,
etal, 2005). These two systems are vital for daily functioning,
because when affective systems are perturbed or damaged,
by brain damage, alcohol, imbalances in neurotransmitters,
stress, or the ‘heat of the moment, the deliberative system is
generally unable to do the job itself (Camerer, et al., 2005).

For those reasons, the present paper aims, taking into consid-
eration emotional intelligence competencies, such as Empathy,
Social Skills,and Lifestyle, to discuss a new approach that may very
wellinfluence the emotional and brain status, the Psycho-Bio-Dy-
namic Management Approach encompasses the need of the
lifestyle investigation, and finally the personnel’s performance.
To this extend the next section tries to answer whether the ex-
isting management theories efficient to the organizations to be
followed by the sections that discuss the proposed new approach,
the PsychoManagement and Psycho-Bio-Dynamic Management
Approach, with reference to employees’job satisfaction and per-
formance, while the final section concludes.

From Classical Management to
PsychoManagement: Towards a Human-
Centered Paradigm

Classical, Neo-classical, and Modern Management theories
have long served as the cornerstone of organizational practices
aimed at enhancing employee performance and productivity.
Rooted in rational and procedural principles, these models
emphasize efficiency, division of labor, and control mecha-
nisms as fundamental drivers of organizational success (Kitana,
2016). Historically, while some organizations flourished under
these doctrines, others failed to adapt effectively, revealing
significant limitations in their applicability to contemporary
contexts. The central question that emerges is whether these
traditional approaches remain adequate for addressing the
complexities of modern organizational life.

Classical theories, for instance, overlook the individuality
of employees, treating them as interchangeable units within a
mechanistic system. As Saxena (2019) and Pindur et al. (1995)
note, such models prioritize structure and process over hu-
man diversity, making them incompatible with the dynamic,
personalized nature of today’s workplaces. The Neo-classical

approach introduced a more human dimension, recognizing
social relations within organizations (Ferdous, 2017; Kiechel
1, 2012). However, by focusing primarily on interpersonal re-
lations rather than individual human needs, this school often
overemphasized group cohesion at the expense of organiza-
tional goals, occasionally generating conflict and inefficiency.
Similarly, Modern Management theory, including the Systems
and Contingency approaches, integrates human factors into
management but lacks specific guidelines for developing the
emotional and cognitive capabilities necessary for effective
leadership (Hussain et al., 2019; Kitana, 2016).

A further limitation across all these theories is their de-
tachment from the rapid evolution of information and com-
munication technologies and the globalization of markets.
They were constructed through a largely techno-economic
lens, with minimal engagement with recent scientific insights
from behavioral economics or neuroscience that explain de-
cision-making as a psycho-biological process (Ferdous, 2017).
Consequently, these models appear increasingly obsolete in
understanding how emotions and neurochemical processes
shape managerial behavior (Elias & Saucier, 2006).

The emergence of Emotional Intelligence (El), as introduced by
Goleman (1998), marked a crucial shift toward more human-cen-
tered management models. Research has since explored the
integration of El into management and leadership frameworks
(Rahim et al., 2002; Moghadam et al., 2011; Edelman & Knippen-
berg, 2018), emphasizing that effective management is insepa-
rable from emotional awareness, empathy, and self-regulation.
Yet, emotional responses are deeply rooted in neuroendocrine
and chemical processes (Elias & Saucier, 2006), suggesting that
managerial behavior must be examined not only at the behav-
ioral but also at the psycho-biological level. This recognition lays
the foundation fora New Management Approach—PsychoMan-
agement—uwhich aligns managerial performance with emotional
intelligence, self-awareness, and lifestyle balance.

Within this framework, job satisfaction becomes a central
construct linking employee well-being and managerial emo-
tional competence. Job satisfaction is defined as the employ-
ee’s positive or negative evaluation of their job (Spector & Fox,
2003). High satisfaction is associated with better performance,
reduced absenteeism, and lower turnover rates (Spector, 1994),
as well as stronger emotional commitment (Markovits et al.,
2010). Empirical studies demonstrate a positive relationship
between employees’'El and their level of job satisfaction (Es-
lami & Gharakhani, 2012; Anari, 2012; Wolfe & Kim, 2013; Zak-
ieh et al., 2013; Kafetsios & Zampetakis, 2008), indicating that
emotionally intelligent employees tend to regulate emotions
and interpersonal relations more effectively.

Demographic factors such as gender, education, age, and
marital status have also been examined, though findings vary.
While early studies reported gender-based differences (Murray
& Atkison, 1981; Tang & Talpade, 1999), more recent research
finds no consistent correlation (Oshagbemi, 2000). Education
and experience appear more strongly associated with satis-
faction (Metle, 2003; Okpara, 2004; Greenberg & Baron, 1995;
Drafke & Kossen, 2002; Cimete et al., 2003). Nonetheless, be-
yond these demographic determinants, managerial behavior
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remains a dominant influence. Studies show that democratic
leadership and supervisors who demonstrate empathy and
concern for employees significantly enhance job satisfaction
(Packard & Kauppi, 1999; Brewer & Hensher, 1998; Basset, 1994).

Furthermore, the emotional intelligence of managers
plays a critical role in fostering a positive work environment.
Effective communication, both verbal and non-verbal, as well
as the manager’s ability to provide emotional and technical
support, contribute directly to satisfaction and team morale
(Robbins et al., 2003; Sherman & Bohlander, 1992; Wech, 2002;
Ramsey, 1997; Riggio et al., 2003; Darioly & Mast, 2014). High-
El managers not only communicate more effectively but also
regulate their emotional responses during interactions (Riggio
et al.,, 1989), thereby creating psychological safety and trust
among subordinates (Gentry et al., 2007).

In this context, PsychoManagement extends the Emotional
Intelligence paradigm by emphasizing the psycho-physiolog-
ical balance of the manager as a determinant of organization-
al harmony. Enhancing managerial empathy and social skills
leads to improved communication, stronger relationships,
and a sense of emotional security within teams (Spitzberg &
Dillard, 2001; Redmond, 1989; Gentry et al., 2007; Lountzis &
Palaskas, 2022). Managers with internal balance—both mental
and physical—are better equipped to manage their emotions,
understand others, and express ideas constructively (Gole-
man, 1998; Sinha & Sihna, 2007). Consequently, PsychoMan-
agement, as a human-centered and emotionally intelligent
approach, enhances employee satisfaction and organizational
performance (Shukla et al., 2016; Hefferman et al., 2008; Ra-
him & Malik, 2010; Kaura, 2011; Orhan & Dincer, 2012; Abi &
Jijo, 2012; Singh & Jain, 2013; Springer, 2011; Papathanasiou
& Siati, 2014; Al Aliet al., 2011; Zervopoulos & Palaskas, 2010).

By integrating emotional intelligence with an understand-
ing of human psychology and neurophysiology, PsychoMan-
agement transcends traditional theories, offering a compre-
hensive model that aligns managerial effectiveness, employee
satisfaction, and organizational sustainability within a unified
psycho-biological framework.

PsychoBioDynamic Management (PBDM):
A New Approach

The emergence of a new managerial paradigm appearsinevitable,
as traditional theories no longer suffice to address the complex
demands of contemporary organizations. PsychoBioDynamic
Management (PBDM) integrates the principles of Emotional In-
telligence (El) with the manager’s lifestyle and psychobiological
balance, offering a holistic framework that bridges the gaps left
by Classical, Neo-Classical, and Modern Management theories.

This model acknowledges the individuality of employees,
emphasizing empathy and self-regulation as key mechanisms
through which managers respond to each employee’s unique
needs. Empathy, as a central component, allows managers to
understand and address the emotional realities of their sub-
ordinates. Unlike previous models that merely emphasized
social relations, PBDM focuses on the manager’s ability to

regulate emotions during communication, thereby enhanc-
ing relational dynamics and authenticity.

Furthermore, PBDM introduces practical and teachable
guidelines for cultivating self-awareness, empathy, and emo-
tional control, highlighting its adaptability and potential for
continuous improvement. Drawing from advances in neurosci-
ence, behavioral psychology, and physiology, it incorporates
scientific developments that enable constant evolution and
integration of new knowledge into management practices.

Consequently, the PBDM model is structured around two
fundamental pillars:

- Emotional Intelligence, emphasizing

- Empathy: understanding and sharing others’ emotions.

« Social skills: facilitating communication and message

transmission.

- Lifestyle, encompassing behaviors that sustain physical,

emotional, and cognitive balance.

According to Goleman’s (1998) five domains of El, these two
characteristics are essential for effective leadership. Riggio et al.
(1989) further define three foundational social skills—encoding
(expressive skills), decoding (sensitivity), and regulation (con-
trol of communication)—which operate across both nonverbal
(emotional) and verbal (social) domains of communication.

A healthy lifestyle complements these emotional capaci-
ties by maintaining neuroendocrine stability. As Kafatos et al.
(1999) demonstrated, behavioral factors such as diet, smoking,
and stress strongly affect mental health, while regular physical
activity has been linked to improved psychological well-being
even in elderly populations (Krawczynski & Olszewski, 2000).
A balanced lifestyle thus enhances both emotional regulation
and managerial effectiveness.

The “Bio” Factor of PBDM Approach

The“Bio"” component of the PsychoBioDynamic Management
approach underscores the biological foundations of emotion
and behavior. Diet, exercise, and hormonal balance form an
interconnected system that directly influences emotional sta-
bility and managerial functioning.

Nutrition and lifestyle habits are key determinants of men-
tal health. Poor dietary patterns, such as frequent fast-food
consumption, contribute to obesity and related psycholog-
ical issues (ZépBa & Zepdiha, 2009). Conversely, home-pre-
pared, nutrient-rich food supports physical and hormonal
balance. Regular exercise enhances both physical and mental
resilience by increasing norepinephrine—a neurotransmitter
that moderates stress responses—and releasing endorphins,
which induce feelings of euphoria and well-being. Exercise has
even been found as effective as antidepressants in alleviating
symptoms of depression and anxiety (Wegner et al., 2015).

At the hormonal level, several key substances—cortisol,
oxytocin, testosterone, vasopressin, progesterone, and insu-
lin—play critical roles in shaping emotional and behavioral
responses (Molnar & Gair, 2013).

« Cortisol, the primary stress hormone, regulates mood

and alertness; prolonged elevation due to chronic stress
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leads to anxiety, depression, and physiological dysfunc-
tions (Kaimal et al., 2016). Diets high in carbohydrates
and fats further stimulate cortisol release (Andrews et al.,
2002; Epel et al., 2000; Sher, 2005; Kudielka et al., 2009).

« Oxytocin facilitates trust, social bonding, and stress re-
duction; its secretion increases through positive social
interactions such as hugging, laughing, or listening to
music (Avvivou, 2021; Holt-Lunstad et al., 2008).

- Testosterone influences motivation, confidence, and ag-
gression, with imbalances linked to mood swings, irrita-
bility, or depression (Harvard Medical School, 2015; Lee
etal., 2012; Wehr et al., 2010; Cherney, 2020).

«Vasopressin (ADH) regulates water balance and supports
social behaviors such as pair-bonding, trust, and kin pro-
tection (Carson et al,, 2015; Lim & Young, 2004; Carter, 2007;
Ferguson etal., 2002). Its levels are affected by hydration, caf-
feine, alcohol, and dietary salt (Armstrong, 2002; Armstrong
et al., 2005; Grandjean et al., 2000; Parlesak et al., 2004).

- Progesterone, essential for reproductive health, also
modulates mood and stress tolerance; nutrients such as
zing, vitamins C, B6, and E, and magnesium promote its
optimal secretion (Di Renzo et al., 2016; Mayo, 1997; Eg-
wurugwu et al.,, 2013; Brighten, 2016).

« Insulin, regulating glucose metabolism, directly affects
mood and cogpnitive clarity; both hypo- and hyperglyce-
mia are associated with emotional instability and fatigue
(Voet &Voet, 2010; Berg & Tymoczkio, 2002; NIDDK, 2008;
NHS, 2018; Galan, 2019).

These biological mechanisms underscore that emotional
intelligence and managerial performance are inseparable from
physical health. Thus, the Bio dimension of PBDM integrates
physiological awareness into management, emphasizing that
optimal decision-making and leadership effectiveness emerge
from psychobiological equilibrium.

In summary, PsychoBioDynamic Management proposes
a scientifically grounded, human-centered model that unites
emotional intelligence, lifestyle, and biological awareness into
a single, adaptive management framework. By aligning the
manager’s emotional and physiological states with organi-
zational objectives, PBDM aspires to create balanced leaders
capable of fostering both human satisfaction and sustainable
performance in the modern workplace.

Research: Methodology & Tools

The new tendency of management adopts a more manage-
ment emotion-oriented approach as the managers should
address their emotional status as well as that of their subor-
dinates (Ashkanasy & Dorris, 2017) (Miller & Koesten, 2008).
The two (2) domains of El, Empathy, and Self-Regulation, have
been selected as the basis of the new proposed management
approach because they are crucial components of effective
communication (Gompertz, 1960) (Cairns, etal., 2021) (Mellon,
2016) (Riggio, 2014). Of course, the lifestyle — in terms of nutri-
tion and habits — may affect the emotional status of someone
(in our study: of managers), and hence, the total management

approach (PBDM) is affected in total and influences the subordi-
nates'satisfaction. Existing studies (Eslami & Gharakhani, 2012)
(Anari, 2012) (Kafetsios & Zampetakis, 2008) have confirmed
statistically the positive relationship between the exogeneous
overall El score with employees'satisfaction endogenous variable.
Taking into consideration that applied management, as well as
the emotional support of the employees are able to influence
the subordinates’ job satisfaction (Koustelios, 2001) (Peterson,
et al.,, 2003) (Robbins, et al., 2003), our study focuses on the bi-
polar between applied PBDM and Subordinates’ Satisfaction.

The new approach consists of the two (2) dimensions of
the El and managers'lifestyle. Thus, each of the three (3) PBDM
pillars - Empathy, Self-Regulation, and Lifestyle — were quan-
tified and measured.

Main Hypothesis (H0): The PBDM approach has a positive
impact on the Employees’ Job Satisfaction (ESI).

For the scope of this research, the new management ap-
proach (PBDM) is by an equally weighted index of the three
exogenous variables, empathy (OEA), ability to self-regulate
emotion (SR), and lifestyle (NHL), of our sample data. The index
provides information on the applicability of the new approach
(i.e., how capable someone is to implement the PBDM).

Sample

The sample includes Greek companies/ organizations of var-
ious sectors and sizes. Particularly, it was asked managers/
supervisors and their direct subordinates/ employees to fill
out a questionnaire with sincerity and spontaneity.

Sampling method

The simple random sampling method opted for the present
empirical research. The simple random sampling has several
advantages due to the simple way in its design and conse-
quently also in the application. Units in the population are all
equally likely to be included in the survey and this is also an
advantage because equal weight is given to all units. In ad-
dition, simple random sampling is considered to be an unbi-
ased approach to collecting responses from a large group. At
the same time, despite its simplicity, simple random sampling
also has disadvantages. One of them is that the members of
the population cannot be identified and recorded one by one.
Also, if the population spans a large geographic area, select-
ing sample members according to simple random sampling
may result in population members for the sample that are
scattered throughout the population (Mamayswpyiov, 2015).

The questionnaires distribution was conducted from the
30t of January until the 17" of March 2022. The number of
responses collected was 458: 228 are managers/ supervisors
and 230 subordinates.

Questionnaires

To collect the required information from a large number of re-
spondents, it was necessary to use a standard questionnaire,
which will then be codified and analyzed through the statistical
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processing of the data. In order to produce valid results rele-
vant to the subject being investigated, appropriate questions
were stated in the designed sections of the questionnaire.

Our questionnaire is the result of picking cherries from oth-
er published questionnaires and our own specified questions.

The questionnaires that were used for this thesis research
were identified during the literature review. Having taken in-
to consideration that the research would be applied to Greek
companies, we were looking for a reliable and valid ques-
tionnaire in Greek. The book “Ta YuyoueTpikd epyaleia otnv
EAada” (“The Psychometric Tools in Greece”) includes reliable
and valid questionnaires ready for use (Stalikas, et al., 2012).

The related used questionnaires referred to the measure-
ment of El (empathy, self-regulation) and Employee Satisfac-
tion. Regarding the issues of empathy and self-regulation,
it was used the questionnaire suggested by Wong and Law
—Wong & Law Emotional Intelligence Scale/ WLEIS (Wong &
Law, 2002) and adjusted by Pr. K. Kafetsios (Kafetsios & Zam-
petakis, 2008). As far as the Employee satisfaction variable it
was used the Employee Satisfaction Inventory - ESI as it was
provided by Professor Athanasios Koustelios (University of
Thessaly) for our research purposes. The respondents had to
indicate their answers using the Likert scale.

Furthermore, we needed to collect information to measure
the emotional balance status of the respondents. For this rea-
son, a new was developed to categorize the participants into
four (4) classes regarding the Emotional Balance Status (EBS):
1. High Emotional Balance Status, 2. Mid-High Emotional Bal-
ance Status, 3. Mid-Low Emotional Balance Status, and 4. Low
Emotional Balance Status.

The questionnaire distributed to the Greek companies
was based on a 180-degree concept. The managers answered
self-report questions (for empathy and self-regulation) and em-
ployees/ subordinates answered the same questions for their
direct manager. Using this method, we can compare the man-
agers’self-assessment matches the subordinates’assessment.

The first part (demographics) was filled out by all partici-
pants. Empathy and Self-regulation were measured using the
subscales of the Wong & Law questionnaire and the employ-
ees’job satisfaction related to their manager/ supervisor was
measured using the relevant subscale of ESI questionnaire.

Wong and Law Emotional Intelligence Scale (WLEIS)

The subscales of the questionnaire WLEIS include:

- Self-Emotion Appraisal (SEA) - Q1 to 4

« Others’ Emotion Appraisal (OEA) - Q5to 8

« Use Of Emotion (UOE) - Q9to 12

« Regulation Of Emotion (ROE) - Q13to 16

The OEA measures empathy and the ROE the self-regu-
lation. The questionnaire can be found free in the literature.
The Greek version is adjusted by Pr. K. Kafetsios (Kafetsios &
Zampetakis, 2008).

Employee Satisfaction Inventory (ESI)

The questionnaire ESI consists of the following subscales:

« Working Conditions - Q1to 5

«Salary -Q6to 9

« Promotions - Q10 to 12

+Work-Q13to 16

« Supervisor - Q17 to 20

Organization - Q21 to 24

The subscale Supervisor can measure the employee’s satis-
faction due to the direct management. This instrument cannot
be found for free. However, Professor Koustelios has offered
us the full questionnaire and the scoring method (Koustelios
& Bagiatis, 1997).

Emotional Balance Status (EBS)

The questionnaire consists of five (5) parts and includes six-
ty-nine (69) statements and questions. In the first part (A - 10
statements), the respondent is called to fill out demographic
information like gender, age, marital status, etc. The second part
(B- 20 statements) is related to the business/workplace’s frame,
the third part (C - 5 statements) refers to the colleagues/teams’
habits, the fourth part (D - 10 statements) includes statements
about nutrition and habits, and the fifth part (E — 25 statements)
is related to the internal impact. More particularly, for part D,
each statement describes a habit (dietary, or exercise).

The subscale of NHL (Part D) indicates the EBS score, and this
subscale was used for our core hypothesis study. The scale of the
PBDM index provides important information on the managers
to apply the new proposed approach. The higher the score one
achieves, the more able the manageris to apply the new approach.

Data Collection

The questionnaires were distributed to Greek companies and
organizations through Google Forms platforms in electronic
form.The primary research was conducted by forwarding the
forms to a random sample of companies that were approached
by email and telephone communication to make sure that a
representative sample of at least 300 respondents would par-
ticipate in the survey. The contact details for the companies
were found in the ICAP guide 2021 (edition: 56, Volume 1
& 2). Social media (Facebook, LinkedIn, and Instagram) were
used for the distribution of the questionnaires. The participa-
tion was voluntary and anonymous. In addition, there was a
clear statement of confidentiality as well as clarification that
there are no wrong or right answers except honest personal
opinions. The use of the Google Forms platform as the main
means of completing and collecting the data was evaluated
as the most effective because it facilitated both the dissemina-
tion of the questionnaires and the collection of the data. Also,
the automated registry of the data in a spreadsheet provided
by the platform minimized the marginal errors.

Empirical research on the new managerial
approach: PBDM

The survey findings of the primary research are presented
and analysed in the present paragraph. The descriptive sta-
tistics of sociodemographic data, scores of managers’ empa-
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thy, managers’ self-regulation, employees’ satisfaction, NHL,
PBDM as well as the scores calculated for managers’empathy
and self-requlation according to subordinates’ perception are
presented and discussed.

Table 1. Sample description

The primary research was carried out from the 30" of Jan-
uary until the 17* of March 2022. The number of responses
collected was 458, almost split between 228 managers/ su-
pervisors and 230 subordinates.

Sample Descriptive statistics

Gender Marital Status Employment Sector
Male 37.80% Married 54.60% Private 86.90%
Female 61.80% Single 27.30% Public 9.60%
Other 0.40% Cohabit 9.60% Private & Public 3.50%
Age Divorced 7.60%
18-25 4.10% Widower/Widow 0.90% Position
26-34 19.20% Principal (Manager) 28.60%
35-44 41.70% Number of Children S”per‘;:::)(Ma”' 21.20%
45-54 24.90% 0 41.70% Employee 50.20%
55-64 8.50% 1 16.20%
65+ 1.50% 2 35.20% of EmY:;';fmen .
3 6.30% <5 36.00%
Education 4+ 0.70% 6-10 17.00%
Gymnasio 0.40% Fa":ri"cyom:';g::‘é)"‘et 11-15 17.00%
High Sch. 7.20% <1000 16.80% 16-20 13.80%
AEl (Bachelor) 31.00% 1001-2000 43.20% 21-25 6.60%
TEI 10.00% 2001-3000 19.90% 26-30 5.50%
IEK 7.20% >3000 20.10% >30 4.10%
MSc/MD/Meng 41.30% Employment
PhD 1.70% Employee 80.30%
Other 1.10% Freelancer 19.70%

Research findings: managers

The number of sample responders holding managerial posi-
tion are 228. Their Sociodemographic information, see Table
2,-gender, age, educational background, years of experience
in the same company, position, marital status, the sector of
employment, the number of children, the net family income,
the weight, and height — was extracted from items 1 to 12 of
the final questionnaire. The vast majority, 91.7%, of the sample
managers work in the private sector with the gender been al-
most split between men managers 52.20% and women 46.9%.
The majority of the managers belong to the age group of 35-44
and 45-54 (70.60%), with forty-four percent (44.30%) of them
holding a degree in post-secondary education, while 68.40%
been married and 73.20% parents.

Overall, in all three variables/components, i.e.,, empathy
(OEA), the ability to self-regulate emotion (SR), and lifestyle
(NHL), of the PBDM Index, the sample managers evaluate that
they possess the ability to understand and evaluate the emo-

tions of others and to regulate their emotions, while at the
same time they appear to follow a healthy lifestyle. In other
words, they appear to evaluate highly all three (3) exogenous
variable/components of the PBDM index.

Next, the managers’self-evaluation of empathy (OEA) and
self-regulation (SR) were rated in three (3) classes based on
the score: Low (1.00 to 2.33), Medium (2.34 to 3.67), and High
(3.68 to 5.00) Level (see Graph 1 & 2).

It becomes obvious from Graph 1a and Graph 1b respec-
tively that over 80% of the survey managers exhibit a high
level of empathy and that more than 90% of the participants
belong to the medium and high level of ability of self-regula-
tion of the emotion. These sample finding together with the
related discussion of our new management approach, which
sets as a precondition managers’ empathy and self-regula-
tion of emotion to be high, the discussion and analysis of the
third variable, lifestyle, follows, is a very encouraging finding
to proceed with the further analysis of our sample qualitative
and quantitative information.
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Table 2. Managers’ Sociodemographic

Frequency | Percentage

The third component of the PBDMm index is NHL. NHL
was developed for measuring the degree of a healthy lifestyle
that a manager follows. The score of NHL corresponds to a
category of emotional balance status (EBS) — Graph 2. Focus-
ing on this, the following graph shows the distribution of the
emotional balance status of the managers who participated
in the research:

Low Emotional Balance Mid'tow Emotional Balance

Mid High Emotional Balance

High Emotional Balance

Graph 2. Emotional Balance Status of Managers based on the NHL
Scores

The majority of the managers belong to Mid-High (56.6%)

and to Mid-Low Emotional Balance category (42.1%). Almost
1% (0.9%) belongs to High EBS and 0.4% to the lowest category.

Research findings: subordinates

Gender Male 119 52.20%
Female 107 46.90%

Other 2 0.90%

Age 18-25 1 0.40%
26-34 26 11.40%
35-44 88 38.60%
45-54 73 32.00%
55-64 33 14.50%

65+ 7 3.10%
Marital Status Married 156 68.40%
Single 36 15.80%

Cohabit 15 6.60%

Divorced 18 7.90%

Widower/Widow 3 1.30%

Number 0 61 26.80%
of Children 1 40 17.50%
2 102 44.70%

3 24 10.50%

4+ 1 0.40%

Years <5 51 22.40%

of Employment 6-10 47 20.60%
11-15 29 12.70%

16-20 38 16.70%

21-25 26 11.40%

26-30 18 7.90%

>30 19 8.30%

100

Percent

Medium Level
OEA

Low Level High Level

Percent

Medium Level

Low Level

High Level
Self-Regulation

Graph 1. Managers'empathy (a)/ Self-Regulation (b)

Participants, according to our sample, having a subordinate
position are 377.Their sociodemographic information, see Ta-
ble 3, - gender, age, marital status, number of children, years
of employment — was extracted from items 1 to 12 of the final
questionnaire. Most of the subordinates’ work in the private
sector with a frequency of 322 and a percentage of 85.40%.
Regarding the gender, women managers are 68.70% and men
30.80%. Most of the subordinates belong to the age group of
35-44 (44.30%). Forty-three per cent (43.80%) hold a degree
in post-secondary education, with 53.60% been married and
43.50% parents.
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Table 3. Subordinates’ Sociodemographic The new approach - PBDM indices
‘ ‘ Frequency ‘ Percentage

Following up from our under consideration main hypothesis,
Gender Male 116 30.80% L : . .
it is required the three (3) variables, (OEA) , (SR) and lifestyle
Female 259 68.70% (NHL) to be used to an equally weighted index, the PBDMm
Other 2 0.50% index, defined as the self-perception of our samples manag-
Age 18-25 19 5.00% ers about each of the three components of the index, which a
26-34 83 22.00% -priori is expected to determine the subordinates satisfaction
35-44 167 44.30% defined by the sample subordinates, their common statistics
45-54 82 21.80% are quoted in Table 4.
55-64 23 6.10% Worth noticing that the minimum of the variable SR is
65+ 3 0.80% half of the other two and the distinctive high mean of the
Marital Status Married 192 50.90% variable OEA together within the large variance of the vari-
Single 114 30.20% able SR suggesting a wide range in the answers around the
Cohabit 39 10.30% calculated mean value.
Divorced 29 7.70% The fact that each of the three components of the PBDMm
Widower/Widow 3 0.80% are weakly correlated, see Table 5, reflects the richness of our
Number 0 175 46.40% index encompassed information and variation in explaining
of Children 1 65 17.20% the employees’job satisfaction.
2 113 30.00%
3 22 5.80%
4+ 2 0.50%
Years <5 156 41.40%
of Employment 6-10 59 15.60%
11-15 67 17.80%
16-20 49 13.00%
21-25 21 5.60%
26-30 16 4.20%
>30 9 2.40%

Table 4. PBDM - Descriptive Statistics

2.00 5.00 4.094 0518 0.268 -0.598 0.161 1.370 0.321
228 1.00 5.00 3.516 0.760 0.578 -0.298 0.161 0.098 0.321
228 2.00 430 3.090 0.418 0.175 -0.038 0.161 -0.064 0.321

Table 5. Correlations - OEA, SR, NHL

Correlations of managers self-perception of:

OEA - Managers report for their empathy Pearson Correlation 1 0.031 0.066
Sig. (2-tailed) 0.641 0.318
N 228 228 228
SR - Communication - Managers report for their capability of | pearson Correlation 0.031 1 147*
self-regulation Sig. (2-tailed) 0.641 0.027
N 228 228 228
NHL Pearson Correlation 0.066 147% 1
Sig. (2-tailed) 0.318 0.027
N 228 228 228

* Correlation is significant at the 0.05 level (2-tailed).
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To further enlighten the hided info of the created PBD-
Mm Index, its three components OEA, SR and NHL, deserve
a little bit more of analysis. More specifically, the managers’
average empathy score (i.e., others’emotions appraisal - OEA)
is 4.094 with a standard deviation of 0.518. The ability of the
managers to self-regulate their emotions, the average score
is 3.516 with a standard deviation of 0.760. As far as the NHL
score (i.e., indication of a healthy lifestyle), the average score
is 3.090 with a standard deviation of 0.418. Therefore, the
mean score of the managers’ empathy is considered to have
a satisfactory level. Small differences can be focused on the
mean scores for self-regulation and NHL.

In the frame of our study, we asked subordinates to ap-
praise their managers’ empathy as well as self-regulation. As
already mentioned, managers'lifestyle was excluded as it was
very difficult to be evaluated and measured by employees. In
that respect, a new index is generated, the PBDMs, based on
these two (2) variables: OEA’and SR PBDM is referred to the
subordinate’s perception of the managers ability to PBDM and
consequently to affect the subordinates job satisfaction. Fur-
ther statistical analysis is presented in following paragraphs.

It would be very interesting a comparison between the
indices PBDMm and PBDMs However, the PBDMm index
consists of three (3) variables. For this reason, we created a
new index, the PBDMm1, in order for the correlations of the
job satisfaction with both indices to be compared.

The PBDM index was categorized into four (4) classes/lev-
els based on the score ranges suggested by (Aisyah Bt Ramli,
et al., 2013) : Low (1.00 to 2.00), Medium Low (2.01 to 3.00),
Medium High (3.01 to 4.00), and High (3.68 —=to 5.00) Level of
applicability. Each of the four classes corresponds directly to
manager’s ability to apply the new management approach.The
sample data show that more than 80% of the managers belong
to medium-high levels, while the rest percentage is split into
medium-low and high levels. The calculated PBDMm index as
a whole and by classes is expected to, according to our main
hypothesis, to influence the degree of employee satisfaction.

Employees’ Job Satisfaction from
subordinates’ perspective

The Employees’Job Satisfaction index, (ESI) was estimated using
the managers evaluation about their subordinates’ job satisfac-
tion, defined ESIm, and second by taking into consideration the
subordinates’self-evaluation of their job satisfaction, defined ESls.

The job satisfaction of the subordinates is defined the de-
pendent variable being determined by the management ap-
proach adopted by their supervisors. The relevant information
was selected by the corresponding section of our question-
naire, where the subordinates are asked to define on a range
their job satisfaction according to the applied management
of their direct managers.

Table 6. Employees' Job Satisfaction due to their managers - Descriptive Statistics

Analysis | statistic | Statistic | Statistic | Statistic

Statistic

Kurtosis

Statistic | Statistic | Std. Error | Statistic | Std. Error

ESls 377 1.00 5.00 3.880

0.927

0.859 -0.853 0.126 0.251 0.251

The subordinates’job satisfaction as indicated by the sam-
ple employees was tested whether it is correlated first with
first the PBDMm index which reflects the self-evaluation
of the managers on its three components, second with the
PBDMm, index which reflects the self-evaluation of the man-
agers, excluding the NHL component to be comparable the
PBDMm?1 index to the PBDM, index, which reflects the sub-
ordinates perception about their managers two abilities, i.e.
OEA’and SR’ - as defined previously in paragraph. The results
confirm the positive correlation between the ESl and the three
PBDM indices.

The Employees Satisfaction Index, ESIs, was categorized into
three (3) classes based on the score ranges suggested by (Aisyah
Bt Ramli, et al., 2013): Low (1.00 - 2.33), Mid (2.34 - 3.67), and
High (3.68 — 5.00) Level of satisfaction. Almost 65% of the sub-

ordinates, Graph 6, who participate in our sample declared high
level of satisfaction, with the stating a very low satisfaction level.

Employees’ Job Satisfaction from management
perspective

The managers/ supervisors were asked to fill in an inverted
questionnaire regarding their direct subordinates due to the
applied management. That s, the managers should answer to
the inverted statements of how they evaluate their employ-
ees’job satisfaction (ESIm - Table 7) because of the manage-
ment, i.e,, PBDMm. In this way, we will be able to check if the
answers given by the subordinates much or are close or not
to the answers given by their managers.

Table 7. Employees' Job Satisfaction from managers perspective - Descriptive Statistics

Descriptive|_ N__| Minimum | Maximum | Mean |Std. Deviation| Variance | _Skewness

Analysis | statistic | Statistic | Statistic | Statistic

Statistic

Kurtosis

Statistic | Statistic | Std. Error | Statistic | Std. Error

ESls 209 2.50 5.00 4.462

0.484

0.235 -0.990 0.168 1.220 0.335
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Based on the above, it seems that there is a difference
between the ESIs and ESIm. It is noticed that these variables
have different minimum and same maximum scores. It is very
interesting that the minimum grade for satisfaction from the
managers’perspective was double than one indicated by the
employees. The mean values of ESIs and ESIm are 3.880 and
4.462 respectively. Hence, the managers evaluate their ability
to keep their subordinates satisfied much higher than what
subordinates indicate. In addition, these variables are uncor-
related (r=0.065, p>0.05).

Our study will examine the PBDM indices in correlation
with satisfaction as reported by both managers and subordi-
nates (ESIm and ESls), focusing on the ESIs because this is the
real and experienced satisfaction that concerns our research.

Testing the hypotheses of the PBDM approach

The main hypothesis — as well as the sub-hypotheses - of this
research have been tested to investigate the correlation and
the statistical significance of the variables.

The tested hypotheses

The hypotheses that is going to be tested is:

Main Hypothesis (H0): The PBDMm approach has a positive
impact on the Employees’ Job Satisfaction (ESIs).

Next was examined whether a degree of statistically cor-
relation existed between the employees’ satisfaction due to
the management and the total score of PsychoBioDynamic
Management - PBDMm (see Table 9). The Pearson correlation
findings confirm statistically that there is a strong positive re-
lationship, (r=0.173) at 95% level of significance, between the
variables ESIs and PBDM, which is in line with our a-priori main
hypothesis (HO), i.e., that the PsychoBioDynamic Management
(PBDMm) approach has a positive impact on the employees’ job
satisfaction (ESIs).

Table 8. Correlation between ESIs and ESIm

ESI Pearson Correlation 1 0.065
Sig. (2-tailed) 0.447
N 377 138
ESI' Pearson Correlation 0.065 1
Sig. (2-tailed) 0.447
N 138 209

The effect of the emotional intelligence domains related to
the employees’job satisfaction has been examined and result-
ed in a positive association between them (Sy, et al., 2006). The
new management approach consists of two (2) basic dimen-
sions of emotional intelligence: empathy, and self-regulation
(Goleman, 1998) (Mayer, et al., 2000). The third element of the
PBDMm is the managers'lifestyle. The way someone lives (e.g.,
habits, nutrition) may affect the emotional status balance. In
that frame, the acceptance of the main hypothesis (HO) cor-
responds to what is reported in the literature (Carmeli, 2003)

(Yue, et al., 2022) (Belias, et al., 2014) (Nadinloyi, et al., 2013)
(Negoro & Wibowo, 2021).

In addition, it was performed the Kruskal-Wallis H (K-W H)
test for investigating the correlation between the employees’
satisfaction and levels of PBDMm applicability. The K-W H test
was performed because it is a rank-based nonparametric test.
Using this test, it is determined whether there are statistical-
ly significant differences between two or more groups of an
independent variable on a continuous ordinal dependent
variable. All the assumptions are tested/verified prior to the
application of the K-W H test. All the observations are inde-
pendent.The dependent variable (ESIs — Employees’Satisfac-
tion) has been measured at an ordinal/continuous level. The
independent variable (PBDM Applicability level) consists of
four (4) diverse groups (Low, Medium Low, Medium High, and
High). Based on the above, the K-W H test can be performed.

Table 9. Correlation between ESls, ESIm and PBDMm

PBDMm ESI ESI'
PBDMm | Pearson Correlation 1 0.173* | 0.433**

Sig. (2-tailed) 0.037 0.000

N 228 147 209
ESls Pearson Correlation 0.173% 1 0.065

Sig. (2-tailed) 0.037 0.447

N 147 377 138
ESIm | Pearson Correlation 0.433** 0.065 1

Sig. (2-tailed) 0.000 0.447

N 209 138 209

* Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).

A Kruskal-Wallis H test showed (Table 10) that there was
a statistically significant difference in employees’ satisfac-
tion between the different PBDM applicability levels, x3(2) =
7.490, p = 0.024, with a mean rank pain score of 48.79 for the
Medium Low level, 72.63 for Medium High level and 98.93 for
the High level. Therefore, the degree to which one applies the
new management approach (PBDMm) has a differential and
statistically significant effect on employees’job satisfaction.

Table 10. Kruskal-Wallis H test results

Employees’ | PBDMm
Satisfaciton - | Applicability Level N Mean Rank
ESls Medium Low 7 48.79
Medium High 126 72.63
High 14 98.93
Total 147

Test Statistics*®

Employees Satisfaction
Kruskal-Wallis H 7.490 72.63
df 2 98.93
Asymp. Sig. 0.024

a. Kruskal Wallis Test
b. Grouping Variable: PBDMm Applicability Level
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Conclusion

The existing management theories should be improved, if not
replaced. New management models should be developed in
accordance with the market and manpower needs. The last
decades the emotional intelligence has contributed to the
management improvement.

The evaluation and interpretation of the findings and re-
sults of the empirical research highlight the importance of
managers possessing the two basic dimensions of emotional
intelligence, empathy, and the ability to self-regulate emotion.
Then a healthy lifestyle — which can lead to an emotional bal-
ance - is the third factor of the new management approach.
More specifically, it was observed that managers and supervi-
sors who are qualified to implement the PBDM have a positive
effect on the subordinates’ job satisfaction.

Having asked subordinates to fill in a questionnaire that
will respond to the abilities of their managers’ empathy and
emotion regulation, the further processing of these data
showed an important difference between the managers’and
subordinates’perceptions regarding applied managementand
job satisfaction. From the totality of the findings and results of
the specific doctoral thesis, it appears that the combination
of these three components that make up the new manage-
ment approach has a positive effect on employee satisfac-
tion. This leads to the conclusion that PsychoManagement
is an important starting point for the development of new
theories in the field of management which will have as their
ultimate goal not only the satisfaction of the existing ones but
also the profitability of the company. In addition, the overall
statistical findings confirm the lack of communication from
top to bottom. The differences between the indices, PBDMm
and PBDMs — ESIm and ESls, support that there is a miscon-
ception of how the managers realize their subordinates’ job
satisfaction that the real one.
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