Why Should Anyone Be Led By You?
A study of the perception of employees in the UK
August 2011
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1.0 Executive Summary

1.0 Executive Summary
This report has been completed to establish how the type of leadership skills a manager possesses can
be linked with their ability to effectively manage performance issues, achieve deadlines and
minimise the behaviours that lead to the perception of bullying in the workplace.
It follows two previous surveys which were the baseline for this report.
Published

Topic

Involving

Areas of Interest to
You

NHS and private • Increasing profits
and productivity
sector hospital
managers and
• Reducing sickStaff
The full report can be read by clicking here
ness absence
http://www.hillcrofthouse.co.uk/default.asp?page=210
levels
March 2011 Managing Poor Performance - Identification of
250 managers
• Enhancing
the top three barriers for Managers faced with
nationally
from
Communication,
staff poor performance challenges
the public and
engagement,
private sector
motivation and
The full report can be read by clicking here
teamwork
http://www.hillcrofthouse.co.uk/default.asp?page=248

March 2010 Bullying & Harassment
A solution to overcome the challenge

In gathering the data for this latest report, 500 employees were surveyed nationally and asked to respond
to questions in order to capture their perception of their direct line manager’s leadership skills.
None of the employees involved in the survey were employed by the same organisation resulting in the
total number of organisations involved in the survey also being 500.
The key highlights of this latest survey showed two distinctive themes:
Theme One
Of the 44% of staff who
perceived their managers to
have excellent or good
leadership skills, they
responded with:

Of the 56% of staff who
perceived their managers to
have average or poor
leadership skills, they
responded with:

How frequently do poor
performance issues occur in your
department?

occasionally or rarely

frequently or very frequently

How frequently does your
department achieve its deadlines?

frequently or very frequently

occasionally or rarely

How frequently does your
departmental manager show
consistency in his/her application
of the organisational policies and
procedures?

frequently or very frequently

occasionally or rarely

Theme Two
The managers who were perceived with excellent or good leadership skills consistently displayed
opposing behaviour traits to the managers who were perceived with average or poor leadership skills
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2.0 Background

2.0 Background
March 2010
In March 2010 Hillcroft House UK Limited published a report titled Bullying and Harassment in the NHS
– A Solution to Overcome the Challenge. The report was based upon case studies with Managers in both
NHS and private hospitals. It showed that when managers and staff increase their levels of self
awareness, the way they communicate significantly improves.
It was found that by increasing levels of personal self awareness a person has a greater understanding
of the impact they have on others both verbally and in the written word. This understanding can lead to
a reduction of bullying and harassment allegations and improve communication resulting in higher levels
of efficiency and profitability. Based on the 2010 project and previous client projects, Hillcroft House
identified the following additional benefits:

Fewer grievance cases going to an Employment Tribunal
Enhanced staff engagement & communication
Increased staff motivation
Reduced staff turnover
Improved team morale
Increased confidence levels and self-esteem
Less time spent on unproductive conversations
Reduced need for staff mediation
The full report can be read through this link: http://www.hillcrofthouse.co.uk/default.asp?page=210

March 2011
In quarter one of 2011, Hillcroft House conducted a survey with 250 managers which identified the top
three concerns when managing performance issues as:

1. Not having the right skills (42%)
2. Not having the confidence (39%)
3. Not knowing how to apply the relevant policies (19%)
The full report can be read through this link: http://www.hillcrofthouse.co.uk/default.asp?page=248

August 2011
In December 2010, Hillcroft House initiated a survey with 500 employees to establish:
If the perception of bullying in the workplace plus the challenge of managing performance issues is
linked in anyway to the type of leadership skills a manager possesses
The survey was completed in August 2011 and the findings are covered in this report.
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3.0 Research Findings

3.0 Research Findings
3.1 How the survey was conducted
This survey was conducted between December 2010 and August 2011 with a total of 500 people on a
national level employed in both public and private sector organisations.

3.1.1 Survey – Stage One
Each person was asked four questions and given a choice of response (see figure 1)
Figure 1

Choice of Response
How effective are the leadership skills of your
manager?

Poor

Average

Good

Excellent

How frequently do poor performance issues occur in
your department?

Very
Frequently

Frequently

Occasionally

Rarely

How frequently does your department achieve its
deadlines?

Rarely

Occasionally

Frequently

Very
Frequently

How frequently does your departmental manager
show consistency in his/her application of the
organisational policies and procedures?

Rarely

Occasionally

Frequently

Very
Frequently

3.1.2 Survey – Stage Two
Each person was sent a list of words and phrases, in alphabetical order (see figure 2), describing
behaviour qualities. Each person was asked to select just two which best described the behaviours
they observed in their direct line manager.
The describing words used were selected from the DISC theory as referenced on page 47 of the
Hillcroft House UK Limited 2010 report. http://www.hillcrofthouse.co.uk/default.asp?page=210
There are approximately 6.5 billion people on the planet and DISC theory, in clear-cut terms, tells us
we are made up of a blend of four different behavioural styles:

1
2
3
4

Dominance (D)
Influence (I)
Steadiness (S)
Conscientiousness (C)

For a given situation, these four types have different behaviours, expectations, perceptions, reactions,
fears and feelings.
Knowing, understanding and adapting to these different elements within a given profile can have a
positive impact on improving working relationships.
The words and phrases used as part of the second stage questionnaire were a list of the ‘strengths’
and ‘limitations’ found in each behaviour profile.
(see appendix i for explanations of each type)
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Figure 2

Questionnaire – Stage 2
Below are a list of words and phrases
Please highlight a maximum of two words or phrases which, in your opinion,
most suit the behaviours you observe in your direct line manager

Logical
Loud
New ideas
Nit-Picking
Not always focussed on the goal
Not assertive
Not meeting deadlines
Not recognising others
Not team player
Optimistic
Over reliant on rules
Oversells
Patience
Pedantic
Perfectionist
Persistent
Pessimistic
Poor time management
Positive
Problem solving
Questioning
Research focussed
Restless
Results focussed
Spots errors
Stable
Struggles saying no
Supportive
Systematic
Tactful
Takes action
Talkative
Tell style
Through
Too detailed
Too trusting
Unrealistic
Wants to involve everyone

Accurate
Analytical
Assertive
Blunt / harsh
Can take things personally
Cautious
Charming
Cold / aloof
Collaborative
Competitive
Compliant
Creative
Critical
Decision making
Defensive when challenged
Detailed
Difficulties dealing with conflict
Direct
Driving
Easily distracted
Empathetic
Enthusiastic
Entrepreneurs
Finds change difficult
Friendly
Good listener
Hold grudges
Impulsive
Inflexible
Influential
Inquisitive
Inspirational
Interrupts
Intimidating
Involving others
Kind
Lacks detail
Lacks drive
Lacks empathy
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3.2 Survey Results – Stage One
•

44% of the people surveyed scored their manager with excellent or good leadership skills (33%
scored good & 11% scored excellent)

•

56% of the people surveyed scored their manager with average or poor leadership skills (31%
scored average & 25% scored poor)

The 44% who scored their managers with excellent or good leadership skills also
responded with:
•
•
•

98% perceiving that poor performance issues occurred occasionally or rarely in their
department
98% perceiving that their department frequently or very frequently achieved their departmental
deadlines
99% perceiving that their departmental manager frequently or very frequently showed
consistency in his/her application of organisational policies and procedures
How frequently do poor performance issues occur in your
department?

8.2%

Rarely

90.5%

Occasionally
Frequently

1.4%

Very Frequently

0.0%

0.0%

20.0%

40.0%

60.0%

80.0%

100.0%

How frequently does your department achieve its deadlines?

11.4%

Very Frequently

85.9%

Frequently

Occasionally

2.7%

Rarely

0.0%

0.0%

20.0%

40.0%

60.0%

80.0%

100.0%

How frequently does your departmental manager show consistency
in his/her application of the organisational policies and procedures?

Very Frequently

5.9%
93.2%

Frequently
Occasionally
Rarely
0.0%

0.9%
0.0%
20.0%

40.0%
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60.0%

80.0%

100.0%

The 56% who scored their managers with average or poor leadership skills also
responded with:
•
•
•

Just 6% perceiving that poor performance issues occurred occasionally or rarely in their
department
Just 11% perceiving that their department frequently or very frequently achieved their
departmental deadlines
Just 5% perceiving that their departmental manager frequently or very frequently showed
consistency in his/her application of organisational policies and procedures

How frequently do poor performance issues occur in your
department?

Rarely
Occasionally

2.1%
3.9%
26.1%

Frequently

67.9%

Very Frequently
0.0%

20.0%

40.0%

60.0%

80.0%

100.0%

How frequently does your department achieve its deadlines?

Very Frequently
Frequently

3.6%
7.5%
27.5%

Occasionally

61.4%

Rarely
0.0%

20.0%

40.0%

60.0%

80.0%

100.0%

How frequently does your departmental manager show consistency
in his/her application of the organisational policies and procedures?

Very Frequently
Frequently

1.4%
3.6%
24.3%

Occasionally

70.7%

Rarely
0.0%

20.0%

40.0%
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60.0%

80.0%

100.0%

3.3 Survey Results – Stage Two
The 44% who scored their managers with excellent or good leadership skills selected the following red
highlighted behaviour traits relating to their line manager

Strengths
Dominance (D)
‘Just Do It’

Influence (I)
‘It’s not just what you
know, it’s who you know’

Steadiness (S)
‘I’ll be There’

Conscientiousness (C)
‘Do it Right the First
Time’

Limitations

Driving
Direct
Assertive
Questioning
Entrepreneurs
Results focussed
Problem solving
Decision making
Takes action
Inquisitive
Competitive

Critical
Not team player
Blunt / harsh
Interrupts
Intimidating
Lacks empathy
Tell style
Not recognising others
Restless
Loud

Influential
Positive
Inspirational
Talkative
Friendly
Creative
Enthusiastic
Optimistic
Involving others
Charming
New ideas

Oversells
Lacks detail
Too trusting
Easily distracted
Unrealistic
Not always focussed on the goal
Impulsive
Poor time management
Can take things personally

Systematic
Good listener
Persistent
Kind
Supportive
Empathetic
Patience
Collaborative
Stable
Tactful

Finds change difficult
Hold grudges
Lacks drive
Not meeting deadlines
Struggles saying no
Not assertive
Difficulties dealing with conflict
Wants to involve everyone

Compliant
Perfectionist
Accurate
Logical
Detailed
Through
Research focused
Analytical
Cautious
Spots errors

Over reliant on rules
Defensive when challenged
Cold / aloof
Too detailed
Inflexible
Pedantic
Nit-Picking
Pessimistic

Summary:
The 500 contributors were given a choice of 77 words / phrases and asked to choose just 2 which best
described the behaviours they observed most in their line manager.
The 44% who scored their managers with excellent or good leadership skills chose only 15 of the 77
words available to them
•
•
•
•

6 words from the ‘D’ strengths
6 words from the ‘I’ strengths
1 word from the ‘S’ strengths
2 words from the ‘C’ strengths

No words or phrases were chosen from the ‘limitations’ column
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The 56% who scored their managers with average or poor leadership skills selected the following red
highlighted behaviour traits relating to their line manager

Dominance (D)
‘Just Do It’

Influence (I)
‘It’s not just what you
know, it’s who you know’

Steadiness (S)
‘I’ll be There’

Conscientiousness (C)
‘Do it Right the First
Time’

Strengths

Limitations

Driving
Direct
Assertive
Questioning
Entrepreneurs
Results focussed
Problem solving
Decision making
Takes action
Inquisitive
Competitive

Critical
Not team player
Blunt / harsh
Interrupts
Intimidating
Lacks empathy
Tell style
Not recognising others
Restless
Loud

Influential
Positive
Inspirational
Talkative
Friendly
Creative
Enthusiastic
Optimistic
Involving others
Charming
New ideas

Oversells
Lacks detail
Too trusting
Easily distracted
Unrealistic
Not always focussed on the goal
Impulsive
Poor time management
Can take things personally

Systematic
Good listener
Persistent
Kind
Supportive
Empathetic
Patience
Collaborative
Stable
Tactful

Finds change difficult
Hold grudges
Lacks drive
Not meeting deadlines
Struggles saying no
Not assertive
Difficulties dealing with conflict
Wants to involve everyone

Compliant
Perfectionist
Accurate
Logical
Detailed
Through
Research focused
Analytical
Cautious
Spots errors

Over reliant on rules
Defensive when challenged
Cold / aloof
Too detailed
Inflexible
Pedantic
Nit-Picking
Pessimistic

Summary:
The 500 contributors were given a choice of 77 words / phrases and asked to choose just 2 which best
described the behaviours they observed most in their line manager.
The 56% who scored their managers with average or poor leadership skills chose only 17 of the 77
words available to them
•
•
•
•

9 words from the ‘D’ limitations
4 words from the ‘I’ limitations
2 word from the ‘S’ limitations
2 words from the ‘C’ limitations

No words or phrases were chosen from the ‘strengths’ column
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4.0 Conclusions

4.0 Conclusions
Managers perceived with excellent and good leadership skills:
1) Have fewer poor performance issues
2) Achieve deadlines frequently
3) Show consistency in their application of policies and procedures

IMPACT TO THE ORGANISATION
• Improved business results, staff performance and planning
• Reduced levels of conflict and stress
• Adapted behaviours that minimise the perception of bullying and harassment
Managersresponsibility
who are perceived
their staff with
and
Good leadership
display the
• Improved
andbyownership
for Excellent
individual
behaviours
and actions
following strength
of the behaviour
traits (see appendix i):
• Improved
workingqualities
relationships
and teamwork

Managers who are perceived by their staff with excellent and good leadership skills display the
following behaviour traits listed in appendix i:
Driving, Questioning, Results focussed, Problem solving, Takes action,
Competitive, Influential, Positive, Inspirational, Creative, Enthusiastic,
Optimistic, Good listener, Accurate, Logical

Managers who are perceived by their staff with average and poor leadership skills display the
following behaviour traits listed in appendix i:

Critical, Not team player, Blunt / harsh, Interrupts, Intimidating,
Lacks empathy, Tell style, Not recognising others, Loud, Easily distracted,
Unrealistic, Impulsive, Poor time management, Not meeting deadlines,
Difficulties dealing with conflict, Cold / aloof, Inflexible
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Previous research* relating to this topic has proved that when managers who are
perceived with average/poor leadership skills increase their self-awareness and
adapt their behaviour, it results in:
•
•
•
•

Significantly reducing the level of staff poor performance issues
Increasing the achievement of targets and deadlines
Ensuring consistency in the way policies and procedures are applied
Increasing levels of communication and engagement with staff

*Bullying and Harassment - A solution to overcome the challenge
The full report can be read through this link: http://www.hillcrofthouse.co.uk/default.asp?page=210

It is very easy to judge the actions and behaviour of another on the basis of our own preferences and
behavioural style.
Such subconscious judgement often results in the wrong conclusions being made and leads to
inevitable conflict and stress, resulting in the high costs of poor performance and failed deadlines.
Understanding the strengths and limitations of different behaviour profiles increases self-awareness as
well as the awareness, preferences and needs of others.
The comprehension of why people behave and act in the way they do provides valuable and critical
Information. This enables organisations to excel and actively increase their productivity, efficiency and
Profitability.
For further information regarding how managers can:
Increase their levels of self awareness
Significantly improve their ability as leaders
Increase the financial contribution they make to the organisation

Contact Hillcroft House UK Limited on Freephone: 0800 014 1837
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Appendix

Appendix i:

What is DISC?

The DISC theory suggests that we are all made up of 4 particular behavioural styles:

Dominance – Influence – Steadiness – Conscientiousness
The table below shows the difference strengths and limitations for the pure DISC styles.
Although we are a combination of the four pure DISC styles, the intensity of these individual behavioural
styles differs from person to person.
Influence (I)

Dominance (D)

‘ It’s not what you know, it’s who you know’

‘Just Do It’

Strengths

limitations

- Driving
- Direct
- Assertive
- Questioning
- Entrepreneurs
- Results focussed
- Problem solving
- Decision making
- Takes action
- Inquisitive
- Competitive

- Critical

- Influential

- Not team player
- Blunt / harsh
- Interrupts
- Intimidating
- Lacks empathy
- Tell style
- Not recognising others
- Restless
- Loud

- Positive
- Inspirational
- Talkative
- Friendly
- Creative
- Enthusiastic
- Optimistic
- Involving others
- Charming
- New ideas

limitations
- Oversells
- Lacks detail
- Too trusting
- Easily distracted
- Unrealistic
- Not always focused on
the goal
- Impulsive
- Poor time management
- Can take things
personally

Steadiness (S)

Conscientiousness (C)

‘I’ll be There’

‘Do it Right the First Time’

Strengths
- Systematic
- Good Listener
- Persistent
- Kind
- Supportive
- Empathetic
- Patience
- Collaborative
- Stable
- Tactful

Strengths

limitations
- Finds change difficult
- Hold grudges
- Lacks drive
- Not meeting deadlines
- Struggles saying no
- Not assertive
- Difficulties dealing with
conflict
- Wants to involve everyone

Strengths
- Compliant
- Perfectionist
- Accurate
- Logical
- Detailed
- Thorough
- Research focussed
- Analytical
- Cautious
- Spots errors

limitations
- Over-reliant on rules
- Defensive when challenged
- Cold / aloof
- Too detailed
- Inflexible
- Lacks empathy
- Pedantic
- Nit-picking
- Pessimistic

For a person to understand their own individual strengths and limitations, DISC is a simple and
valuable tool that:
• Only takes ten to fifteen minutes to complete on-line
• Requires trained facilitation to interpret and apply in the workplace
Extensive research has also been carried out using DISC over the past 30+ years and Hillcroft
House has direct access to this data.
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