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Pity the poor manager

Our survey paints a picture of managers faced with the unenviable task of managing in 
a period of prolonged austerity�  What this means in practice is that managers are facing 
pressure to do more with less, manage change and maintain staff morale in a context of 
limited financial resources�  As much as this limits the ability of managers to reward their 
own staff financially, it is also the case that managers themselves are in the same boat�  They 
too are more likely to be incentivised by stretch assignments rather than traditional forms 
of reward� 

The impact of this context on managers is apparent in reports of feeling under pressure at 
work and a level of insecurity both about their job and the future generally� In spite of this 
picture, managers on the whole appear pretty resilient�  The majority of managers report 
feeling engaged and happy at work� However, a significant minority report being unable to 
cope and experience stress at work which they regard as problematic�  A key moderating 
factor appears to be the level of support available at the workplace� 

Is this situation sustainable? Probably not� Managers are likely to increasingly question the 
developmental, and wider employment, deal at a time when there appears to be a growing 
focus on retention as an issue� 

Managers in the public sector 

Managers in the public sector more commonly report feeling under pressure at work, 
and an experience of stress at work that is problematic� Managers in the sector are also 
generally more negative about various aspects of their organisation such as its leadership, 
culture and efforts at managing change� It is also the sector in which managers most 
commonly report challenges linked to austerity and that change is needed�  There is no 
getting away from the fact that difficult times continue in the public sector and the views of 
managers reflect this� 

Are organisations both under-led and under-managed? 

Leadership development was reported by managers to be the most common strategy 
their organisations are adopting for the future� In some ways this makes perfect sense�  A 
quarter of managers report that leadership in their organisation is poor� However, there is 
also a sense that in these times of austerity with managers reporting the introduction of 
efficiency savings and the need for change, what organisations really need is good, effective 
execution and implementation skills� Our survey suggests that these may be lacking to 
some extent with a quarter of managers reporting that efforts at culture change fail, and 
that effectiveness at managing change is not as good as it could be�  The challenge in the 
current climate, then, may be both a leadership and management one and it is in the latter 
area now that there may be greater shortcomings�  Are we now moving to a period where 
organisations are under-managed and under-led?

Executive Summary
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Managing the tension between innovation and risk management

Managers from the private sector report an increased focus on innovation and developing 
new products and services�  At the same time, managers report a shift in their organisation’s 
attitude to risk� Many managers may be faced with the challenge of being asked to support 
innovation whilst managing risk� Managing this tension is a significant challenge� Managers 
too report a lack of confidence in managing conflict productively, something which may hold 
back attempts to challenge and innovate� Managing conflict, then, may be a key development 
area for managers� 

Development as an act of faith not relevance

Whilst a quarter of managers report that more could be done to demonstrate the benefits 
of learning and development initiatives, our survey also found that managers rated initiatives 
more positively where the reason behind the initiative was perceived to be personal 
development�  Whilst aligning learning and development to organisational goals is received 
wisdom, it seems valuing personal development for its own sake benefits staff engagement�

Views of HR

The majority of managers outside HR view the function positively, so in that sense our 
survey is good news for the HR community�  Two-thirds of managers outside HR regard the 
function as credible, influential and adding value to the business�  About half also regard the 
function as strategic, proactive and customer-focused� Having said that, there still appears to 
be a tension between the desire of HR to be strategic and that of line managers to have 
greater control over aspects of people management, for example selecting and assessing 
employees� From both sides, there appears a reluctance to take prime responsibility for 
the more difficult aspects of people management such as managing redundancies and 
grievances� So it is clear that despite the desire of HR to become more strategic, managers 
still value and need their support in more transactional areas� Such action may provide the 
entry point for more strategic influence� 

A final note on ethics

Whilst most managers regard their organisations as ethical, the extent to which ethics are 
at the forefront of managers’ minds is questionable� There is a suggestion in our survey that 
at least some managers regard ethics and corporate social responsibility as either issues 
of compliance with legislation or contractual obligation, rather than a moral and social 
imperative�



© Roffey Park Institute 7

The Management Agenda 2013

Current perspectives and tracking trends 

The Management Agenda 2013 reports the results of Roffey Park’s latest annual survey 
and aims to highlight the key issues and challenges faced by today’s managers� It is widely 
recognised as one of the most significant and influential indicators of life in the UK 
workplace, featured by broadsheets and professional management journals�  The survey has 
been running for 16 years and provides not only a picture of key trends over time but also 
explores emerging and topical issues� 

1,460 managers completed the survey between July and September 2012� Respondents 
come from a range of public and private sectors and from all sizes of organisation�  The 
experiences and views of managers of all levels are examined, from junior managers to 
board-level directors�  Their demographics and organisational characteristics are included in 
Appendix 1� Details of how the research was conducted can be found in Appendix 2�

2013 survey themes 

This report explores the key areas covered by the survey, starting broadly with the impact 
of the external environment on organisational life and moving on to managers’ views on 
different aspects of their organisations, people and performance management and finally, the 
impact of organisational life on individual managers� 

The External Environment: Initially we examine the perceived impact of the economic 
climate on organisations, and the challenges this presents for managers�  We also look at 
how managers are personally affected at work by the current economic climate� 

The Organisation: This chapter addresses managers’ views on various aspects of their 
organisation from its values, strategy and culture through to its leadership and structure� 
We also look at how well change is perceived to be managed in the organisation and the 
importance of ethics�

People and Performance Management: This chapter explores the perceived role, 
according to both HR and line managers, of the HR function� It also examines the views of 
managers on the HR function�  The chapter also covers line and performance management, 
teamworking, and learning and development including talent management� 

The Individual Manager: The final section investigates how well managers feel they cope 
with the challenges they face, and the extent to which they feel engaged and happy at work� 
The chapter also covers experiences of stress at work� 

Introduction
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A note on the report

When we refer in this report to last year’s or the previous year’s survey we are referring 
to the 2012 Management Agenda, for which data was collected in 2011�  When this year’s 
survey is referred to in the text, we are referring to this edition of the Agenda (i�e� 2013) 
which draws on data collected in 2012�  When we refer to a year in the text, we are 
referring to the relevant edition of the Agenda�
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1.1

Impact of the economic climate

To understand the recent experience of managers and what they are likely to encounter in 
the year ahead, we must first understand the external environment in which they operate� 
In this chapter, we investigate managers’ views on how their organisations are coping with 
the economic climate, the challenges they face and how managers themselves are coping� 

1.1  Impact of the economic climate
Managers responded to the Agenda survey at a time when the UK economy had just 
nudged its way out of recession (to a growth rate of 0�5%i) but economic recovery seemed 
fragile� So, how is the economic climate affecting organisational life this year? Is the end of 
the recession being felt by managers in organisations?

1.1.1 Economic climate remains difficult

Economic conditions remain difficult with some signs of improvement� Our survey found 
that the vast majority, roughly two-thirds, of managers report that the 
impact of the economic climate on their organisation is negative or very 
negative� However, the comparable figure for the previous year’s survey 
was roughly three quarters� For the first time in four years, there has 
been an improvement in managers’ perceptions of the impact of the 
economic climate on their organisations� Our survey also found that the 

proportion of managers reporting that their organisation is positively or very positively 
impacted by the economic climate has more than doubled (from 8% to 19% - see Figure 1)� 

Figure 1

Looking at the impact of the economic climate across sectors, whilst the majority of 
managers across each of the four main economic sectors for which we report (the 
public, private, not-for-profit, and production and manufacturing sectors) consider that the 

i  Office for National statistics, Statistical bulletin: Second Estimate of GDP, Q3 2012

1.  The External Environment

Two-thirds of managers 
report a negative impact 
of the economic climate 
on their organisation

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

Very negative / Negative No impact Positive / Very positive

What impact is the current economic climate having on your 
organisation?

2009 2010 2011 2012 2013



© Roffey Park Institute10

Impact of the economic climate

economic climate is having a negative or very negative impact on their organisations (see 
Figure 2), in this year’s survey we found a small increase in the proportion of managers in 
each of these sectors reporting a positive impact of the economic climate (an increase of 
7% in the public sector; 9% in production and manufacturing; 11% in private services; and 
12% in the not-for-profit sector)� 

Looking at the data over the past four years, there has been a gradual decline in the 
proportion of managers reporting a negative or very negative impact of the economic 
climate in the production and manufacturing, private services and not-for-profit sectors�  The 
picture in the public sector has followed a different pattern, with an increasing proportion 
of managers reporting a negative or very negative impact of the economic climate year-on-
year, reaching a peak in last year’s survey�  This trend appears to have stopped with a decline 
in the proportion of public sector managers reporting a negative or very negative impact in 
this year’s survey� However, as a group, managers in the public sector are considerably more 
negative about the current economic climate when compared with managers from other 
sectors�

Figure 2

1.1.2 Managers report that organisations are coping well but recognise the need 
for change

Whilst most managers reported that their organisations were operating well, they 
recognised the need for change� Despite the continued adverse economic climate, the vast 
majority of managers reported that their organisations were operating fairly well (68%) or 
adequately well (26%)� Only one in twenty (6%) managers reported that their organisation 
was not operating well� 

We asked managers to rate how effective their organisation was at: reacting to threats, 
responding to changing conditions and taking advantage of new opportunities�  We also 
asked managers to rate how well their organisation was operating more generally� Overall, 
13 per cent of managers reported that their organisation did not respond well to changing 
conditions, 11 per cent that their organisation did not react to threats well and 19 per cent 
that their organisation did not take advantage of new opportunities�
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We constructed a composite score1 from the above ratings reflecting the degree to which 
managers felt their organisations were operating well and were both agile and adaptable�  
We found that a greater proportion of managers rating their organisations as agile and 
adaptable also rated various aspects of their organisation’s overall performance positively 
(customer service; financial performance; and delivery of a strategic plan)2 (see Figure 3)� 
Our analysis also suggested the existence of a group of organisations impacted negatively by 
the economic climate and struggling to adjust to changing circumstances or take advantage 
of new opportunities� 

Figure 3

We also asked managers to indicate to what extent their organisations needed to change 
in response to the external environment�  Although the vast majority of managers reported 
that their organisation was currently operating well, more than four-fifths (81%) reported 
that their organisation needed to change either a fair amount (44%), a great deal (31%) or 
radically (6%)� Roughly one-fifth of managers reported that their organisation did not need 
to change much or at all� 

A greater proportion of managers in the public sector reported that their organisation 
needed to change when compared with other sectors3� 12 per cent of public sector 
managers reported facing radical change, 40 per cent a need for their organisation to 
change a great deal and 39 per cent a need to change a fair amount� Only 9% of public 
sector managers reported that their organisation did not need to change at all� 

1.1.3 Managers report feeling under pressure at work, particularly in the public 
sector

Our survey found that whilst two-thirds (68%) of managers reported feeling under 
pressure at work, nearly half (48%) felt uncertain about what the future holds and roughly 
a third did not feel secure in their job (27%) or were not confident about finding work 
outside their organisation (34%)�  There was a small improvement in these measures 
compared with the previous year’s survey (see Figure 4)� 
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Figure 4

A greater proportion of public sector managers reported not feeling secure in their job, not 
confident of finding alternative employment and not feeling optimistic about the future�  
They were also more likely to report feeling under pressure at work, were more likely to 
say their career was on hold and report uncertainty in their day to day work4 (see Figure 5)�

Whilst managers in the public sector were more likely to report an 
adverse impact of the current economic climate, the proportion 
reporting various negative impacts has declined since the previous year’s 
survey�  They are feeling slightly more secure in their jobs (37% agree 
this year compared with 31% in the 2012 survey), less cautious (37% 

compared with 44%), and are experiencing less uncertainty (62% compared with 70%)� 
However, despite some improvements in conditions only 33 per cent of public sector 
managers report feeling optimistic about the future, down from 37 per cent in the previous 
year’s survey� 

Figure 5
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As in previous years, we found a relationship between seniority and the impact of the 
economic climate5�  Two thirds (58%) of board directors felt secure in their jobs compared 
to two fifths of junior managers (38%)� Senior management were also more likely to be 
confident about finding work elsewhere, to feel that they are progressing in their career and 
feel more optimistic about the future� 
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1.2  The political climate
We asked managers about the impact of the Government’s deficit reduction plan on their 
organisation� 

1.2.1 Managers report an adverse impact from the Government’s deficit 
reduction policy, particularly in the public sector

Two thirds of managers based in the UK reported that the Government’s deficit reduction 
policy was having a negative or very negative impact on their organisation (47% and 13% 
respectively)� Only 8 per cent of managers reported that it was positively affecting them 
(7% and 1% respectively) and the remaining third (33%) said it had no impact� 

The Government’s deficit reduction plan was most negatively affecting the public sector and 
the not-for-profit sector� 84 per cent of public sector managers and 60 per cent of not-for-
profit managers reported a negative or very negative impact� In comparison, just under half 
of managers in the private services (45%) and production and manufacturing (48%) sectors 
reported deficit reduction having a negative impact on their organisation� 

Managers across all parts of the public sector reported feeling the adverse effects of deficit 
reduction (see Figure 6)� However, we must interpret these figures with caution due to the 
small sample size� 

Figure 6

The Government’s deficit reduction policy seems to be a significant driver of change 
for organisations� More than three quarters of managers (85%) reporting that their 
organisation needed to change radically or a great deal also reported that their organisation 
had been negatively impacted by the deficit reduction strategy� 
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1.3  Organisational challenges 
In this section we explore the challenges that managers face and how these have changed 
over time� 

1.3.1 Managers report that the main challenge is doing more with less

Our survey found that the top issues and challenges facing managers revolve around coping  
with a prolonged period of austerity� Doing more with less, managing increased workloads 

and change, whilst at the same time trying to maintain staff morale in the 
context of reduced revenue and budgets were the main challenges 
reported by managers (see Figure 7)�  The challenge of maintaining staff 
morale is perhaps further in evidence from the increase in staff retention 

as an issue since the Management Agenda 2010 (see Figure 8)�

Figure 7

Whilst austerity still dominates the agenda, the economic climate is no longer the top issue� 
The proportion of managers reporting that it was their biggest challenge has fallen from 
76 per cent of managers in 2010 to 41 per cent this year�  These findings suggest that the 
challenge for organisations has shifted from reacting to the economic downturn to living 
with austerity� 
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Further indications that organisations are no longer in fire fighting mode come from changes 
to the proportion of managers reporting difficulties with recruitment and retention� Prior to 
2008, the proportion of managers reporting these issues were a challenge was increasing� 
Following the credit crunch, these issues went into decline� However, in the last two years, 
as conditions have stabilised, the number of organisations struggling with recruitment has 
risen by 5 percent and retention by 6 per cent� Furthermore, a gradual decline in the 
number of organisations struggling with skills shortages and succession planning has come 
to a halt (See Figure 8)�

Please note: this question was not asked in the 2012 survey

Figure 8

1.3.2 Managers in the public sector hardest hit by austerity

Managers in the public sector were far more likely to be challenged by: doing more with 
less; maintaining staff morale; managing change; managing government spending cuts; coping 
with reduced revenue or budget; maintaining service quality; and dealing with the political 
climate (see Figure 9)� 

Figure 9
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Our survey found a wide variety of issues and challenges were more significant in larger 
organisations, particularly managing change, sickness absence and staff morale6�
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1.4  Responses to the economic climate
In this section we look at the measures managers report their organisations are putting in 
place to manage the adverse economic climate, with a particular focus on redundancies, 
how well they are perceived to be handled, and their personal impact on managers� 

1.4.1 Overall downward trend in redundancies, whilst other staff cost saving 
measures increase

Over the previous 12 months, roughly two-fifths of managers responding to our survey said 
that their organisation had made compulsory redundancies, offered voluntary redundancy, 
or suspended recruitment�  This result continues a downward trend (see Figure 10)�  This 
indicates that although conditions remain difficult, for many organisations the initial shock of 
the economic crisis has been dealt with� 

Whilst the proportion of managers reporting redundancies declined compared with the 
previous year’s survey, this year’s survey found a 5 per cent increase in the proportion of 
managers reporting that their organisations had frozen salaries and a 9 per cent increase in 
the percentage of managers reporting hiring of contract staff in favour of permanent staff� 
This may well reflect a strategy organisations are employing to minimise their cost base and 
may also reflect nervousness about recruiting in an uncertain economic climate�

Figure 10

1.4.2 Staff cost saving measures most widespread in the public sector whilst 
redundancies spike in production and manufacturing

Overall, managers in the public sector were more likely to report a range of cost saving 
measures including freezing or cutting salaries, voluntary redundancies, and suspending 
recruitment� For example, managers in the public sector were most likely to say that their 
organisations had offered voluntary redundancies (70%), or frozen salaries (74%)�
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This year’s survey shows a significant spike in redundancies in the production and 
manufacturing sector�  59 per cent of managers in this sector said their organisation had 
made compulsory redundancies compared with 35 per cent in the previous year’s survey� 
In addition, a greater proportion of managers in this sector reported the suspension of 
recruitment (up to 53% from 44% in 2012)�  This sector is now the most likely to have 
made compulsory redundancies in the previous 12 months�

Our survey also found an increase in the proportion of managers in the private services 
sector reporting the use of compulsory redundancies (40% compared to 36%), salary 
freezes (46% compared to 37%), and the hiring of contract over permanent staff (44% 
compared with 30%) when compared with the previous year’s survey�  Whilst the 
proportion of managers in the not-for-profit sector reporting suspension of recruitment 
(33%), voluntary redundancies and frozen salaries (40%) has changed little compared with 
the previous year’s survey, there has been a sizeable increase in the proportion of managers 
from the sector reporting the use of contractors in preference to the recruitment of 
permanent staff (50% compared to 32%)� 

Managers from larger organisations were somewhat more likely to report that recruitment 
had been suspended, salaries had been frozen and that compulsory redundancies had been 
made�  They were also more likely to have offered employees the opportunity to take 
voluntary redundancy7� 
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1.5  Management of redundancies
In this section, we examine manager perceptions of how redundancies have been handled 
in their organisation and the personal impact of redundancies on managers�

1.5.1 One sixth of managers report that a redundancy process was badly handled 
in their organisation

We asked managers how well their organisations had handled any redundancy process�  
Two fifths (39%) of managers felt that the redundancy process in their organisation had 
been handled adequately�  This was a lower proportion compared to our previous year’s 
survey (48%)� Roughly one sixth (16%) of managers reported that the process was handled 
badly or very badly, a similar percentage to last year’s survey (17%)� 

1.5.2 Redundancies reduce morale, mental well-being and productivity, especially 
when they are poorly managed

To understand the impact of redundancies on survivors, we asked managers whose 
organisations had undergone a redundancy process how it affected aspects of their well-
being, organisational commitment and daily work life�  We found that: one in ten reported 

increased sickness absence (9%); a fifth reported reduced productivity 
(19%); a quarter reduced job satisfaction and organisational commitment 
(26% and 27% respectively); a third reported lower morale and less 
willingness to take risks (32% and 29%); two fifths said that their trust in 
management and mental well-being had declined (40% and 38%); and 
half (50%) reported being affected by stress� 

The above figures confirm what we already know - that going through redundancies can 
have an adverse effect on those who survive, not just those who leave an organisation� 
However, our survey found that managers who reported that a redundancy process 
within their organisation was well managed were five times less likely to report reduced 
performance and productivity compared with managers who felt that the redundancy 
process within their organisation had not been well handled (Figure 11)� Similarly, the 
former group of managers were:

•	 four times less likely to report reduced trust in management, organisational commitment 
and job satisfaction

•	 four times less likely to report increased sickness absence

•	 three times less likely to report diminished well-being

•	 twice as willing to take risks 

•	 half as stressed8� 

Two thirds of senior managers and board directors (65% and 57%) reported that 
redundancies were managed well or very well, compared to a third of middle and junior 
managers (34% and 38%)�  This could reflect a number of issues� For example, it could 
reflect a lack of appreciation of the impact of the redundancy process lower down the 
hierarchy� Equally, it could reflect a focus on the management of the process rather than its 
longer term impact� Nonetheless, it highlights the importance of senior leaders focusing not 
just on the process but its potential longer-term impact and how best to manage this�

One-sixth of managers 
say a redundancy process 
in their organisation was 
badly handled
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Figure 11

1.5.3 What does a well handled redundancy process look like?

In the 2012 edition of the Agenda (Boury et al), we investigated what makes the difference 
between a well and poorly handled redundancy process�  We found that the quality of 
leadership, HR, and change management were all key factors in handing redundancies well� 
Our findings are summarised in Figure 12� 
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1.6  Motivating staff in an adverse economic climate
We asked managers about whether or not certain practices designed to motivate staff had 
become more or less common in their organisation since the onset of the economic crisis� 

Managers reported a decrease in the use of financial incentives and an 
increase in stretch assignments, secondments and enhanced 
responsibilities� Our survey found a fairly even split between managers 
reporting an increase in the use of training and those reporting a 
decrease�  29 per cent of managers reported that their use had increased 
and 22 per cent reported a decline� (See Figure 13)

Figure 13 
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Key messages
•	 The vast majority of managers reported an adverse impact of the economic climate 

on their organisations�  Whilst it appears as if, for many organisations, an initial period 
of cost-cutting and redundancies is over, the economic climate remains difficult� 
Managers are facing the challenge of doing more with less, managing increased 
workloads and change, whilst at the same time attempting to maintain staff morale�

•	 The increased burden on managers is reflected in two-thirds feeling under pressure 
at work, half feeling uncertain about what the future holds, and a quarter not feeling 
secure in their jobs� 

•	 Whilst the majority of managers said their organisations are coping well with the 
adverse economic climate, they also reported the need for their organisations to 
change� It appears that managing change will continue to be a key challenge for 
managers�

•	 The impact of the economic climate appears to be more widely felt in the public 
sector, no doubt because of the Government’s deficit reduction plan�  The need for 
change is also more widely reported by managers in the public sector� 

•	 Whilst for many organisations the period of redundancies is over, this is not the case 
for all� Our survey this year has seen a spike in redundancies in the production and 
manufacturing sector�  The potential negative impact of redundancies on managers’ 
organisational commitment, job satisfaction, productivity and well-being is highlighted 
by this year’s survey� 

•	 With financial resources limited, stretch assignments, increased responsibilities and 
secondments appear to be on the increase as means to motivate managers� 
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In this chapter we look at managers’ views on various aspects of their organisation, including 
its structure, culture and the quality of its leadership�  We also look at how effectively 
managers feel their organisations manage change� In response to Government calls for a 
more ethical approach to business, we explore managers’ views about how ethical they 
feel their organisations behave towards a variety of stakeholders and what effect, if any, 
the Government’s call for a more moral approach to business has had on them and their 
organisation� 

2.1  Organisational purpose, values and strategy
2.1.1 Majority of managers understand their organisation’s purpose, values and 
strategy

The vast majority of managers said they understood their organisation’s purpose, values and 
strategy well or very well (85%, 78% and 81% respectively)�  The proportion of managers 
reporting that they understood these aspects of their organisation was found to increase 

with seniority (see Figure 14)�

Our survey shows that managers in the not-for-profit sector were more 
likely to report that they understood these aspects of their organisation 
very well when compared with managers from other sectors9 (for 
example, 66% of managers from the not-for-profit sector reported that 

they understood their organisation’s purpose very well compared with an average of 58% 
of managers across all other sectors studied)� 

Figure 14 

Managers who reported that they understood the purpose, values and strategy of their 
organisation also reported feeling more engaged10�  We investigated which of several 
organisational factors (as rated by managers) appeared most related to positive manager 
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ratings of purpose, values and strategy�  We found that leadership effectiveness was the 
strongest predictor of positive ratings of a composite measure of understanding of purpose, 
strategy and values, followed by the effectiveness of line management11�

We asked managers to rate the strength of the collective sense of purpose in their 
organisation�  We also have data on this stretching back several years, and from 2008 
through to 2011 there was a gradual increase in the proportion of managers reporting 
the collective sense of purpose in their organisation was high� By 2011, the proportion of 
managers rating the strength of collective purpose in their organisation as high had reached 
50 per cent (Figure 15)� Since 2011, the proportion of managers rating the sense of 
collective purpose in their organisation as high has reduced to around 40 per cent although 
there is no evidence as yet of a sustained downward trend�  This pattern was repeated 
across all sectors�

Figure 15

It may be that when managers were dealing with the impact of the economic crisis, they 
had a clearer sense of collective purpose�  As conditions have started to stabilise but 
austerity has remained, the sense of collective purpose may have ebbed slightly�

54 per cent of managers in the not-for-profit sector rated the collective sense of purpose in 
their organisation as high, perhaps reflecting a high degree of alignment between personal 

and organisational values in the sector� In contrast, 34 per cent of 
managers in the public sector rated the collective sense of purpose in 
their organisation as high�  This perhaps reflects a degree of uncertainty 
allied with long-term austerity in the sector�

Our analysis found a moderate strength relationship between manager 
ratings of collective sense of purpose and their assessments of their organisation’s financial 
and strategic success, and in particular its levels of customer service12� Manager ratings of 
collective sense of purpose were also positively related to their assessment of leadership 
in their organisation, the clarity of its values and the degree to which managers were felt 
to practice those values13�  They were also positively related to ratings of organisational 
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structure, internal communications, policies and procedures and change management within 
their organisation14� 

2.1.2 Leadership development remains the key strategy for the future

We asked managers what strategies their organisations are adopting for the future� Figure 
16 shows that the most common strategies organisations are adopting for the future are: 
leadership development (55%); efficiency savings (51%); implementing new technology 
(45%); improving employee engagement (42%); talent management (41%); developing new 
products and services (39%); and project management (38%)�

Figure 16

For a number of years, leadership development has been consistently the most common 
strategy that managers report organisations are adopting for the future� However, at the 
height of the financial crisis, the proportion of managers reporting their organisation was 
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were also increases in the proportion of managers reporting the use of: formal project 
management (38%; 2011: 26%); knowledge management (33%: 2011: 26%); shared services 
(28%; 2011: 24%) and outsourcing (22%; 2011: 13%)� 

Managers in the public sector were more likely to report strategies aimed at improving 
efficiency (71% compared with an average of 51% across all sector groups)� Managers in the 
public sector were more likely to report their organisation to be: adopting a shared services 
model (51%; average 20%); embracing flexible working (39%; average 27%); outsourcing 
(38%; 16% all other sectors); and downsizing (37%: all other sectors: 10-12%)� Managers 
in this sector were also least likely to report their organisations to be embracing talent 
management as a strategy for the future (34%; average: 41%)�15

Roughly half of managers in the private sector reported that their organisations were trying 
to develop new products and services, and two-fifths that their 
organisations were aiming to break into new markets� Focusing on 
innovation was also considered a key strategic objective by some, with 
46 per cent of managers in the production and manufacturing sector 
reporting such a focus�  Whilst a quarter and a third of managers in the 
public and not-for-profit sectors reported pursuing public-private 

partnerships respectively, only a small proportion of managers in the private sector (8% in 
the private services sector and 6% in the production and manufacturing sector) reported 
pursuing such partnerships�  This may suggest that organisations in the private sector are 
deterred from seeking to partner with the public sector, perhaps because of limited finance 
available from public sector organisations� 

Managers in the private 
sector report a focus on 
innovation and developing 
new products and services



© Roffey Park Institute 29

2.2

Organisational culture

2.2  Organisational culture
Our survey asked managers to say whether or not their organisation’s culture impacted 
performance positively or negatively, how it was perceived to have this effect, and how 
successful efforts at changing the culture in their organisation had been�

2.2.1 The majority of managers see culture as having a positive impact on 
performance, although one in five report a negative impact

Two thirds of managers (57%) reported that organisational culture impacts positively or 
very positively on organisational effectiveness, a quarter (23%) said the impact was neither 
positive or negative and a fifth (19%) reported a negative impact� Managers in the not-for-
profit sector were most likely to report that organisational culture positively impacted on 
performance (64%) and managers in the public sector the least likely (42%)�

We asked managers to explain how their organisation’s culture impacted performance� 
Managers who reported that their organisation had a strong sense of shared purpose and 
values generally also reported that its culture had a positive or very positive impact on 
its effectiveness�  Where managers from less successful organisations mentioned shared 
purpose and values it was generally to say that they are lacking�

Hand-in-hand with this, where managers reported a positive impact of their organisation’s 
culture, they reported that it nurtured creativity and innovation through openness and 
empowerment� Managers reporting a negative impact of their organisation’s culture 
reported that bureaucracy, command-and-control hierarchies, working in silos and a risk-
averse blame culture inhibit these very factors�

“The culture is hierarchical and blame focused.  Too much effort and energy 
is spent avoiding blame rather than being accountable and working together 
towards a solution … There is no truly shared common purpose which makes 
change almost impossible to deliver.”

“The paternalistic, bureaucratic, health and safety obsessed, process-driven culture 
of our organisation can sometimes stifle creativity and efficiency.”

Another key cultural indicator of success reported by managers, perhaps not surprisingly, is 
a results and performance focus�  Where this is lacking, managers reported that effectiveness 
can be inhibited by undue focus on process and a failure to tackle underperformance�

“Our culture is all about being positive, passionate and focusing on performance 
- for us and our customers.   This is almost tangible in the behaviours of our 
employees and associates.”

“There is no culture of excellence in performance - so many of our internal 
processes are old-fashioned and overly bureaucratic.  Achieving anything is very 
difficult due to these processes and complete lack of “can do” attitude …  
Onerous reporting lines and too many tiers of management, as well as over-
reliance on views of members hold us back from effecting real change … Good 
performance is not rewarded and staff who poorly perform or who are lazy are 
allowed to continue doing so.”
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In some organisations managers reported that multiple sub-cultures are operating, 
sometimes as a result of mergers and acquisitions, or because of working across 
geographical boundaries�  The existence of sub-cultures was generally seen by managers 
as a less positive influence on effectiveness�  There may be a strong argument for trying to 
build a series of nested cultures, which support and are not in conflict with the overall aims 
of the organisation�
 
We also asked managers to say which of the following descriptions best characterised 
the culture in their organisation: high support, high challenge; high support, low challenge; 
low support, high challenge; low support, low challenge� Managers that characterised 
their organisation as highly challenging and supportive were most likely to report that 
their organisation’s culture impacted performance positively or very positively� Managers 
describing their organisation’s culture as low support-low challenge were least likely to 
regard its impact on performance as positive (see Figure 17)� 

2.2.2 A quarter of managers report that culture change efforts fail

There has been much debate about whether it is possible to change an organisational 
culture�  To investigate, we asked managers to rate how effective culture change initiatives in 

their organisation had been�  Their views were fairly evenly distributed 
with 36 per cent saying culture change had been very or fairly successful, 
38 per cent that it was only somewhat successful and 26 per cent 
reported it had not been very successful or not at all successful� 
Managers in the public sector were least likely to regard culture change 
efforts as successful�

Our analysis found that managers from high support-high challenge organisations were 
most likely to report that culture change initiatives had been successful (59% very or fairly 
successful)� Culture change initiatives were regarded as least successful by managers from 
low support – low challenge organisations (8%) (See Figure 17)�  Where culture was rated 
as a positive influence on organisational performance, efforts to change the culture were 
regarded as far more successful�

Figure 17 
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2.3  Leadership
2.3.1 Overall ratings of leadership remain stable, but a fifth of managers still rate 
leadership in their organisation as poor

Three-quarters of managers rated leadership in their organisation as excellent (13%) or 
good (61%), a fifth rated it as poor (22%) and just four per cent as very poor (Figure 18)� 
Overall leadership ratings have improved since the economic downturn with a levelling off 
in the last few years� 

Figure 18

Leadership effectiveness was rated more positively in small organisations with 29 per cent 
of managers in organisations with 50 employees or less rating their leadership as excellent 
compared to 8 per cent of managers in organisations with over 5000 employees16� Perhaps 
unsurprisingly, board directors were much more likely to rate the leadership in their 

organisations as excellent when compared with other managers (28% of 
board directors, 15% of other directors/senior managers, 10% of middle 
managers and 7% of junior managers)17� However, as found in 2012, 
middle managers were less likely to rate their leaders as good when 

compared with other managers (57% of middle managers compared to 65% of the others)� 
Managers in the public sector were also less likely to rate leadership in their organisation as 
excellent�18

2.3.2 Managers want leaders to be authentic, adaptable and to provide clear 
direction

In order to understand managers’ ratings better and also what constitutes effective 
leadership we asked managers to rate their most senior leaders on a range of behaviours� 
Leaders were rated best at showing an interest in the implementation of the strategies 
they initiate (55% rated good or very good), being approachable (55%), being human and 
ordinary (55%), and providing staff with a clear strategic direction (54%) (Figure 19)�  They 
were seen as least good at ensuring communication channels work (24% rated poor or 
very poor), adapting their leadership style to suit the situation (28%) and admitting their 
mistakes (34%)�
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Figure 19

Leaders in the public sector were more commonly rated by managers working in the 
sector as poor or very poor on all the behaviours examined�  Their worst ratings were on 
admitting their mistakes (50% rated poor or very poor) and adapting their leadership style 
to suit the situation (38%)�  Although these were the areas where all leaders were judged 

by managers to perform poorly, public sector leaders were rated much 
poorer than leaders in other sectors�

We looked at the relationship between the individual behaviours shown in 
Figure 19 and overall ratings of leadership�  The behaviours most strongly 
related to overall managerial perceptions of leadership were: providing staff 

with a clear strategic direction; sticking to a strategic course of action; being authentic; and 
adapting leadership style to the situation� It seems, then, that managers want their leaders to 
be authentic, adaptable and to provide clear direction� 

2.3.3 Levels of support critical to managers’ ratings of leadership

Managers who described their organisations as offering high levels of support were more 
likely to rate leadership in their organisation positively� More than four-fifths of managers in 
high support workplaces rated leadership in their organisation positively� In comparison, 58 
per cent of managers in low support-high challenge and 34 per cent in low support-low 
challenge workplaces rated leadership in their organisation positively (Figure 20)� 
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Figure 20

When ratings of individual leadership behaviours are broken down by levels of support and 
challenge, it is clear that all leadership behaviours are affected very considerably by the level 
of support� Most are also affected by the level of challenge, albeit to a lesser degree (see 
Figure 21)� 

Figure 21
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The implication is that leadership is always perceived more positively in workplaces that are 
judged to offer high levels of support but that some behaviours, including those associated 
with strategy, are viewed more positively in workplaces judged to offer high challenge�

2.3.4 Effective leadership permeates all aspects of organisational life, and is 
associated with higher engagement

Our analysis found relationships between managerial ratings of leadership in organisations 
and virtually all aspects of organisational life�  The importance of effective leadership for 
promoting understanding of the organisation’s purpose, strategy and values and uniting 
employees in a collective sense of purpose is confirmed by our research�19  Effective 
leadership was strongly associated with manager ratings of the effectiveness of the 
organisation’s structure, culture, communication processes and policies and procedures�20 

Effective leadership was also related to line management effectiveness and performance 
management independently, as well as through its association with structure, culture and 
policies�21 This suggests that effective leadership may have a role modelling effect on line 

management, for example encouraging a more supportive culture� 

Our findings also suggest that leadership has a direct association with 
engagement, happiness and well-being at work, even when other 

associated factors are controlled for (structure, policies and processes, culture, collective 
sense of purpose, HR effectiveness)�22 The direction of causality cannot be confirmed from 
these findings� It is likely that happy and engaged employees will be more inclined to report 
favourably on their organisation and leadership than less happy and engaged employees� 
Nevertheless, it seems likely that effective leadership will promote engagement and well-
being at work�

Good leadership is linked 
to engagement, happiness 
and well-being at work
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2.4  Organisational structure, policies and 
procedures, and communication

2.4.1 A significant minority of managers report that key aspects of internal 
communication are poor

Approximately half of managers reported that their organisations were good or very good 
at the amount, tone, appropriateness, frequency and clarity of communications and a further 

third reported that they were adequate at these aspects (Figure 22)� 
Fewer, however, reported that interdepartmental communication and the 
availability of channels for upward communications were good�  A third 
reported that the former were poor or very poor, whilst a quarter 
reported that  the latter were poor� 

Figure 22

2.4.2 Nearly one-fifth of managers report that organisational structure does not 
support the delivery of strategy

Organisational structure may be partly responsible for the poor communications between 
departments� Organisational structures were seen by managers to be least effective 
at enabling working across functions (Figure 23) and this was strongly associated with 
managerial views on the effectiveness of interdepartmental communications23� More than 
one-fifth of managers reported that their organisation’s structure did not enable working 
across different levels of seniority or help ensure clear roles and responsibilities� Perhaps 
because of this, nearly one-fifth of managers reported that their organisation’s structure did 
not support the delivery of strategy� 

One quarter of managers 
report that the availability 
of channels for upward 
communication is poor

0% 20% 40% 60% 80% 100%

Tone

Amount

Channels used

Frequency

Clarity

Upward communication

Communication between 
departments

Ratings of  various aspects of internal communication 

Very poor Poor Adequate Good Very good



© Roffey Park Institute36

Organisational structure, policies and procedures, and communication

Figure 23

2.4.3 Policies and procedures viewed as effective at reducing risk

Figure 24 shows that whilst most managers agreed that their policies and procedures were 
effective at reducing risk, only half agreed that they helped ensure quality work, enabled 
people to do their jobs effectively, or ensured consistent behaviour across the organisation� 
Less than two-fifths agreed that their internal policies and procedures were effective at 
facilitating organisational change, enabling departments and teams to work together and 
reducing inefficiency� 

Figure 24
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associated with engagement, happiness at work and employee well-being24�  Where systems 
(i�e communication, policies and procedures), structure and change management were 
effective, the occurrence of conflict (particularly between functions and teams), bullying 
and stress were also less likely to be reported or to be viewed as common25�  Whilst the 
direction of association cannot be proven, organisational structure has a clear role to play in 
defining individuals’ roles and relationships which is likely to promote positive relationships� 
Effective communications and policies that enable people to work effectively are also 
likely to have a positive impact on engagement�  We also found positive relationships 
between manager ratings of structure, communications, policies and procedures, and overall 
organisational performance26� 
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2.5  Managing change
We asked managers to give their views as to how effective their organisation is at managing 
various aspects of change� In results very similar to previous years, managers reported that 

their organisations were better at the early stages of change, such as the 
initiation and planning phases, than they were at the latter stages such as 
maintaining momentum and consolidating benefits (see Figure 25)� 
Managers also reported that their organisations were better at securing 
and maintaining top level involvement, but performed less well at 
managing employee motivation and embedding and sustaining behavioural 
change�  This is in spite of the fact that over two-thirds of managers 

reported that their organisation is effective at consultation and communication� 

Figure 25

Manager ratings of leadership in their organisation were found to be strongly associated 
with their ratings of the effectiveness of change management practices in their 
organisation27� Our analysis found relationships between effective change management 
and employee engagement, happiness and well-being, and aspects of overall organisational 
performance� 
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2.6  Ethics and corporate responsibility
Our survey asked managers to rate how ethical their organisation’s treatment was of a 
variety of stakeholders including its customers, suppliers and employees�  We also asked 
managers for their views on calls from politicians for a more ethical approach to business� 
Finally, we were interested to know whether their organisations had focused more or less 
on corporate responsibility over the last year�

2.6.1 Vast majority of managers consider that their organisations are ethical 

The vast majority of managers rated their organisation’s treatment of a variety of 
stakeholders as ethical (see Figure 26)� However, it is interesting to note that the group of 
people considered to be treated least ethically were employees�  This may reflect the impact 
of austerity, redundancies and pay freezes, or perhaps asking managers to do more with less� 

Figure 26

Perhaps supporting this interpretation, managers in the public sector were less likely to 
rate their organisation as very ethical towards its employees (35%; compared to 49% in 
production and manufacturing and 51% in private services and the not-for-profit sector)� 

Since the global economic downturn, politicians have been calling for a more ‘responsible’ or 
‘moral’ approach to doing business�  We asked managers what this meant to them and what 
impact it might have on their organisations� 

Just over half of managers skipped the question suggesting perhaps that this was not 
something that was at the forefront of their mind�  A further third reported that it was 
business as usual as far as they were concerned or that they already considered their 
organisation to be ethical in its approach�  A small percentage regarded ethics as simply 
compliance with regulation�

Managers interpreted the issue in a number of ways� In the public sector they often saw it 
as doing everything possible not to waste public money by becoming more efficient and 
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implementing cost-cutting measures� But some saw a moral tension between cutting costs 
and the reduction of services, often to vulnerable and needy users�

“Cuts in services to vulnerable people.  More work, less staff.”

Across all sectors managers mentioned providing more value for money to their customers; 
and managers from private sector organisations often mentioned replacing short term 
profit with a longer term focus on sustainable value; a change of emphasis from the inward 
looking ‘what’s in it for us’ to an outward looking ‘what impact are our actions having on 
clients and other external stakeholders?’ 

This outward focus also includes increased Corporate Social Responsibility (CSR) and 
community activity in organisations across sectors� In some cases this appears to be driven 
externally, and even imposed as a contractual obligation�  A manager in the construction 
industry, for example, reported that contracts increasingly include a requirement to ‘add 
value’ through local employment and training (particularly hiring apprentices and people 
from disadvantaged groups), community engagement activities, work experience for 
students, or enhancing the school curriculum�

Managers also reported higher expectations in terms of transparency and accountability, 
often associated with regulatory demands� Most managers welcomed transparent and 
accountable practices, although some pointed out that it can create additional practical 
demands on their time, and a frustrating level of bureaucracy�

“As an aid agency we have high levels of scrutiny, transparency and integrity. 
However, donors and government are increasingly demanding of evidence based 
results to justify investment in humanitarian causes.”

“Government are now seeking to micromanage everything and rather than 
being able to reduce administration we are having to carry out more petty 
administrative tasks than ever before to satisfy frequent and detailed requests for 
information on how we are doing everything.”

A number of managers said that their organisation’s attitude to risk had changed, with 
checks and balances to prevent financial risk taking� But again, there appears 
to be a shadow side, with some saying that, as an organisation’s appetite for 
risk reduces, so does its ability to move fast and innovate�  Are the positive 
forces of fiscal responsibility and accountability creating a barrier to 
creativity and growth? Managers are faced with the challenge of navigating 
a course which avoids both undue risk and stagnation�

2.6.2 Corporate Social Responsibility remains on the agenda

Only 5 per cent of managers reported that their organisation had focused less on 
corporate responsibility this year, 58 per cent said their emphasis had remained the same 
and 38 per cent reported they had focused on it more or a lot more�  These proportions 
have remained relatively stable for the last four years� 

Some managers report 
that their organisations 
have become more  
risk-averse
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Key messages
•	 Our survey shows that the vast majority of managers understand their organisation’s 

purpose, values and strategy� 

•	 It appears that the collective sense of purpose within organisations may have peaked 
during the economic crisis�  A crisis may have energised managers, but now the crisis 
is over for many organisations, that shared sense of purpose may be something that 
managers may be less likely to feel or be able to maintain� 

•	 More than a quarter of managers rated leadership in their organisations as poor� 
To some extent, it appears that senior decision-makers in organisations are aware 
of the need to improve leadership with leadership development the most common 
organisational strategy for the future reported by managers� 

•	 Other commonly reported strategies revolve around efficiency savings, employee 
engagement, and developing new products and services or entering new markets� 
The introduction of systems to achieve efficiency savings requires effective 
management of change, something which our analysis suggests organisations could 
be better at, particularly the latter stages of change�  The focus on change also implies 
a need for effective execution and implementation skills, in addition to effective 
leadership� 

•	 Managers reported wanting their leaders to be authentic, adaptable and to provide 
clear direction� Our analysis found that manager ratings of leadership were higher in 
organisations regarded by managers as providing high levels of support�  This perhaps 
emphasises the importance of leaders helping managers manage and not just 
focusing on the high level vision and strategy� 

•	 Some managers reported a shift in their organisation’s attitude towards risk, with 
increased checks and balances to prevent financial risk taking�  At the same time, a 
focus on innovation was reported as a strategic objective by a number of managers� 
Managers may therefore be faced with navigating a course which avoids both undue 
risk and stagnation� 

•	 Managers may also be hindered in attempts to innovate by existing organisational 
culture�  Whilst the majority of managers reported that their organisation’s culture 
had a positive impact on performance, one-fifth reported a negative impact�  Those 
reporting a negative impact reported too much bureaucracy, command-and-
control hierarchies and working in silos�  These were seen as stifling innovation and 
encouraging a focus on process over performance� 

•	 A third of managers said that interdepartmental communication was poor in 
their organisation, and a quarter that the availability of upward channels for 
communication was poor�  This poses the question as to whether communications 
are still too top-down without sufficient opportunity for dialogue? 

•	 Despite calls from the Government for a more moral approach to business, this issue 
does not appear to be at the forefront of managers’ minds� It appears that in some 
cases managers regard CSR as contractual obligation rather than as something they 
see as important in itself�  Having said that, the majority of managers do regard their 
organisation’s treatment of key stakeholders as ethical�
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The role of HR versus line managers

This section focuses on managers’ views of people and performance management practices 
in their organisations� It starts by exploring the views of HR and non-HR managers on the 
role and responsibilities of HR versus line managers, and non-HR manager perceptions 
of the effectiveness of the HR function� It then considers line manager views on: how well 
underperformance is tackled in their organisations; their own management capabilities; and 
management capabilities more widely in their organisations�  Also covered is the perspective 
of managers with respect to teamworking, learning and development including talent 
management� 

3.1  The role of HR versus line managers
3.1.1 HR and line managers both reluctant to take responsibility for difficult 
aspects of people management

The division of responsibilities between HR and line managers has been the subject of on-
going debate� Roffey Park’s own research into HR business partnering (Griffin et al 2009) 
found that HR’s ambition was to become more strategic and to get line managers doing 
more of the day-to-day transactional people management, whilst line managers themselves 
were resistant to this�  Although line managers understood the value of a more strategic 
HR function, they were unclear about their new responsibilities and in some cases felt 
ill-equipped to deal with them�  To investigate this conflict of interest, we included a new 
question in this year’s survey to examine HR and non-HR manager views on who should 
take prime responsibility for various aspects of people and performance management� 

Our survey found significant differences between the views of HR and non-HR managers 
(shown in Figure 27), particularly regarding prime responsibility for determining 
compensation and benefits and the restructuring of teams and functions, where more 
non-HR managers than HR managers think the line should have greater influence�28 The 
same pattern is observed for projecting future workforce requirements, selecting and 
assessing new employees and arranging learning and development, although the differences 
between the views of HR and non-HR managers were smaller�  This confirms our previous 
research findings that HR think they should have a more strategic and influential role than 

do line managers, who want to retain the power and ability to influence 
and motivate their team� 

In contrast, a higher proportion of HR managers than line managers 
believed that the line should take responsibility for conducting grievance 
and disciplinary procedures (70% of HR managers reported that prime 

responsibility should lie with line managers, albeit supported by HR, compared with 51% 
of non-HR managers)�  The pattern is similar, but the differences smaller, for managing 
redundancies� It appears that both HR and non-HR managers are more reluctant to take 
lead responsibility for the more difficult aspects of people management� Unwillingness to 
take responsibility for disciplinary procedures may explain why performance management 
remains poor in many organisations (see section 3�3�2)� 

3.  People and Performance Management

HR and line managers 
disagree as to who should 
have lead responsibility 
for handling grievances
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Figure 27

3.1.2 Views on division of roles between HR and the line vary by seniority

Views on the split of responsibilities between HR and line managers also varied by role 
level for several aspects of people and performance management� Board directors were 
slightly more likely to report that responsibility for a range of people management activities 
should be equally split between HR and line mangers when compared with other levels 
of management�29  Junior managers were more likely to report that HR should have more 
responsibility for conducting grievances and disciplinary procedures and restructuring teams 
or functions�30� 
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3.2  Manager views of the HR function
3.2.1 Majority of managers view HR positively

Our survey found that two-thirds of non-HR managers felt that the HR function in their 
organisation was credible, influential and added value to the business�  A lower proportion 
(about half) of managers outside HR regarded the HR function as proactive, strategic and  
customer-focused (see Figure 28)� It appears, then, that on the whole, the view of the HR 

function amongst managers is positive although with room for 
improvement, particular with regards to having a customer focus� Our 
survey found that more senior non-HR managers were more likely to 
report positive views of the HR function31�  This may reflect a greater 
understanding of the business and HR’s contribution� It may also reflect 
closer working across functions at a more senior level�  A less positive 
potential interpretation is that HR focuses more on the needs of senior 

as opposed to junior managers� Perhaps unsurprisingly, HR managers viewed the HR 
function more positively than their non-HR counterparts (Figure 28)�

Figure 28

3.2.2 Positive views of HR associated with positive views of other aspects of 
people management and employee engagement

Managers’ ratings of the HR function, in particular their views on how strategic and 
influential the function is, were found to be positively related to their views on how 
supportive their organisation is of employee development and the perceived effectiveness 
of learning and development initiatives (in terms of how well learning and development 
initiatives targeted specific problems, specified their likely outcomes, demonstrated 
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their actual benefits, and supported retention)�32 Similarly, our analysis found a positive 
relationship between manager views of the effectiveness of the HR function and the 
effectiveness of talent management schemes, including the extent to which learning from 
these schemes was considered to be transferred back into the organisation33� 

The effectiveness of HR was also related to the effectiveness of managers and to how well 
under-performance was perceived to be tackled�34 Moreover, even when line management 
effectiveness was controlled for, HR effectiveness was independently related to how well 
teams work together and with other teams�35

Associations between the effectiveness of HR, engagement, well-being and happiness at 
work highlight the value and importance of a strong, strategic and influential HR function for 
employees and the organisation�36 Moreover, the effectiveness of HR was also related to less 
problematic stress at work and less conflict, particularly among functions�37

3.2.3 Effective HR found in high support workplaces

The HR function was also judged to be more effective in workplaces that managers 
reported to be more supportive� Regardless of the level of challenge, high support 
workplaces were judged to have more effective HR functions than low support ones 
but low support/low challenge workplaces were judged to have the least effective HR 
functions�38 
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3.3  Line and performance management
We asked line managers to rate their own line management capabilities as well as those of 
managers more widely across their organisation�  We also asked line managers about how 
effectively they thought their team worked together, and how well their team worked with 
other teams in their organisation�  We also asked line managers for their views on how well 
they felt underperformance was tackled in their organisation� 

3.3.1 Managers view their own line management skills positively, and more 
positively than those of other managers

Roffey Park’s employee engagement research (Gifford et al 2010 & Boury and Sinclair 
2012) has identified five management attributes that are essential for engaging teams�  
Managers were asked to rate their own performance on these attributes and those of 
managers generally within their organisation� 

The vast majority of managers rated their line management skills positively�  At least three-
fifths of managers said that they manage staff fairly or very well across the five dimensions 
they were asked about� For three out of the five dimensions (supporting and empowering 
people, demonstrating empathy and fairness, and consulting and informing people), roughly 
four-fifths of managers reported that they manage staff fairly or very well�  The dimension 
on which managers were least likely to report that they managed staff fairly or very well, 
namely recognising and rewarding people, is also the dimension for which managers may 
feel most constrained by the current economic climate and reduced budgets� For each of 
the five dimensions, very few managers reported that they did not manage staff very well 
or at all well (Figure 29)� 

Figure 29:

Figure 29 also shows that managers rated their own line management skills more highly 
than those of other managers in their organisation across the five dimensions�39 The 
difference was largest for demonstrating empathy and fairness (84% of managers felt 
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they did this very or fairly well, whilst only 53% felt the same about other managers in 
their organisation)� Most managers did, however, rate the line management skills of other 
managers in their organisation as at least adequate� 

Nevertheless, one-fifth of managers said that other managers in their organisation did not 
reward and recognise people, or develop people and performance very 
or fairly well�  These were also the areas where managers were least 
positive regarding their own performance (59% of managers felt they 
rewarded and recognised people very or fairly well compared with 41% 
who felt other managers in their organisation did; 73% felt they 
personally developed people and performance very or fairly well but 
only 45% felt other managers did)�

Managers in the public sector were more likely to be less positive regarding how well 
managers within their organisation rewarded and recognised people and demonstrated 
empathy and fairness�40 There were no significant sector differences for the other factors� 

3.3.2 Two-fifths of managers report that underperformance is not tackled well

Despite the generally positive impression held by line managers of line management 
capabilities within their organisation, two-fifths of line managers reported that 
underperformance was not tackled at all well in their organisation�  This is a slight reduction 
from last year but still high compared with the years prior to the economic downturn 
(Figure 30)�41  The challenging economic conditions have increased organisations’ focus on 
efficiency and maximising performance with reduced resources�  As a result there has been 
an increased focus on tackling underperformance, although this still appears difficult to do in 
practice� 

Figure 30

As in previous years, the proportion of managers reporting underperformance is not 
tackled at all well was highest in the public sector (58% of managers in the public sector 
compared with 39% in the not-for-profit sector, 35% in production and manufacturing 
and 30% in the private services sector)�42 Managers from larger organisations were more 
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likely to report that underperformance was not tackled at all well (24% of managers from 
organisations with up to 50 employees reported underperformance was not tackled at all 
well compared with 41% of those working in organisations with 251-1000 employees and 
52% of those in organisations with over 5000 employees)�43

3.3.3 Most line managers are confident that they can influence team performance

We asked line managers to indicate how confident they felt that taking certain actions 
would improve the performance of their team�  The majority of managers surveyed felt very 
or fairly confident that:

•	 making it clear to staff what they are expected to deliver

•	 providing regular feedback to staff about performance

•	 involving staff in setting stretching but achievable goals

•	 confronting inadequate performance

•	 providing performance coaching and

•	 rewarding good performance

would all positively influence their team’s performance�  A significant minority of 
managers reported not feeling confident that incentivising going the extra mile or treating 
underperformance as a development opportunity would have a positive influence (Figure 
31)�

Managers’ confidence in the efficacy of these actions was found to be related to their 
confidence in their own people management capabilities44� Managers’ confidence in their 
ability to influence their team’s performance was also correlated with the effectiveness of 
the HR function�45 This might suggest that managers have greater confidence in their ability 
to manage when supported by an effective HR function� 

Figure 31
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We compared manager ratings of their confidence to positively influence their team’s 
performance with replies to a similar but different question from 2012 which asked 
managers to rate the effectiveness of the same aspects of performance management in 
their organisation more widely�  We found that, while the majority of managers in this year’s 
survey were fairly or very confident that by taking certain actions they could positively 
influence their team’s behaviour, far fewer in 2012 felt that managers in their organisation 
were good or very good at these aspects of performance management (Figure 32)�  The 
discrepancy was greatest in relation to ‘Taking account of people’s capacity and capability’, 
‘Providing regular feedback about performance’ and ‘Making it clear to people what they 
are expected to deliver’ and smallest on ‘Incentivising going the extra mile’ which was the 
activity fewest managers in this year’s survey were confident would improve their team’s 
performance�

Figure 32

3.3.4 Managers from the public and not-for profit sector less confident about 
value of reward as a means to improve performance

Public sector and not-for-profit managers were at least twice as likely as those from the 
private sector to report they were not at all or not very confident that incentivising going 
the extra mile, or rewarding good performance would aid their team’s performance�46  It 
may be that people are not thought to go into these sectors for the rewards or that public 
sector managers have little discretion in this area� 
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3.4  Teamworking
We asked line managers for their views on how well their team worked together and 
worked with other teams in their organisation�  We also asked line managers to say whether 
their team was located on one site, or dispersed across a number of sites nationally or 
internationally�  We also looked at what factors appeared to support teamworking� 

3.4.1 Managers rate the effectiveness of their teams more positively when they 
are co-located

Only a minority of managers reported that their teams do not work together effectively 
(3%) or work with other teams effectively (5%)�  There was a moderately strong 
relationship between manager perceptions of how effectively their team worked together 
and how well they were felt to work with other teams, although more reported their teams 

worked very effectively together (40%) as reported their teams worked 
very effectively with other teams (27%)�47 

Our survey found that managers working in teams located on one site 
were more likely to consider their team effective compared with managers 
of teams dispersed across a number of sites nationally or internationally 
(45% of managers of teams located on one site rated their team as 

working together very effectively compared with 34% and 30% of managers managing 
teams dispersed nationally or internationally)48�  This highlights the challenges managers face 
in managing remote teams, something which previous research conducted by Roffey has 
explored (Sinclair & Robertson-Smith, 2008)�

Whilst dispersed teams appear to present a challenge to managers, we found that a 
number of organisational factors may help support teamworking� In particular, positive 
manager ratings of organisational structure were found to be associated with manager 
ratings of the effectiveness of their team49�  We also found that managers from organisations 
rated as having high levels of support and challenge were more likely to rate their teams as 
working effectively together, and working well with other teams in their organisation50� Half 
(51%) of managers rating their workplaces as having high levels of support and challenge 
reported their team worked very effectively together compared with: 39 per cent of 
managers in workplaces rated as offering high levels of support and low challenge; 32 per 
cent of managers in workplaces rated as offering low levels of support and high challenge; 
and one-fifth (20%) of managers working in organisations rated as offering low levels of 
support and challenge� Similarly, over a third (36%) of managers rating their workplaces as 
having high levels of support and challenge reported their team worked very effectively 
with other teams compared with just seven per cent of managers rating their workplaces as 
providing low support- low challenge environments�

Our survey also found that managers reporting their teams worked effectively together, and 
with other teams, also more commonly reported positive levels of engagement, happiness 
and well-being51�  They were also less likely to report conflict at work52�  These relationships 
were low to moderate in strength�

Managers report that 
managing teams is 
more difficult when 
they are not located at 
a single site
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3.5  Learning and development
Our survey asked managers for their views on how supportive their organisations are of 
learning and development�  We also asked managers for their views on the most common 
reasons for their organisation’s investment in learning and development activity, and 
also for their views on various aspects of the effectiveness of learning and development 
initiatives� Finally, we asked managers whether or not their organisations used E-learning as a 
development tool, how they rated its success and their reasons behind this rating� 

3.5.1 Support for learning and development remains stable overall

Overall support for learning and development has remained stable over the last few 
years despite the economic downturn�  Two-fifths (42%) of managers reported that their 
organisations were very supportive and just over half somewhat supportive, whilst just 
one in twenty (5%) managers reported that their organisation was not at all supportive of 
employee development� 

This overall figure hides sector differences� In our previous year’s survey, we found that 
support for learning and development was significantly lower in the public sector�  This year 
support in this sector has continued to decline, reflecting the on-going austerity measures 
(2011: 46%; 2012: 39%; 2013: 33% very supportive of employee development)� 

We also found that a higher proportion of managers reporting that their organisations 
were characterised by both high levels of support and challenge also reported that their 
organisations were very supportive of employee development� 61 per cent of managers 
in high support-high challenge workplaces said that their organisation was very supportive 
of employee development compared to: 46 per cent in high support-low challenge 
workplaces; 23 per cent in low support-high challenge workplaces; and 17 per cent in low 
support-low challenge workplaces� Similarly, just one per cent of managers in high support-
high challenge workplaces described their organisation as not at all supportive, compared to 
22 per cent in low support-low challenge workplaces�53

3.5.2 Personal development is the most common reason for learning and 
development

Just over two-fifths of managers reported that the most common reason for learning and 
development in their organisation was personal development�  Three in ten (29%) reported 
it was a response to a specific organisational issue or challenge, and one in six (16%) that 
it was most commonly for compliance with regulation and legislation� Smaller proportions 
reported the most common reason for learning and development activity was as an 
approach to organisational change (8%), or to reward people (2%)�

Our survey found that managers who described their organisations as very supportive of 
employee development were much more likely to say that ‘personal development’ was the 
most common reason for learning and development in their organisation (see Figure 33), 
whilst managers in organisations that were ‘not at all supportive’ mentioned ‘compliance 
with regulation and legislation’ most frequently54�
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Figure 33

3.5.3 A quarter of managers report that their organisations could do more to 
demonstrate the benefits of learning and development

Figure 34 shows that managers believe that there is considerable scope for improvement in 
the design, evaluation of, and actual outcomes from, learning and 
development initiatives in their organisations� Nearly a quarter of 
managers reported that initiatives do not demonstrate their benefits to 
the organisation or support retention at all or very well (24% and 23% 
respectively)�  Whilst more managers reported that learning and 
development initiatives in their organisation targeted specific problems, 
specified their likely outcomes and adapted when requirements changed, 
nearly one in five report these aspects were not done very or at all well 

and three in ten that they were only done ‘adequately’� 

Figure 34

We found that managers were more likely to regard their organisation’s learning and 
development initiatives as successful (e�g� in terms of how well they targeted specific 
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problems, adapted when requirements changed, demonstrated their actual benefits 
and supported retention) where they also perceived the most common reason for 
those initiatives to be personal development�55 This finding perhaps challenges the 
received wisdom that training and development needs always to be closely aligned with 
organisational strategy� Personal development for its own sake is highly valued by employees� 
In contrast, managers who perceived their organisations learning and development initiatives 
to be mainly about compliance with regulation were less likely to consider those initiatives 
as demonstrating their benefits to the organisation or supporting efforts at retention� 

Where the most common reason for learning and development initiatives was perceived by 
managers to be a response to a specific organisational issue or challenge, 
the initiatives were seen to be fairly good at targeting specific problems, 
specifying their outcomes and adapting when necessary, but less effective at 
demonstrating their actual benefits to the organisation�  The latter is a 
somewhat surprising finding given a clear focus on a specific issue or 
challenge should support efforts at evaluation and demonstrating benefit� 

It is perhaps not surprising that managers who rated their organisations as 
very supportive of employee development were also more likely to rate the effectiveness 
of the five different aspects of learning and development initiatives (shown in Figure 35 on 
page 57) more positively56� 

3.5.4 Most managers report the use of E-learning 

71 per cent of managers reported that their organisations use E-learning as a development 
tool and most managers (62%) reported using it personally�  A greater percentage of 
managers from larger organisations and the public sector reported its use (74% of mangers 
working in organisations with over 5000 employees reported having used it, as opposed 
to 38% of those in organisations with 50 employees or less; 78% of managers in the 
public sector reported having used E-learning compared with 59%, 58% and 55% in the 
production and manufacturing, not-for-profit and private services sectors respectively)� 

3.5.5 Manager views on E-learning

E-learning was well regarded overall as a learning tool, with 80 per cent of managers 
describing its use as ‘successful’ (74%) or ‘very successful’ (6%)�  Although E-learning was less 
widely used in small organisations, managers in small and medium-sized organisations (up to 
250 employees) were more likely to rate it successful or very successful when compared 
with managers in larger organisations�57

We asked managers to provide their views on the use of E-learning, why it had been 
successful or less successful� Below we give an indicative summary of their responses� 

Managers reported that E-learning was most successful where there was a requirement 
to reach large numbers of people, potentially across a wide geographical area, making it 
an efficient and cost effective learning option� It was also seen to offer great flexibility and 
convenience� For example, employees may be able to complete training at home and at 
their own pace� Unsurprisingly, the potential for people to spend less time away from their 
normal duties was also felt to be a plus� 

Learning and 
development initiatives 
aimed at personal 
development are 
viewed positively by 
managers
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So clearly there’s a place for E-learning and it has been widely embraced, but what are its 
limitations? Managers suggested that the success of this method of learning was dependent 
on subject matter� In the areas of compliance, induction, statutory and certain technical 
training it was rated as far more successful than when used for personal or leadership 
development� E-learning is not considered a good substitute for human interaction� 

Whilst the ability to ‘roll out’ training quickly and cost effectively is undoubtedly a bonus, 
some managers had reported a sense that E-learning may be a ‘tick box exercise’, a panacea 
or a substitute for ‘proper learning’� Its effectiveness was also seen as limited by the learning 
needs of the individual; it simply does not suit all learning styles� 

Where E-learning was considered by managers to be used most effectively it was part of a 
blended programme of learning�  This integrated approach was viewed by 
managers as enabling organisations to capitalise on the obvious benefits of 
cost, efficiency and reach without compromising the human element of 
learning, which was often regarded by managers as a critical factor in its 
success�  As a stand-alone solution, E-learning was unlikely to be viewed as 
effective and managers thought it should be embedded into broader 
learning activity� 

Our data showed a strong relationship between successful E-learning activity and clearly 
defined outcomes for learning and development, together with a culture of supportiveness 
for learning�  Where E-learning was considered less successful, managers described a lack 
of strategy and investment and also thought it was insufficiently promoted – resulting in 
low levels of awareness amongst employees� Managers also reported the need for their 
organisation to invest in E-learning after its initial implementation to ensure it could meet 
changing needs over time� 

”E-learning was implemented initially 6 years ago and was excellent at the start. 
However, it has not been invested in and so the material has not really changed in 
that period.”

3.5.6 Little evidence of the evaluation of E-learning

We were surprised to uncover little evidence of evaluation of E-learning� Some managers 
reported that it was simply too soon to carry out any formal evaluation in their 
organisation, but for others, this lack of measurement appeared more a case of cultural 
factors around how organisations traditionally offer training and development� 

Managers report 
that E-learning most 
successful when 
part of a blended 
programme of learning
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3.6  Talent management
Our survey asked managers to report on: whether or not their organisation has a talent 
management scheme; the perceived purpose of the scheme and which individuals or 
groups within the organisation are targeted by it; how well their organisation manages the 
scheme and uses it to support the wider organisation; and to what extent the learning and 
development individuals gain from the scheme is transferred back into the organisation� 

3.6.1 Prevalence of talent management schemes remains unchanged

The prevalence of talent management schemes remains similar to the last two years� 
Overall, two-fifths of managers (41%) reported that their organisations have such 

schemes�58 Across all sectors, the likelihood of having a scheme increased 
with organisation size (up to 50 employees: 11%; 251-1000 employees: 
39%; over 5000 employees 64%)�59  Nevertheless, nearly a quarter of 
organisations with more than 5000 employees and over two-fifths of 
those with 1001-5000 employees did not have a talent management 
scheme (according to manager reports)� 

As in previous years of the survey, talent management schemes were more commonly 
reported by managers in the private sector (manufacturing and production: 61%; private 
services: 45%; public sector: 37%; not-for-profit: 32%)�60  Our survey also found a greater 
proportion of managers based in Asia reporting the existence of a talent management 
scheme in their organisation� 61

3.6.2 Most talent schemes focus on high potential individuals

Nearly three-fifths (56%) of managers reporting the existence of a talent management 
scheme in their organisation said that the scheme focused on high potential individuals, 
targeting them for recruitment, development and retention�  Just under a fifth (18%) of 
managers reported that the scheme in place focused on key roles that add proportionately 
more value to the organisation and was intended to ensure that high performing individuals 
occupy those roles� Smaller proportions of managers reported the existence of schemes 
that attempt to identify everybody’s talents and to ensure they are deployed optimally 
(14%), or focus on groups of people that are considered most crucial to the delivery of the 
organisation’s strategy (13%)� 

Managers from larger organisations were particularly likely to report schemes that single 
out high potential individuals rather than focus on everybody’s talents, whereas managers 
from very small organisations (up to 50 people) were roughly equally likely to report 
schemes that focused on high potential individuals and everybody’s talents (40% focus on 
individuals, 45% on everybody’s talents)�62 

3.6.3 Despite the prevalence of talent schemes, nearly one quarter of managers 
report that their organisations do not manage succession well

Managers’ views on how well organisations manage their talent schemes, and how well 
those talent schemes support the wider organisation, varied (Figure 35)� Most managers 
reported that their organisations were at least adequate at:

Two-fifths of managers 
report their organisation 
has a talent management 
scheme
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•	 providing learning and development that can be directly applied at work, 

•	 encouraging individuals to take the initiative for developing their careers, and 

•	 involving and getting line managers to buy-in to talent management� 

The views of managers varied more widely with respect to how well their organisations: 

•	 reviewed and improved their talent management schemes, 

•	 linked talent management to strategic business needs, 

•	 selected people for their talent schemes in a fair and transparent way and 

•	 defined what is meant by talent� 

More than a quarter of managers reported that their organisation did not manage 
succession well, whilst nearly two-fifths reported that their organisation did not use its talent 
programme to inform their recruitment strategy well� 

Figure 35

3.6.4 Widely focused talent management schemes seen as more effective

Figure 36 shows that talent management schemes that identified everybody’s talents or 
key roles tended to be rated by managers as more effective on the measures examined, 
whilst those that focused on high potential individuals were least highly rated by managers 
on average�  These findings are confounded somewhat by organisational size, since size was 
related to effectiveness and smaller organisations were more likely to focus on everybody 
and larger organisations on the individual�  The sample size does not permit a more robust 
analysis, however, even among the largest organisations (more than 5000 employees) 
schemes that focused on individuals were least highly rated for all aspects measured except 
encouraging individuals to take the initiative for developing their careers�
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Figure 36

3.6.5 Majority of managers report learning from talent schemes is converted into 
intellectual capital 

Nine in ten managers reported that learning and development gained from talent 
management is transferred back into intellectual capital for their organisation, four-fifths 
of managers reporting this happens to some extent and one in ten to a great extent� 
However, one in ten managers reported that learning is not transferred back at all�  These 
findings are very similar to previous years�

Better transfer of learning was felt by managers to occur when their organisations were 
viewed as managing all aspects of the talent process described in Figure 36 well� In 
particular, reviewing and improving talent schemes, managing succession and linking talent 
management to strategic business needs appear to be particularly important�63 
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Key messages
•	 Overall, the majority of non-HR managers rated various aspects of their 

organisation’s HR function positively� Our survey found that two-thirds of non-HR 
managers felt that the HR function in their organisation was credible, influential and 
added value to the business�  A lower proportion (about half) of managers outside 
HR regarded their organisation’s HR function as proactive, strategic and customer-
focused� It appears, then, that on the whole the view of the HR function amongst 
managers is positive although with room for improvement, particular with regards to 
having a customer focus�

•	 Having said that, there is a clear divide in the views of HR and non-HR managers 
as to whom should have prime responsibility for different aspects of people 
management� Broadly, there appears to be a desire amongst non-HR managers to 
retain control over aspects of people management that affect their ability to select 
and motivate staff e�g� selecting and assessing potential recruits, compensation and 
benefits etc� HR would like more control over some of these aspects for strategic 
reasons�  There appears to be some reluctance from both sides to take the lead on 
the more difficult aspects of people management such as handling grievances and 
disciplinaries, as well as managing redundancies� 

•	  The vast majority of managers viewed their line management skills positively, 
more positively than they did line management skills in their organisation more 
widely (although the majority still rated management skills in their organisation as 
at least adequate)� One question that arises from this is to what degree managers’ 
perceptions of their own capabilities are reflected in their own staffs’ views? 

•	 Despite managers’ positive self-perceptions and their confidence concerning their 
ability to improve their team’s performance, two-fifths reported underperformance 
was not tackled well in their organisation�

•	 Managers generally considered their team to work effectively, and to work effectively 
with other teams across their organisation�  Views were less positive where the team 
was dispersed nationally, or internationally� Managers whose teams are not located 
at a single site acknowledged the difficulties and challenges involved in managing 
remotely� 

•	 Overall support for learning and development in organisations appears to be both 
stable and strong� However, there appears scope for improvement in a number 
of aspects of learning and development initiatives� In particular, nearly a quarter of 
managers reported that the benefits of learning and development initiatives to the 
organisation were not effectively demonstrated� Similarly, whilst E-learning remains 
widespread, we found little evidence of its evaluation� Having said that, there is a clear 
sense that initiatives aimed at personal development were valued by managers and 
that, in this regard, there may be wider benefits to learning than simply its alignment 
with or direct contribution to strategic organisational goals�
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•	 Two-fifths of managers report that their organisation has a talent management 
scheme� It appears that the majority of managers surveyed work for organisations 
where the scheme in place is focused on high potential individuals� Despite the 
prevalence of these schemes, nearly a quarter of managers reported that their 
organisations did not manage succession well and two-fifths that their talent scheme 
was not well linked to their recruitment strategy�  Whilst the vast majority of 
managers reported that learning and development gained from their organisation’s 
talent management schemes were converted into intellectual capital for their 
organisation, one in ten say that this did not happen at all� 
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The final area of organisational life we explore in this year’s Management Agenda is what life 
is like for individual managers in today’s organisations�  We examine levels of engagement, 
happiness and well-being in the context of continued pressure from the economic climate 
and, for many, long drawn out austerity measures�  We also explore some of the challenges 
managers face including workload, conflict and stress� 

4.1  Challenges at work
We asked managers to report how well they felt they coped with a variety of workplace 

challenges such as lack of clarity over their role, excessive workload and 
organisational politics�  The majority of managers said that they cope at 
least adequately with most workplace and organisational challenges� 
Nevertheless nearly a quarter said that they cope badly or very badly 

with lack of control over their work and lack of recognition, whilst a fifth reported coping 
badly with organisational politics (Figure 37)� Most said they cope at least adequately with 
excessive workload�

Figure 37

Ability to cope with the workplace issues shown in Figure 37 were related, such that 
managers tended to generally cope well or generally cope badly64�  Ability to cope was 
found to be related, albeit weakly, to level of seniority, with managers in more junior 
positions reporting less ability to cope65�  Ability to cope may therefore develop with 
experience, although the coping abilities of those in higher role levels may be assisted by 
greater control and influence over potential stressors�

Ability to cope with workplace challenges was found to be related to manager reports of 
happiness and well-being at work and the extent to which they perceived stress at work as 
problematic�66

4.  The Individual
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We also asked managers for their views on their work-life balance�  We asked whether 
they felt able to achieve a satisfactory balance between work and home life�  We also asked 
managers to what extent: they felt able to achieve their goals without working overtime; 
they consistently worked beyond their contractual hours; they wanted a more flexible 
work pattern� Our survey found that more than half (52%) of managers felt unable to 
complete their goals without regularly working overtime and 70 per cent reported that 
they consistently work more hours than their contractual working week�  These findings 
are similar to those reported in the previous year’s Agenda� Despite this, over two-thirds 
of managers (69%) reported that they have a satisfactory balance between their work and 
home life, although, nearly half would like a more flexible work pattern� 

Our analysis found some differences in manager views depending on organisation size and 
level of seniority�  These were:

•	 61 per cent of those at board level and 56 per cent of other directors/senior managers 
reported that they feel unable to complete their goals without regularly working 
overtime compared to 48 per cent of middle managers and 45 per cent of junior 
managers67

•	 59 per cent of managers working in the smallest organisations with less than 50 
employees consistently work longer than their contractual working week68

•	 Managers in the smallest organisations (up to 50 employees) were the least likely (38%) 
to want a more flexible work pattern�69  

As in previous years, our findings show that long hours and, in particular, goals that were felt 
to be unachievable without regularly working overtime were associated with reduced well-
being and more problematic stress�70 Nevertheless, whilst seven per cent of those who felt 
unable to complete their goals without regularly working overtime reported that workplace 
stress was a serious problem and a further 35 per cent that it was fairly problematic, nine 
per cent report it was not a problem and 50 per cent not much of a problem�  Whilst 
workload clearly has an impact on well-being and stress, other factors are also at play� 
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4.2  Happiness, well-being and stress at work
Happiness of managers in their work could be seen as a major, if not necessarily the most 
significant, overall outcome measure for assessing an individual’s reaction to their work 

situation� Overall, managers were at least as happy this year as previously 
(see Figure 38)� 70 percent of managers in our survey (compared to 67% 
in 2012) rated themselves as happy or very happy at work, while 10 per 
cent (compared to 12% in 2012) said they were unhappy or very 

unhappy� Despite the continuing tough economic environment, there is no evidence of 
managers being less happy but rather their continued happiness might indicate some degree 
of resilience�

Figure 38

Managers in very small organisations (less than 50 employees) were the least likely to 
report feeling unhappy at work (4%) and those in very large organisations (more than 
5000 employees) the most likely to report feeling unhappy (13%)�71 Our analysis found a 
moderate relationship between level of seniority and happiness at work, with more senior 
managers more likely to report feeling happy at work�72 

We asked managers to rate their overall well-being (defined as incorporating both physical 
health and safety, and mental well-being)�  The majority (64%) of managers reported that 
their well-being was good or very good, although one in ten managers considered that their 

well-being was poor (8%) or very poor (2%)�

In similar findings to last year, a third of managers reported that the 
levels of stress they experienced at work was a problem (28% ‘fairly 

problematic’; 5% ‘a serious problem’)� Managers in the public and not-for-profit sectors (37% 
and 36% respectively) were more likely to report that the stress they experienced at work 
was ‘fairly problematic or ‘a serious problem’ when compared with managers working in the 
private services (27%) or production and manufacturing sectors (28%)� Board Directors 
were more likely to report that stress was not a problem compared with other managers 
(27% compared to 14%)� 

Unsurprisingly, managers who reported that stress at work was a fairly or serious problem 
were less likely to say that they were happy or very happy at work�  
88 per cent of managers for whom stress was not a problem said that they were happy or  
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very happy at work compared to 52 per cent of those for whom stress was fairly 
problematic or a serious problem�73 Our analysis also found that 
alignment of personal and organisational values was strongly correlated 
with happiness and well-being at work74� 

One third of managers 
report the experience of 
levels of stress at work 
that are a problem
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4.3  Employee engagement
Employee engagement gives us a sense of employees’ dedication and attachment to their 
job, colleagues and organisation� It incorporates how well they identify with the goals and 
purpose of their organisation and their willingness to learn and perform at work� 

Based on in-depth research (Gifford et al, 2010) Roffey Park has developed a model of 
employee engagement (Figure 39), which gives an individual score ranging from 0 to 100� 
The scale is based on 10 items which correspond to three distinct aspects of employee 
engagement: 

•	 My organisation: the extent to which employees identify with the organisation, are 
prepared to give discretionary effort, to ‘go the extra mile’ and to do this in the ‘right 
direction’�

•	 My job: whether employees feel that they are in the right job, including both job fit (i�e� 
how well suited they are to their jobs) and how motivating and fulfilling they find their 
jobs�

•	 My value: how valuable a contribution employees feel that they are able to make and 
actually do make, and whether this is valued

Figure 39

On the whole, managers reported feeling engaged with an average score of 75�  This figure 
is similar to that of previous years (75 in 2012; 73 in 2011)� Despite the on-going challenges 
of the economic environment and the stress this has placed on many organisations, our 

findings suggest that overall employee engagement has changed little over 
the last few years (2013: 75; 2012: 75; 2011: 73; 2010: 75)� 

Managers in the public sector were least likely to report feeling engaged (an average score 
of 72 compared with 76 in the private sector and 77 in the not-for-profit sector)�75 Figure 
40 shows that all aspects of employee engagement were lowest in the public sector� 
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These overall figures, however, mask considerable differences within the public sector� In 
public sector health and education, vocational sectors where there is a clear public purpose, 
engagement was found to be comparable to not-for-profit organisations (79 and 76 
respectively)� In contrast, in central government in particular, but also in local government 
organisations, where changing politics may muddy clarity of purpose, engagement was 
found to be considerably lower (65 and 71 respectively)� In particular, the organisational 
aspects of engagement were particularly low in local and central government� Managers 
were less likely to report that they saw a future for themselves in the organisation, that they 
were willing to ‘go the extra mile’ and that they were proud to be part of the organisation� 
Managers in the public sector generally, but particularly in central government were also 
more likely than those in other sectors to disagree that they were rewarded appropriately 
and that they trusted their employer to treat staff fairly�76 Change fatigue, on-going cuts, 
salary and promotion freezes may be taking their toll� 

Across all sectors, our analysis found that engagement tends to increase with seniority�77

Figure 40

The link between employee engagement and the bottom line has been consistently 
confirmed by our Management Agenda survey, year on year� Our analysis this year found 

that employee engagement is positively related to customer service and 
the strategic and financial success of organisations�78 As might be 
expected, the strongest relationship was with customer service where 
employees have most direct influence and least strong regarding financial 
success, where markets and other factors play a larger role�

Our analysis found that the most important predictor of engagement 
was alignment of personal and organisational values� Other important 
predictors included managers’ perceptions of: career development 
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within their organisation; the effectiveness of their organisation’s leadership; and how 
ethical they regard their organisation to be in its treatment of employees and customers79� 
In addition, for junior managers, engagement was inversely related to the pressure they 
reported experiencing�80 Pressure may therefore have a greater impact on the engagement 
for managers lower down the hierarchy�  This may be because they are less likely to feel 
appropriately rewarded and have less discretion over their work� 81 
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4.4  Conflict and bullying
In this section we look at both general attitudes to conflict and the specific impact of 
conflict and bullying in the workplace� Some writers have argued that some measure of 
conflict can have positive benefits if it is well managed, although there is no doubt that 
unresolved conflict leads to negative outcomes both for individuals and the organisations 
they work for� 

Conflict was generally viewed negatively by managers as Figure 41 shows� More than half 
of managers agreed that conflict leads to animosity, reduces productivity, diminishes trust 
and creates ineffective working groups� However, 44 per cent agreed that conflict fosters 
new ideas, alternatives or solutions and just over a third (37%) that it stimulates creativity 
and imagination� Likewise, a quarter of managers agreed that it facilitates organisational 
growth and 29 per cent that it improves the quality of decisions�  There were significant 
differences by managers’ age with older managers (over 50) being more negative in their 
views of conflict than younger ones (40 and under)�82 Managers in workplaces offering high 
levels of support had a more positive attitude toward conflict than those in low support 
workplaces�83 

Figure 41

We asked managers how common conflict is in their organisations between individuals, 
teams and functions (Figure 42)� Managers reported that conflict was most common 
between functions, although we also found that managers reporting high levels of conflict in 
their organisation at function level also were more likely to report it at other levels84� 44 per 
cent of managers reported that conflict occurs commonly or very commonly at function 
level� Equivalent figures for conflict at team and individual level were 35 per cent and 33 
per cent respectively� In little change from last year, two-fifths of managers reported bullying 
occurs to some extent in their organisation (3% to a great extent, 37% to some extent)� 
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Figure 42

Manager reports of levels of conflict were found to be related to organisational attributes 
such as size85 and structure, and also to reported levels of organisational performance 
(customer service and perceived success in delivering the organisation’s strategic plan)86� 
Managers from small and medium-sized organisations were less likely to report conflict than 
managers from larger organisations� Public sector managers were also more likely to report 
conflict when compared with managers from other sectors87�  We also found that conflict 
is more commonly reported by managers in organisations where: change is judged to be 
managed less effectively88; workplace stress is considered more of a problem; and there is 
evidence of bullying89� 

We asked managers to describe their typical reaction to conflict� Over half of managers 
(53%) reported that their typical reaction to conflict was to try to find a  
win/win solution� One fifth (19%) said that they tended to negotiate a 
compromise� 13 per cent said that they were typically highly cooperative to 
the point of sacrificing their own needs, whilst one in ten managers reported 
an assertive approach aimed at ensuring their needs were met�  A small 
proportion of managers (6%) reported that they typically sidestep or 

postpone the issue (rising to 12% of junior managers)� 

Our analysis found that managers who were assertive and ensured their needs were 
met also reported greater happiness, well-being and engagement at work� Managers who 
reported that they usually sidestep or postpone the issue were more likely to report lower 
happiness, well-being and engagement at work�90 
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4.5  Impact of work context
Managers were asked to categorise their workplace in terms of whether it is high or low in 
terms of challenge and high or low in terms of support� Slightly over four-fifths of managers 
reported that there was a high level of challenge in their workplace but just half of these 
reported that there was also a high level of support (Figure 43)�  A further 12 per cent 
reported that their workplace offered a high level of support but low challenge, while 5 per 
cent that their workplace was low in levels of both support and challenge� 

Figure 43

Our analysis found a strong relationship between the level of support and challenge and 
manager reports of happiness at work� 31 per cent of those in high support-high challenge 
workplaces described themselves as very happy at work compared to 19 per cent in high 
support-low challenge, seven per cent in low support-high challenge and three per cent in 
low support-low challenge workplaces� Similarly, only one per cent of those in high support-
high challenge workplaces described themselves as unhappy or very unhappy compared 
to 41 per cent in low support-low challenge workplaces (see Figure 43)� 45 per cent of 
managers reported that they work in low support workplaces and it is striking that these 
managers reported feeling much less happy than managers working in high support ones� 
We also found a very similar pattern when we looked at the relationship between levels of 
support and challenge, and manager ratings of their own well-being at work�91 

The levels of support and challenge in the workplace were found to be strongly related 
to engagement (Figure 44)� Managers working in high challenge-high support workplaces 
scored significantly higher on all the scales when compared with managers working in low 
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challenge-low support workplaces� Managers from high support-low challenge workplaces 
generally also scored significantly higher than managers working in low support-high 
challenge ones but not on all scales� It should also be noted that these differences between 
workplaces are much greater than the differences between employment sectors suggesting 
that it is the character of the workplace rather than its employment sector that is most 
important to consider� Further, as most managers (83%) reported that they work in 
high challenge workplaces but only 55 per cent are in high support ones, the onus is on 
organisations to provide greater levels of support if they want to achieve the benefits of 
having higher engagement levels�

Figure 44

Managers who reported working in organisations where there was high challenge were 
approximately 50 per cent more likely to report they consistently worked longer than 
their working week than those who worked in low challenge organisations�92 Having high 
support, however, clearly makes some difference (see Figure 45)�  Those with high support 
reported greater ability to cope with excessive workload (regardless of level of challenge)�93 
Whilst half of managers who reported working in organisations with high support and high 
challenge did not feel able to complete their goals without regularly working overtime, this 
compared with nearly two-thirds of those who reported working in organisations with high 
challenge and low support�94 

Organisations that offer flexible work options may be considered to be more supportive� 
Managers in supportive organisations were more likely to be satisfied 
with their work-life balance (when comparing similar levels of challenge), 
and less likely to want a more flexible work pattern (regardless of level 
of challenge)�95  The benefits of support are clear from happiness, 
well-being and stress ratings (Figure 45)� 96 Those in supportive 
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workplaces were also less likely to report the existence of bullying (69% of those in high 
support workplaces reported no evidence of bullying compared with 48% of those in low 
support workplaces)�97

Figure 45
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Key messages
•	 Our survey found that the majority of managers report feeling happy at work and 

rate their well-being at work positively� More than two-thirds of managers also 
reported feeling engaged at work� However, more than half of managers reported 
feeling unable to complete their goals without regularly working overtime and more 
than two-thirds said that they consistently work longer hours than their contracted 
working week� Further, a third of managers reported experiencing a level of stress at 
work that they regarded as a problem� 

•	 Whilst most managers felt able to cope at least adequately with excessive workloads, 
a quarter said that they cope badly or very badly with a lack of control over their 
work and a fifth that they cope badly with organisational politics� 

•	 Managers in the public sector were less likely to report feeling engaged and more 
likely to report that their experience of stress at work was a problem�  They were 
also more likely to report the occurrence of conflict in their organisations� 

•	 The level of perceived support available in the workplace appears crucial to 
managers’ experiences of work, in terms of happiness, well-being and engagement, 
but also stress and not feeling able to cope� 

•	 On balance, managers were more likely to view conflict negatively than positively� 
More than half saw conflict as reducing productivity and the effectiveness of working 
groups, and diminishing trust� Having said that, two-fifths saw some potential positive 
benefits of conflict and reported that it can foster new ideas, alternatives or solutions 
and more generally stimulate creativity and imagination�

•	 Managers reported a range of strategies for dealing with conflict� Over half reported 
attempting to find a win/win solution� One fifth said that they typically tried to agree 
a compromise� Only one in ten managers reported behaving assertively and ensuring 
that their own needs were met, whilst nearly one-fifth reported either sidestepping 
the issue or compromising to the extent that they sacrificed their own needs� Our 
analysis found that managers adopting an assertive approach to conflict were more 
likely to report greater happiness, engagement and well-being at work�  There may be 
a need for some managers to develop greater micro-political awareness and better 
conflict management skills� 
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We summarise here the main findings from each of the four main sections covered in this 
report� 

The External Environment

The majority of managers continue to report an adverse impact of the economic climate 
on their organisations�  Although, for many, a period of crisis marked by staff redundancies 
may have passed, the tough economic climate continues with managers being asked to do 
more with less, whilst maintaining staff morale�  At the same time, managers’ own morale 
may be suffering with two-thirds feeling under pressure at work and a half feeling uncertain 
about what the future holds�  With stretch assignments and increased responsibilities on 
the rise as motivational levers, managers may begin to wonder when all this extra effort 
will translate into reward and recognition�  The likelihood is that an increasing proportion of 
managers may be wondering what the employment deal is�  A related question is whether 
or not managers have the skills and support they need to manage effectively in this context�

Whilst for many organisations a period of making redundancies may have passed, this is 
clearly not the case for all�  This year’s survey saw an increase in the proportion of managers 
in the production and manufacturing sector reporting that their organisations had made 
compulsory redundancies in the previous 12 months� Our survey highlights the importance 
of effectively managing the redundancy process�

The Organisation

The vast majority of managers report that they understand their organisation’s purpose, 
values and strategy� Key to this understanding appears to be a combination of effective 
leadership and line management� 

Leadership in their organisations is rated as poor by more than a quarter of managers� This 
appears, to some extent, to be acknowledged by senior decision-makers with leadership 
development the most commonly reported strategy organisations are adopting for the 
future� 

Whilst four-fifths of managers report that their organisation needs to change, our survey 
suggests that a significant minority of efforts at culture change fail and that organisations 
may be less good at embedding change than they are at initiating it�  The challenge in the 
current climate, then, may be both a leadership and management one and it is in the latter 
area now that the survey suggests there are greater shortcomings, for example in follow 
through and implementation�  Are we now moving to a period where organisations are 
under-managed and under-led?

In addition to leadership development, managers from some sectors, such as production 
and manufacturing, report a focus on innovation as a key organisational strategy for the 
future� Similarly, roughly half of managers in the private services sector report that their 
organisations are trying to develop new products and services�  At the same time, some 

Conclusions
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managers report an increased focus on risk management�  A difficult challenge for some 
managers may be balancing these two pressures�

It seems that a significant minority of managers report that their organisation’s 
structure does not support working across functions, levels of seniority and hampers 
interdepartmental communication�  This is particularly the case in the public sector�  This 
suggests that the increased emphasis on organisational redesign is well placed, specifically in 
the public sector where working across boundaries is a focus of the Civil Service Agenda� 
However such design initiatives need to pay attention to how restructure can support 
networks and communication as well as efficiency� 

Whilst most managers regard their organisations as ethical, the extent to which ethics are 
at the forefront of managers’ minds is questionable� There is a suggestion in our survey that 
at least some managers regard ethics and corporate social responsibility as either issues 
of compliance with legislation or contractual obligation, rather than a moral and social 
imperative�

People and Performance Management

The HR function is generally viewed positively by the majority of managers outside of HR� 
Two-thirds of non-HR managers regarded their organisation’s HR function as credible, 
influential and as adding value to the business�  A lower proportion, although still in the 
majority, regarded the function as proactive, strategic and customer-focused� However, there 
still appears to be differences in opinion between HR and line managers about who should 
have prime responsibility for various aspects of people management� In short, it appears 
that line managers would like more say in aspects of people management save for those 
which are related to employment law or are generally considered difficult (e�g� managing 
redundancies, handling disciplinaries and grievances)� In contrast, HR appears to feel that 
the line should have prime responsibility for these latter aspects, and would like to play 
a strategic role in aspects of people management relating to recruitment, selection, and 
motivation of staff� 

Positive views of the HR function were found to be associated with a variety of positive 
outcomes, both at the organisational and individual level� Managers who viewed their HR 
function positively were more likely to rate learning and development initiatives, talent 
management schemes, the effectiveness of line management and the tackling of under-
performance in their organisation positively� Our analysis also found an association between 
managers’ ratings of HR effectiveness and engagement, happiness and well-being at work�

The vast majority of managers rate their line management skills positively, more positively 
than they do management skills more widely in their organisation�  Whilst this is not an issue 
in itself, it does suggest an over-confidence amongst managers in their abilities� One question 
is whether the views of staff would support such positive views� It is also surprising that 
whilst, on the whole, managers rate their own skills and those of other managers positively, 
two-fifths report that underperformance is not tackled well in their organisations� It raises 
the question as to whether managers find this aspect of management particularly difficult or 
perhaps feel it is not their responsibility�
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On the whole, managers view the performance of both their own team, and how their 
team works with other teams in the organisation, positively� Having said that, this is less likely 
to be the case where the team is dispersed nationally or internationally and the manager 
in question has to manage remotely to some extent� Managers, therefore, acknowledge the 
challenges and difficulties inherent in managing remote teams, a situation that is likely to 
become all the more common in future� 

Whilst overall support for learning and development in organisations appears stable, there 
is a clear sense in which a significant minority of managers believe not enough is done to 
demonstrate the benefits of learning and development activities to the organisation�  This 
applies also to E-learning, the use of which appears widespread� Having said that, our survey 
found that learning and development initiatives were more commonly viewed positively 
where the perceived driver was personal development�  This, perhaps, challenges the 
perceived wisdom that learning and development should always be linked to organisational 
strategy and there may be wider benefits of learning to take into account� 

Two-fifths of managers report that their organisation has a talent management scheme�  The 
majority of managers report that these schemes focus on high potential individuals�  There 
is a real possibility that such schemes, whilst well-intentioned, could foster resentment more 
widely in the organisation�  This is perhaps reflected in the finding that schemes that focused 
on the entire organisation were generally rated more positively� It appears that despite the 
existence of these schemes, managers do not always regard their organisation as managing 
succession well or effectively linking the scheme with other aspects of people or business 
management (e�g� recruitment or organisational strategy)� 

The Individual

Despite the tough economic climate and manager reports of feeling under pressure at 
work, the majority of managers report feeling happy at work and rate their well-being at 
work positively�  There are signs, however, that the burdens managers are placed under 
can translate into feelings of not being able to cope and the negative experience of stress 
at work�  One-third of managers report experiencing a level of stress at work that they 
consider problematic� It appears that a key moderating influence on the experience of 
stress is the level of support available in the workplace� Even given an excessive workload, 
with adequate support, it appears that many managers cope adequately�  This does suggest 
that with support managers can be effective even in difficult circumstances� Our analysis also 
found that the level of support available in the workplace is correlated with engagement 
and better performance management� Our survey reaffirms the need for successful 
organisations to build a climate of both high challenge and high support� Many managers 
report a climate where challenge is the norm but support is wanting� 

One area in which managers may benefit from support is in handling conflict� It appears that 
only one in ten managers approach conflict in a way that ensures their needs are met, and 
one-fifth report sidestepping the issue� 
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The findings in this report are based on the responses of 1460 managers from a wide range 
of organisations�  The characteristics of the individuals who responded and the organisations 
they work in are presented below�
 
Individual characteristics

Demographics 

As with previous years, fairly equal proportions of men and women responded to the 
survey (51% male, 49% female)�  The age distribution of managers was also very similar 
to previous years, with good representation of managers in their thirties, forties and fifties 
(Figure 46)� 

As in previous years, middle and senior managers were most strongly represented (Figure 
47), although this year’s sample has a slightly higher proportion of middle and junior 
managers (middle managers 2013: 41%, 2012: 38%; junior managers 2013: 12%, 2012: 8%) 
and a corresponding reduction in the proportion of other directors/senior managers (2013: 
37%, 2012: 41%)�

 Figure 46 Figure 47

Fewer females than males were aged 60 or over (5% compared with 10% of males)98 and 
males were more likely to hold Board Director roles (12% compared with 7% of females)�99  
Nevertheless, these gender differences were not as prominent as in previous years’ samples�   

A third of managers (34%) were based in the HR function (2012: 37%; 2011: 35%; 2010: 
29%; 19%: 2009)�  As in previous years, HR managers were more likely to be female (68% 
were female, 32% male)�100

 
The majority of managers (79%; 2012: 87%; 2011: 86%; 2010: 93%) were based in the 
UK, although there was a larger overseas contingent in this year’s sample compared with 
previous years� Nearly nine per-cent were based across 21 Asian countries (with the largest 
samples from India, 2�7% and Singapore, 2�1%), 5% in other European countries, 5% in Africa 
and a smaller number in Australasia, North and South America� 

Appendix 1: Respondent profile
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Size and characteristics of teams 

Nearly a fifth of managers had no direct reports, whilst half managed between 1 and 10 
people (including direct reports and staff managed by their direct reports)� One in ten 
managed over 50 people (Figure 48)�  As might be expected team size increased with 
seniority�101 

More than half of managers had teams who were co-located on one site (Figure 49)� One 
in ten had teams who were dispersed internationally and nearly a third were dispersed 
nationally�

 Figure 48 Figure 49

Organisational characteristics

 Figure 50 Figure 51

Respondents to our survey worked for a range of organisations across a variety of sectors 
(Figures 50 and 51)�  This year, a higher proportion of respondents worked in the not-for-
profit sector (2013: 30%, 2012: 25%; 2011: 20%) and a smaller proportion in the public 
sector (2013: 24%, 2012: 28%; 2011: 31%)�  The typical size of organisation varied across 
sectors102�  A smaller proportion of public sector (3%) and production and manufacturing 
organisations (7%) were very small (less than 50 employees) and a higher proportion very 
large (over 5000 employees) compared with the private services or not-for-profit sectors� 
Nearly three-quarters of public sector organisations had over 1000 employees, compared 
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with 55% of production and manufacturing, 46% of private services and 29% of not-for 
profits� Overall, the profile of organisations represented in our survey this year was similar 
to previous years� 

Figure 52 shows that some industries in each sector were better represented than others� 
International development/humanitarian assistance organisations were particularly well 
represented as were financial and consultancy organisations, local and central government�

Sector % Number

Public 24% 346

Local Government 6% 91

Central Government 5% 73

Non-departmental public body 3% 48

Education 3% 44

National Health Service 3% 37

Emergency service 1% 8

Nationalised industry 0% 7

Public utilities 0% 5

Armed forces 0% 5

Housing 0% 3

Other (please specify) 2% 25

Private Services 36% 514

Financial Services 8% 115

Consultancy 7% 97

Retail/Wholesale 3% 48

Distribution/Transport 3% 42

Energy 2% 28

Education 2% 22

Construction 1% 19

IT 1% 16

Media/Publishing 1% 13

Legal Services 1% 12

Pharmaceuticals 1% 12

Catering/Leisure 1% 11

Telecommunications 1% 11

Water 0% 6

Private health services 0% 6

Tourism and hospitality 0% 3

Other (please specify) 4% 53
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Production/Manufacturing 11% 155

Engineering 3% 48

Food and beverage 1% 21

Energy 1% 18

Construction 1% 11

Chemical industry 1% 9

Transportation 0% 7

Electronics 0% 6

Textiles 0% 3

Telecommunications 0% 2

Metal casting 0% 1

Industrial design 0% 0

Plastics 0% 0

Other (please specify) 2% 29

Not-for-profit 30% 424

International development / humanitarian assistance 11% 156

Community support 3% 43

Housing association 3% 38

Education 3% 36

Health and social care 2% 35

Human rights 1% 16

Religious charity 1% 11

Professional association 0% 7

Social enterprise 0% 7

Arts 0% 4

Environmental 0% 3

Other (please specify) 5% 68

Figures may not equal 100% due to rounding to decimal places.

Figure 52

Sector characteristics

A higher proportion of managers in the public sector were middle managers (49% 
compared with about two-fifths in the other sectors�104 More than twice as many managers 
in the private services sector were Board directors (17% compared with 7% in not-for-
profits, 8% in production and manufacturing and 3% in the public sector)� 

A higher proportion of managers in the private sector were male (production and 
manufacturing: 61%; private services: 57%; not-for-profits: 47%; public sector: 42%)�105

There were no significant differences in the proportion from each sector who worked in 
HR�
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Location & Market

Most respondents worked for organisations who were operating in UK markets (81%)� 
Overall, two-fifths (43%) were operating in UK markets only whilst over a quarter (28%) 
were operating in international/global markets, although there were significant differences 
across sectors (Figure 53)�  Just three in ten public sector organisations had markets outside 
the UK compared with nearly four-fifths of production and manufacturing organisations, 
71% of not-for-profit and over 57% of private services companies�

 

All organisations Private Services
Production and 
Manufacturing

Public Sector Not-for-profit

Currently 
operating

Expanding
Currently 
operating

Expanding
Currently 
operating

Expanding
Currently 
operating

Expanding
Currently 
operating

Expanding

UK 81% 7% 89% 11% 86% 6% 89% 3% 63% 5%

Europe 34% 7% 43% 11% 64% 12% 15% 2% 28% 4%

South East Asia 23% 7% 22% 7% 42% 19% 9% 3% 30% 5%

South Asia 20% 5% 16% 5% 39% 15% 5% 2% 31% 6%

Middle East 18% 5% 20% 6% 43% 12% 6% 2% 18% 4%

Africa 21% 5% 15% 4% 36% 12% 5% 2% 36% 6%

North America 21% 4% 26% 5% 52% 8% 5% 1% 16% 2%

South America 16% 5% 15% 5% 39% 14% 3% 1% 19% 4%

Australasia 16% 3% 19% 5% 39% 6% 4% 1% 13% 1%

International / 
Global

28% 7% 24% 7% 48% 13% 14% 3% 37% 7%

 Figure 53
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The Management Agenda survey is now in its 16th year and is updated annually through a 
consultation exercise conducted with Roffey Park consultants, drawing on their expertise 
and experience of working with practitioners and leading organisations�  To minimise the 
length of the survey, previous Agenda findings were scrutinised to identify questions that 
might be omitted this year, whilst in some cases new questions were added covering topical 
issues such as ethics in business�  The wording of retained questions were kept as consistent 
as possible with previous iterations of the survey as to enable the monitoring of trends over 
time� 

The survey, a self-completion questionnaire, consisted of 73 multiple-choice, closed and 
open questions� On-line and paper versions were produced and the survey was open from 
July 2012 until the end of September 2012� 

Email invitations with a link to complete the survey online were sent to Roffey Park 
contacts (including previous Management Agenda participants) and an external database 
of UK managers� Paper copies of the survey were available for completion at Roffey Park 
by course participants and visitors� In addition, a link to the online survey was available for 
public access on Roffey Park’s website and on desktops in Roffey Park’s Learning Resource 
Centre�  An incentive was given of a free copy of the report for all participants and the 
chance to win an iPad through entry into a prize draw�

A note on statistical methods

We use a range of statistical tests to ensure the rigour of our findings� Our choice of test 
depends on the type of analysis and the measures used in the questionnaire� In the main we 
use Chi-Square (χ2) tests and Spearman’s Rho (ρ)� Because the significance of Chi-Square 
statistics increases with sample size we only report on statistics significant at the more 
stringent level of p<0�01, indicating a one in 100 probability that the results occurred due to 
chance�

Appendix 2: How we conducted the research
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1 Chronbach’s α=0�87
2 Impact of the external environment (scale)*Impact of the economic climate: ρ= -0�23 , p<0�001, n=1373; *Strategic plan: ρ= 0�50 , p<0�001, 

n=1346; *Financial success: ρ= -0�38 , p<0�001, n=1332; *Customer service: ρ= 0�50 , p<0�001, n=1373;
3 χ2=73�75, df =12, p<0�001, n=1377
4 I feel secure in my job:χ2=66�57, df =12, p<0�001, n=1383; I am under pressure at work:χ2=37�60, df =12, p<0�001, n= 1382; I feel confident 

of finding work elsewhere:χ2=43�57, df =12, p<0�001, n=1376; I feel my career is on hold:χ2=59�11, df =12, p<0�001, n=1379;  n=1379; I find 
organisational backing for new initiatives is lacking: χ2=24�09, df =12, p<0�05, n= 1375; I feel optimistic about the future: χ2=73�45, df =12, 
p<0�001, n=1372; I encounter more uncertainty in my day-to-day work: χ2=58�5, df =12, p<0�001, n= 1375

5 Seniority * I feel secure in my job ρ=-0�11, p<0�001, n=1434; I feel confident of finding work elsewhere ρ=0�10, p<0�001, n=1376; I feel my 
career is on hold: ρ=0�14, p<0�001, n=1379; I feel cautious in by work :ρ=0�17, p<0�001, n=137; I feel optimistic about the future :ρ=-0�14, 
p<0�001, n=1372

6 Size*Increase targets: Doing more with less: ρ=-0�17, p<0�001, n=1303; *Sickness absence: : ρ=-0�19, p<0�001, n=1303; *Staff morale: ρ=-0�19, 
p<0�001, n=1303; *Managing change: ρ=-0�24, p<0�001, n=1303

7 Suspended recruitment: ρ=-0�15, p<0�001, n=995; Offered voluntary redundancies : ρ=-0�33, p<0�001, n=995; Made compulsory redundancies: 
ρ=-0�17, p<0�001, n=995; Salary freezes: ρ=-0�11, p<0�001, n=995;

8 Morale: ρ=-0�33, p<0�001, n=586; Organisational commitment: ρ=-0�42, p<0�001, n=586; Job satisfaction: ρ=-0�35, p<0�001, n=583; Stress 
levels: ρ=--0�24, p<0�001, n=588; Trust in management: ρ=-0�43, p<0�001, n=582; Sickness and absence: ρ=-0�20, p<0�001, n=584; willingness 
to take risks: ρ=-0�22, p<0�001, n=586; Performance and productivity: ρ=0�29, p<0�001, n=588;

9 Purpose: ρ2=23�55, df=12, p<0�05, n=1298; Strategy: ρ2=29�97, df=12, p<0�01, n=1303; Values: ρ2=24�66, df=12, p<0�05, n=1300
10 Employee engagement: ρ= 0�52, p<0�001
11 R2=0�29, F220�15, df=2, p<0�001, n=970
12 Collective purpose*Financial success: ρ=0�23 , p<0�001, n=1263; *Strategic plan: ρ=0�30 , p<0�001, n=1276; *customer service: ρ=0�40, 

p<0�001, n=1304
13 Collective purpose*Leadership: ρ=-0�53 , p<0�001, n=1295; *Clarity - values: ρ=-0�42 , p<0�001, n=1297; *Personal alignment with the values: 

ρ=0�48 , p<0�001, n=1201; *Management practising the values: ρ=0�49 , p<0�001, n=1172
14 Collective purpose*Change management: ρ=-0�51 , p<0�001, n=1252; *Communication: ρ=-0�43 , p<0�001, n=1285; *Structure: ρ=-0�49, 

p<0�001, n=1262; Policies and procedures: ρ=-0�43 , p<0�001, n=1256
15 Sector*efficiency savings: χ2=74�06,df=3 , p<0�001, n=1224; *shared services : χ2=110�84 ,df=3, p<0�001, n=1224; *flexible working: χ2=39�03 

,df=1224 , p<0�001, n= 1224; *outsourcing: χ2=67�46 ,df=3 , p<0�001, n=1224 ; *public-private partnerships: χ2=107�90 ,df=3 , p<0�001, 
n=1224; *downsizing: χ2=112�74 ,df=3, p<0�001, n=1224; *talent management: χ2=13�29,df=3 , p<0�005, n=1224; *new products and services: 
χ2=57�23 ,df=3 , p<0�001, n=1224; *breaking into new markets: χ2=71�74,df=3, p<0�001, n=1224; *mergers and acquisitions: χ2=32�58,df=3 , 
p<0�001, n=1224; *project management: χ2=16�72, df=3, p<0�001, n=1224; * strategic alliances: χ2=28�07 ,df=3, p<0�001, n=1224

16 χ2=71�5, df=12, p<0�001, n=1289
17 χ2=71�0, df=9, p<0�001, n=1311
18 Leadership rated excellent: public sector 5%, not-for-profit 12%, production and manufacturing 18%, private services 19%; χ2=56�9, df=9, 

p<0�001, n=1311
19 Leadership*understanding of the organisation’s purpose: ρ=0�40, p<0�001, n=1286; Leadership*strategy: ρ=0�49, p<0�001, n=1291 and 

Leadership*values: ρ=0�47, p<0�001, n=1288; Leadership*collective sense of purpose: ρ=-0�53, p<0�001, n=1295 (leadership composite score 
used in all cases)

20 Leadership*effectiveness of the organisation’s structure: ρ=0�75, p<0�001, n=1258; Leadership*effectiveness of culture: ρ=-0�60, p<0�001, 
n=1285; Leadership*communication processes: ρ=0�70, p<0�001, n=1284; Leadership*policies and procedures: ρ=0�65, p<0�001, n=1256 
(leadership composite score used in all cases)

21 Leadership*line management effectiveness:  ρ=0�60, p<0�001, n=974; Leadership*how well underperformance is tackled: ρ=0�40, p<0�001, 
n=987 (leadership composite score used)�  Regression modelling showed that leadership was a significant independent predictor to structure, 
culture and policies�

22 Leadership*engagement:  ρ=0�56, p<0�001, n=1206; Leadership*happiness: ρ=-0�49, p<0�001, n=1199; Leadership*well-being: ρ=-0�46, 
p<0�001, n=1197 (leadership composite score used in all cases)�  Regression modelling showed that leadership had a significant independent 
relationship when structure, policies and processes, culture, collective sense of purpose, HR effectiveness were accounted for�

23 ρ=0�59, p<0�001, n=1192
24 Change management*engagement: ρ=0�52, p<0�001, n=1198; Change management*happiness at work: ρ=-0�48, p<0�001, n=1191; Change 

management*employee well-being: ρ=-0�44, p<0�001, n=1189; Structure*engagement: ρ=0�49, p<0�001, n=1205; Structure*happiness at 
work: ρ=-0�45, p<0�001, n=1197; Structure*employee well-being: ρ=-0�40, p<0�001, n=1195; Communications*engagement: ρ=0�43, p<0�001, 
n=1198; Communications *happiness at work: ρ=-0�41, p<0�001, n=1190; Communications*employee well-being: ρ=-0�41, p<0�001, n=1188; 
Policies and procedures*engagement: ρ=0�45, p<0�001, n=1201; Policies and procedures *happiness at work: ρ=-0�44, p<0�001, n=1194; 
Policies and procedures *employee well-being: ρ=-0�40, p<0�001, n=1192

25 Change management*conflict between individuals: ρ=-0�30, p<0�001, n=1174; Change management*conflict between teams: ρ=-0�36, p<0�001, 
n=1169; Change management*conflict between functions: ρ=-0�41, p<0�001, n=1168; Change management*bullying: ρ=0�29, p<0�001, n=1180; 
Change management*stress: ρ=0�25, p<0�001, n=1178; Structure*conflict between individuals: ρ=-0�31, p<0�001, n=1178; Structure*conflict 
between teams: ρ=-0�39, p<0�001, n=1173; Structure*conflict between functions: ρ=-0�42, p<0�001, n=1172; Structure*bullying: ρ=0�30, 
p<0�001, n=1185; Structure*stress: ρ=0�26, p<0�001, n=1184; Communications*conflict between individuals: ρ=-0�27, p<0�001, n=1172; 
Communications *conflict between teams: ρ=-0�31, p<0�001, n=1167; Communications *conflict between functions: ρ=-0�35, p<0�001, 
n=1166; Communications *bullying: ρ=0�27, p<0�001, n=1179; Communications *stress: ρ=0�24, p<0�001, n=1177; Policies and procedures 
*conflict between individuals: ρ=-0�26, p<0�001, n=1176; Policies and procedures *conflict between teams: ρ=-0�33, p<0�001, n=1171; Policies 
and procedures *conflict between functions: ρ=-0�39, p<0�001, n=1170; Policies and procedures *bullying: ρ=0�28, p<0�001, n=1182; Policies 
and procedures *stress: ρ=0�24, p<0�001, n=1180

Notes
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26 Change management*strategic performance: ρ=-0�40, p<0�001, n=1253; Change management*financial performance: ρ=-0�23, p<0�001, 
n=1253; Structure*strategic performance: ρ=-0�35, p<0�001, n=1262; Structure* financial performance: ρ=-0�17 p<0�001, n=1262; 
Communications* strategic performance: ρ=-0�32, p<0�001, n=1286; Communications* financial performance: ρ=-0�16, p<0�001, n=1286; 
Policies and procedures*strategic performance: ρ=-0�31, p<0�001, n=1257; Policies and procedures* financial performance: ρ=-0�18, p<0�001, 
n=1257

27 Leadership (composite*change management) ρ=0�76, p<0�001, n=1252
28 Determining compensation and benefits: χ2=56�7, df=4, p<0�001, n=1139;  restructuring/redesign of teams and functions: χ2=62�6, df=4, 

p<0�001, n=1154;  projecting future workforce requirements: χ2=45�4, df=4, p<0�001, n=1165;  selecting and assessing new employees: 
χ2=18�6, df=4, p<0�01, n=1171;  arranging learning and development: χ2=10�7, df=4, p<0�05, n=1166; conducting grievance and disciplinary 
procedures; χ2=44�5, df=4, p<0�001, n=1170; managing redundancies χ2=9�5, df=4, p<0�05, n=1144

29 Determining compensation and benefits packages: χ2=34�6, df=12, p<0�001, n=1145;  arranging learning and development: χ2=23�7, df=12, 
p<0�05, n=1172;   having career development conversations: χ2=34�2, df=12, p<0�001, n=1173;   conducting performance appraisals: χ2=49�7, 
df=12, p<0�001, n=1176;  interpreting employment law: χ2=24�6, df=12, p<0�05, n=1167;  restructuring/redesign of teams: χ2=26�3, df=12, 
p<0�01, n=1160

30 Conducting grievances and disciplinary procedures: χ2=49�8, df=12, p<0�001, n=1176;  restructuring/redesign teams or functions: χ2=26�3, 
df=12, p<0�01, n=1160  

31 HR’s effectiveness (composite measure) and seniority, HR managers: ρ=-0�24, p<0�001, n=411; non-HR managers: ρ=-0�12, p<0�01, n=751
32 Support for employee development ρ=-0�34, p<0�001, n=1138; how well learning and development initiatives target specific problems: ρ=0�40, 

p<0�001, n=1113; specify their likely outcomes: ρ=0�53, p<0�001, n=1105; demonstrate their actual benefits: ρ=0�35, p<0�001, n=1110; adapt 
when requirements change:  ρ=0�42, p<0�001, n=1107; support retention: ρ=0�41, p<0�001, n=1044�  These relationships are not due to role 
level differences or whether manager is in or outside the HR function�

33 Effectiveness of talent schemes: ρ=0�49, p<0�001, n=478;  extent to which learning and development gained from talent management is 
transferred back into the organisation: ρ=0�29, p<0�001, n=476

34 Managers support and empower people: ρ =0�30, p<0�001; n=934; Managers develop people and performance: ρ =0�31, p<0�001; n=935; 
Managers reward and recognise people: ρ =0�29, p<0�001; n=936; Managers demonstrate empathy and fairness: ρ =0�30, p<0�001; n=935; 
Managers consult and inform people: ρ =0�27, p<0�001, n=932; How well underperformance is tackled: ρ=0�28, p<0�001, n=943�  These 
relationships were significant independently of the relationship between HR learning and development�

35 Work together; ρ=0�21, p<0�001, n=870; Work with other teams: ρ=0�25, p<0�001, n=911;
36 Engagement: ρ=0�41, p<0�001, n=1136; Well-being: ρ=-0�36, p<0�001, n=1129; Happiness at work: ρ=-0�39, p<0�001, n=1132
37 Stress: ρ=0�20, p<0�001, n=1119; Conflict among individuals: ρ=-0�17, p<0�001, n=1115; Conflict among teams: ρ=-0�23, p<0�001, n=1113; 

Conflict among functions: ρ=-0�26, p<0�001, n=1111;
38 F=57�0, df=3, p<0�001
39 Support and empower people: t=22�8, p<0�001; n=972; Develop people and performance: t=21�1, p<0�001; n=971; Reward and recognise 

people: t=14�8, p<0�001; n=969; Demonstrate empathy and fairness: t=22�6, p<0�001; n=969; Consult and inform people: t=18�6, p<0�001; 
n=968

40 Reward and recognise people: χ2=18�1, df=6, p<0�01, n=974; Demonstrate empathy and fairness: χ2=17�6, df=6, p<0�01, n=973
41 The 2009 figure relates to the publication date�  The actual data was collected in the summer of 2008�
42 χ2=53�7, df=6, p<0�001, n=988
43 ρ=0�21, p<0�001, n=975
44 For example, there was a pearson’s correlation coefficient of 0�31between managers’ perceived ability to develop people and performance and 

their confidence that confronting inadequate performance would influence the performance of their team�  
45 Pearson correlation = 0�22, p<0�001, n=944
46 20% of those from the not-for-profit sector and 19% of the public sector were not at all/not very confident that incentivising the extra mile 

would aid performance compared with 10% of private services and 7% of production and manufacturing: χ2=21�7, df=6, p<0�001, n=985;  
8% of the not-for-profit sector and 11% of the public sector were not at all/not very confident that rewarding good performance would aid 
performance compared with 2% of private services and 4% of production and manufacturing: χ2=23�6, df=6, p<0�001, n=983

47 ρ=0�58, p<0�001, n=868
48 Work together and location: χ2=16�9, df=6, p<0�01, n=910; Work with other teams and location: χ2=16�2, df=6, p<0�05, n=944
49 Within teams and structure: ρ=0�33, p<0�001, n=910; Between teams and structure: ρ=0�33, p<0�001, n=944
50 Within teams: χ2=63�9, df=9, p<0�001, n=879; Between teams: χ2=68�0, df=9, p<0�001, n=911
51 Within teams and engagement: ρ=0�29, p<0�001, n=893; happiness at work: ρ=-0�26, p<0�001, n=890;  well-being at work: ρ=-0�24, p<0�001, 

n=887; Between teams and engagement: ρ=0�30, p<0�001, n=927; happiness at work: ρ=-0�26, p<0�001, n=923;  well-being at work: ρ=-0�23, 
p<0�001, n=921;

52 Within teams and conflict between individuals ρ=-0�20, p<0�001, n=879; conflict between teams ρ=-0�21, p<0�001, n=877; conflict between 
functions: ρ=-0�21, p<0�001, n=877; between teams and conflict between individuals ρ=-0�18, p<0�001, n=912; conflict between teams ρ=-
0�20, p<0�001, n=911; conflict between functions: ρ=-0�21, p<0�001, n=909

53 χ2=206�4, df=6, p<0�001, n=1175
54 χ2=118�8, df=8, p<0�001, n=1186
55  Target specific problems: F=3�1, df=4, p<0�05, n=1149; Demonstrate their actual benefits: F=4�8, df=4, p<0�01, n=1145; Adapt when 

requirements change: F=3�0, df=4, p<0�05, n=1142; Support retention: F=3�1, df=4, p<0�00, n=1073
56 Target specific problems which they might help to solve: χ2=297�8, df=6, p<0�001, n=1163; Specify their likely outcomes: χ2=252�4, df=6, 

p<0�001, n=1155; Demonstrate their actual benefits to the organisation: χ2=214�6, df=6, p<0�001, n=1159; Adapt when requirements change: 
χ2=263�7, df=6, p<0�001, n=1156; Support retention: χ2=390�1, df=6, p<0�001, n=1088

57 χ2=31�5, df=12, p<0�01, n=849
58 10% didn’t know if their organisation had a scheme or not�
59 ρ=0�42, p<0�001, n=1093
60 χ2=44�1, df=6, p<0�001, n=1231
61 χ2=13�0, df=2, p<0�001, n=1078 �  81% of those in the public and private sectors in Asia had a talent management scheme compared with 

48% in Europe�  53% of those in not-for-profit organisation in Asia had a scheme compared with 27% in Europe�
62 χ2=30�9, df=12, p<0�01, n=480
63 Organisations review and improve their talent schemes: ρ=0�43, p<0�001, n=458; manage succession: ρ=0�42, p<0�001, n=479; talent 

management is linked to strategic business needs: ρ=0�38, p<0�001, n=476
64 Cronbach’s Alpha = 0�85�  Deleting any of the items would decrease the Alpha�



© Roffey Park Institute 91

The Management Agenda 2013

65 χ2=51�3, df=3, p<0�001, n=1178
66 Ability to cope (composite measure) and happiness at work: ρ=-0�34, p<0�001, n=1178; Ability to cope and well-being at work: ρ=0�36, 

p<0�001, n=1178; ability to cope and extent to which workplace stress is a problem: ρ=0�28, p<0�001, n=1174
67 χ2=12�1, df=3, p<0�01, n=1195
68 χ2=13�4, df=3, p<0�01, n=1180
69 χ2=14�1, df=4, p<0�01, n=1170
70 Longer hours and stress at work ρ=0�16, p<0�001, n=1181; Able to complete goals without regularly working overtime and stress at work ρ=-

0�25, p<0�001, n=1179; Longer hours and well-being ρ=-0�11, p<0�001, n=1193; Able to complete goals without regularly working overtime 
and well-being ρ=0�23, p<0�001, n=1190

71 Just 4% of those in organisations with less than 50 people reported they were unhappy at work compared with 13% of those in organisations 
with more than 5000 employees� 

72 Role level and happiness: ρ=0�20, p<0�001, n=1206
73 χ2=301�3, df=12, p<0�001, n=1188
74 Happiness and alignment: ρ=0�54, p<0�001, n=1200; Well-being and alignment: ρ=0�50, p<0�001, n=1200
75 F=6�6, df=3, p<0�001, n=1217
76 41% of public sector managers (55% of those in central government) disagreed that they were rewarded appropriately compared with 34% of 

the not-for-profit sector, 32% of private services and 25% of production and manufacturing managers:  χ2=11�6, df=3, p<0�01, n=1218;  33% of 
public sector managers (42% of those in central government) did not trust their employer to treat staff fairly compared with 22% of the not-
for-profit sector, 21% of private services and 11% of production and manufacturing managers:  χ2=27�5, df=3, p<0�001, n=1218

77 ρ=-0�29, p<0�001, n=1218
78 Engagement and customer service: ρ=-0�30, p<0�001, n=1214; Engagement and strategic success: ρ=-0�25, p<0�001, n=1218; Engagement and 

financial success: ρ=-0�16, p<0�001, n=1218
79 Engagement and leadership effectiveness: ρ=-0�47, p<0�001, n=1218; engagement and alignment of personal and organisational values: ρ=-0�60, 

p<0�001, n=1202; engagement and understanding of organisational purpose: ρ=0�44, p<0�001; engagement and collective sense of purpose: 
ρ=-0�43, p<0�001, n=1214; engagement and how ethical organisation is towards employees: ρ=0�44, p<0�001, n=1178; engagement and how 
ethical organisation is towards customers: ρ=0�36, p<0�001, n=1157; engagement and how well under-performance is tackled: ρ=0�28, p<0�001, 
n=969; engagement and how supportive organisation is of employee development: ρ=0�39, p<0�001, n=1197; engagement and ‘I feel my 
career is on hold’: ρ=-0�45, p<0�001, n=1212

80 Engagement and feeling under pressure at work, junior managers: ρ=-0�43, p<0�001, n=126; middle managers: ρ=-0�12, p<0�01, n=501; other 
director/senior manager: ρ=-0�11, p<0�05, n=465; board director: no significant relationship�

81 ρ=-0�23, p<0�001, n=1218
82 F=7�5, df=2, p<0�001, n=1060
83 t=3�5, df=1102, p<0�001
84 Conflict between individuals and teams: ρ=0�62, p<0�001, n=1176; Conflict between individuals and functions: ρ=0�53, p<0�001, n=1175; 

Conflict between teams and functions: ρ=0�73, p<0�001, n=1172
85 Conflict and organisation size: F=33�8, df=4, p<�001; 
86 Customer service ρ= 0�33, p<0�001, n=1169 and structure ρ=-0�43, p<0�001, n=1168
87 Conflict and sector: F=7�5, df=3, p<�001
88 Conflict and management of change: ρ=-0�42, p<0�001, n=1164
89 χ2=53�0, df=2, p<0�001, n=1174
90 Happiness: F=8�3, df=4, p<0�001, n=1172; Well-being: F=12�2, df=4, p<0�001, n=1172; Engagement: F=10�4, df=4, p<0�001, n=1170�  These 

differences are not merely due to role level differences in reactions to conflict�
91 86% of managers in high support/high challenge workplaces rated their well-being at work as good or very good compared to 75% in high 

support/low challenge workplaces, 40% in low support/high challenge workplaces and 27% in low support/low challenge workplaces�
92 χ2=51�3, df=3, p<0�001, n=1178
93 F=25�4, df=3, p<0�001, n=1153
94 χ2=51�2, df=3, p<0�001, n=1175
95 Support/challenge and work-life balance: χ2=60�3, df=3, p<0�001, n=1177; Support/challenge and flexible work patter : χ2=39�6, df=3, p<0�001, 

n=1168
96 Happiness at work by support/challenge: F=123�0, df=3, p<0�001, n=1183; Well-being by support/challenge: F=136�3, df=3, p<0�001, n=1183; 

Workplace stress by support/challenge: F=37�1, df=3, p<0�001, n=1171
97 χ2=53�0, df=2, p<0�001, n=1174 
98 χ2=12�5, df=5, p<0�05, n=1369
99 χ2=10�8, df=3, p<0�05, n=1456�  These differences were not due to age differences in the male and female sample�
100 χ2=95�3 with continuity correction, df=1, p<0�001, n=1235 
101 ρ=-0�30, p<0�001, n=1249
102 χ2=236�9, df=12, p<0�001, n=1507
103 χ2=213�2, df=12, p<0�001, n=1434
104 χ2=74�3, df=9, p<0�001, n=1460
105 χ2=28�4, df=3, p<0�001, n=1456
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