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A total of 2,687 people took part in the survey: 
1,497 employees with no managerial responsibility, 935 managers and 
255 HR experts from Switzerland, straddling all sectors.1

Switzerland leads?!  
A study on leadership values, 
roles and effectiveness

HR experts 
Managers 
Employees

The survey was conducted from March 2014 to the end of June 2014 with the questions 
being asked in German, French and English. Approximately 94 % of the survey participants 
were from German-speaking Switzerland.
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Yes 
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n/a ManagersEmployees

62 %

16 %

33 %

81 %

 3 %

 5 %

?

Quitting a job 
because of the boss

 
Have you ever handed in your notice 
because of a manager? 
Have any of your employees ever handed 
in their notice because of you? 
 

A similar question asked in the context of the Ger-
many leads?! study in 2013 also provided food for 
thought: 50 % of the employees surveyed stated that 
they had handed in their notice in the past because 
of a manager, while a further 20 % claimed that they 
had been close to doing so.
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My manager has a major influence on my 
levels of job satisfaction.
As as manager, I have a major influence on 
my staff‘s level of job satisfaction.
Managers have a major influence on their 
staff‘s level of job satisfaction.

To what extent do you agree with these 
statements? 

Leaders have influence

?

The high rate of people leaving their 
job makes it quite clear: Many em- 
ployees are frequently unhappy with 
their boss. To name just a few of the 
knock-on effects: Vacant positions have 
to be filled, work remains undone, com-
pany growth stalls or even stagnates. 
This is why it makes sense to invest in 
effective leadership. The fact that lead-
ership has a major impact on everyday 
working life is also backed up by fur-
ther findings from the study: 78 % of 
the employees surveyed firmly believe 
that their manager has a major impact 

on their levels of job satisfaction. And 
the figures are higher when it comes to 
the managers themselves: Almost 87 % 
believe that they have a major influence 
on their staff‘s levels of satisfaction at 
work. With regard to those working in 
HR, as many as 92 % believe there is a 
direct link between leadership and job 
satisfaction. Consequently, company 
managers and HR departments must 
work to enable managers to fulfil their 
roles effectively and positively.
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HR experts 
Managers 
Employees

62 % of the employees surveyed had 
handed in their notice in the past be-
cause of a manager. This percentage 
applies to nearly all sectors2. Whilst 
the figure for mechanical engineering, 
at 60 %, is slightly below average, the 
equivalent percentage for the banking 
sector is 63 %. In terms of the public 
sector, the influence of leaders is even 
greater, with 67 % of employees stat-
ing that they had quit a job in the past 
because of a manager. In terms of how 
the managers themselves view the situ-
ation: Only 16 % of managers believed 
that a member of staff had handed in 
his or her notice because of them.

Agreement in %

In %
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Totally 
agree

Largely 
agree

Partly 
agree

Rarely 
agree

Totally 
not agree

n/a



The manager does not 
communicate openly and 
honestly with staff

The manager is not com-
petent and is not capable 
of managing staff

The manager does not 
know enough about the 
day-to-day work of the 
team/department

68 % 100 % 100 % 100 %
66 %
58 %

35 %
28 %
37 %

30 %
29 %
38 %

Most employees believe that they 
could continue to perform their tasks 
successfully without a manager. Only 
23 % say that they are reliant on a ma-
nager in order to perform their day-to-
day work. Similarly, relatively few ma-
nagers – a mere 29 % – assume that 
the employees need their support. 
This figure rises to 37 % among res-
pondents from the HR sector.

?

A lack of communication 
and expertise among leaders

HR experts 
Managers 
Employees 

 
 
Reasons why leadership fails. 

Swiss employees, HR experts and man-
agers are agreed: Leadership will fail if 
managers do not communicate openly 
and honestly with their staff. From the 
employees‘ perspective, a lack of ex-
pertise and knowledge about the work 
of the team are particularly important 
factors, above all with regard to the 
support that managers can give their 
staff.

nearly always

frequently

now and again

rarely

never

n/a

Managers 
Employees 

?

How good am I? 
Leadership requires reflection!

As a manager I regularly give my staff 
feedback on performance.
My manager regularly gives me feed-
back on my performance.

Managers are often unaware of how 
their behaviour is perceived by others. 
The survey clearly confirms this:
while 94 % of managers state that they 
define clear targets, only 42 % of em-
ployees share this opinion. Almost 84 % 
of managers believe that they provide 
their staff with feedback on perfor-
mance, while only 28 % of employees 
perceive it that way. 14 % of employ-
ees actually say that they never receive 
feedback.
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Yet the provision of qualified feedback 
from managers would be a way of help-
ing to align own perception and the 
perception of others, not to mention 
a means of improving leadership as a 
whole.

8 %

20 %50 %

15 % 27 %

29 %

14 %0 %

0 % 2 %

1 %

34 %
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55 % 53 % 51 % 37 % 28 % 24 % 22 % 20 % 10 % 1 %

Shared values

As far as the question about values 
is concerned, there is a consensus in 
Switzerland. „Promoting employee ini-
tiative“ „Providing guidance and direc-
tion“ and „Guaranteeing stability“ were 
the top three answers from all three of 
the groups surveyed.

? 
What do you associate with 
good leadership?
(Results from all survey groups) 

  1 Initiative 
  2 Guidance/direction 
  3 Stability 
  4 Security 
  5 Learning 
  6 Harmony 
  7 Equal opportunities 
  8 Individuality 
  9 Plurality/diversity 
10 Elite/hierarchy

There was also far-reaching agreement 
on the subject of leadership tasks. The 
most important leadership tasks (across 
all of the survey groups) were deemed 
to be:

1. Formulating clear targets
2. Making decisions
3. Communication
4. Supporting staff

13

Difficult to implement
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As well as agreement on the most im-
portant values, there is also a high level 
of unanimity on a leader‘s role in Swit-
zerland. Basically, there is a common un-
derstanding. Yet, here again – as in the 
case of how managers perceive them-
selves and how they are perceived by 
others – there is a further key difference 
between managers and employees. For 
their part, employees have much higher 
expectations of management when it 
comes to their own further develop-
ment. In addition to expecting manag-
ers to engage in clear communication, it 
is also very important to them that they 
are supported in their career. As far as 
managers are concerned, however, con-
tinuing education is not a top priority.

?  
 
The most important leadership tasks.
(Results of all survey groups) 
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Formulating
clear targets

Communication Supporting 
staff

Promoting
cooperation

Inspiring
employees

Organising
work

Optimising
processes

Monitoring
results

Controlling
budgets

Delegating

Evaluating
employees

Making 
decisions



? 
 
What measures help to establish 
good leadership? 
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23 % 25 %

33 %

21 % 18 %

33 %

12 %

12 %

18 %

 1  Regular staff appraisals 
 2  Performance evaluation systems that also 
     assess quality of leadership 
 3  Coaching for managers (external) 
 4  Seminars and training for managers (soft skills) 
 5  Team events
 6  Regular anonymous management feedback 
 7  Anonymous employee surveys 
 8  Management by objectives 
 9  (Internal) advisory/mentoring systems 
     between colleagues 
10 Potential analysis during manager selection 
11 Assessment centre for managers

24 %  
Yes

53 %  
No

23 %  
n/a

  
HR tools

Regular staff appraisals, performance 
assessment systems that also evaluate 
leadership quality, and external coach-
ing for managers are highly regarded 
by the survey respondents with regard 
to the assessment of management 
tools. 

A further interesting result of the sur-
vey relating to the assessment of man-
agement tools is as follows: although 
social media is increasingly finding its 
way into everyday activities – approx. 
31 % of all those surveyed say that their 

?
 
 
Do you think it makes sense to use 
social media as a management tool? 
(Results from all survey groups) 

company uses social networks (internal-
ly) such as Facebook, wikis, blogs etc. 
to share knowledge – only 24 % of re-
spondents regard the use of social me-
dia as a management tool as sensible. 
Surprisingly, this view is not dependent 
on age. This could indicate that most 
of those surveyed object to the blur-
ring of private and professional spheres 
or even fear that social media could be 
used as a monitoring tool. 
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Employees 

HR experts

Managers



This view is most widely held in the HR 
sector, with a mere 3 % assuming that 
employees would themselves like to 
move in to a managerial role. Yet these 
respondents are wrong. Although only 
just under 33 % of employees are truly 
satisfied with their manager, the con-
cept of leadership has lost none of its 
appeal to them. 

? 
1) I am satisfied with my current manager.
(Employee)
I am satisfied with my role as manager.
(Manager)
I am satisfied with the managers in my 
company. (HR experts) 
 
2) Would you yourself like to be a manager? 
(Employee)
Would your employees like to be managers 
in the future? (Manager, HR experts) 

2)

50 %

8 %

3 %
33 %

84 %

39 %

1)

HR experts 
Managers 
Employees

Leadership still attractive

A managerial position is associated 
with high expectations. But is the idea 
of taking on a managerial post also an 
attractive one? As far as managers as 
concerned, around 84 % say that they 
are happy with their role. Interestingly, 
only 8 % of managers believe that their 
employees would like to take on the 
managerial role for themselves. 

The partnership between 
managers and staff 

Although there is broad consensus 
among employees, HR experts and 
managers in Switzerland on the values 
that contribute to good leadership, sat-
isfaction levels are only average. This 
is clear from the single fact that em- 
ployees all too often quit their jobs be-
cause of their bosses.

Managers have a major impact on staff‘s 
job satisfaction and on whether they in-
tend staying with the company. 

The difference between how managers 
see themselves and how they are per-
ceived by others is huge.

Leadership is all about communication. 
Managers who are not able to commu-
nicate openly will fail.

The lack of expertise and support from 
managers indicates that leadership as a 
concept is too often separated from the 
actual process of doing, and becomes 
an abstract concept distinct from the 
process of creating value. 
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7)

Leadership is attractive. This is clear 
from the fact that more than four fifths 
of managers are happy in their role and 
that almost half of employees want to 
become managers.

The most important values against 
which a manager is measured: 
Promoting initiative, providing guid-
ance and direction and guaranteeing 
stability. These are primarily “tradition-
al” values that continue to resonate in 
Switzerland today.
 
The most important tasks are “For-
mulating clear targets”, “Making deci-
sions”, “Communication” and “Sup-
porting staff”. Managers need not be 
charismatic individuals but they need 
to be competent and convincing, as 
they work with their staff to achieve 
shared goals.
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The survey results show that 50 % of 
employees would like to be managers 
and just under 37 % believe that they 
would be better at the job than their 
own line manager.
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INFORMATION FACTORY

Powered by Information Factory. 

HR Flower specialises in evaluation pro-
cesses in the field of HR. Companies 
use the information gained from em-
ployee surveys, Pulse Check, 90° - 360° 
feedback, staff appraisals, line manag-
er evaluations and customer surveys to 
develop further and for the successful 
implementation of their business strat-
egy.

HR Flower‘s client base comprises cus-
tomers that enjoy qualitative and quan-
titative growth and that want to shape a 
modern future for themselves. 

 
 
 
 
 
 
 
www.hr-flower.com

Information Factory is a business con-
sulting and software company providing 
customised management and perfor-
mance management solutions. In our 
capacity as a strategic partner, we build 
individual process solutions for our cus-
tomers and their managers, enabling 
them to make targeted use of their 
knowledge and to remain competitive.

Our customers include banks, indus-
trial companies, public institutions and 
SMEs. Information Factory is based in 
Zurich and Nuremberg.

 
 
 
 
 
 
 
 
 
www.information-factory.com

 
PERSORAMA JOBS.CH/JOBCLOUD AG	

Persorama has been reporting on HR in 
Switzerland for more than twenty years, 
now with a circulation of 5,999 (WEMF 
figures as per 2014). This makes it Swit-
zerland‘s oldest and largest specialist 
HR publication. The magazine is pub-
lished by the Swiss Association for Hu-
man Resources Management. 

It is a quarterly publication and, with 
its strong circulation figures in the 
business sector, reaches some 16,000 
senior executives in the fields of HR, 
management and continuing eduction 
throughout Switzerland, in both Ger-
man and French. Each issue is around 
90 pages long and contains practical 
industry reports, interviews and infor-
mation from the world of HR.

 
 
 
www.persorama.ch

Our particular thanks 
go to our survey partners:

JobCloud AG is the leading online pro-
vider in the Swiss job market. It pro-
vides employers and job seekers with 
an efficient job marketplace, drawing 
on its long experience, vast expertise 
and strong online job portals.

The JobCloud portfolio also includes 
the well-known portals jobs.ch and 
jobup.ch. The company employs 140 
staff at its offices in Zurich and Geneva.

www.jobs.ch
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