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Managers Matter

w@ What Makes A Great Manager
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:x"@ How Can Managers Become Great

Why do the
managers in your
organization
matter?
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Managers account
for an astounding

Managers are the heart of your organization.

They communicate and uphold the standards

of your culture and your brand. They can make

or break any change initiative. Nearly every OF THE

problem and achievement in your organization O VARIANCE
can be tied back to the quality of your managers. 0 IN TEAM
ENGAGEMENT

Why? Gallup has found that the role of the manager is

a dominant factor in the employee experience — from

onboarding and performance to development and and their efforts substantially impact the
retention. bottom line of entire organizations.

MORE THAN
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(give a 5 on a 5-point scale, with 5 being the highest)
OF EMPLOYEES WHO

“STRONGLY AGREE" THAT
THEIR MANAGER IS OPEN AND
APPROACHABLE ARE ENGAGED.

AT LEAST .
of employees who strongly agree that their manager

2/3 helps them set work priorities and goals are engaged.

MORE THAN

2/3 <UD

of employees who strongly agree that their manager focuses
on their strengths or positive characteristics are engaged.

How your managers feel about your organization greatly influences how everyone else feels
about it. In other words, your manager experience largely defines your employee experience.

O u % Bad managers cost businesses billions of
n e I n two dollars each year, and having too many of
them can bring down a company. The only
EMPLOYEES HAVE LEFT THEIR JOB TO GET defense against this problem is a good
AWAY FROM THEIR MANAGER AT SOME POINT offense, because when companies get

IN THEIR CAREER. these decisions wrong, nothing fixes it.

THROUGH THEIR IMPACT,

Gallup estimates that managers who are not engaged or
-\I l/-! ! who are actively disengaged cost the U.S. economy

$319 billion to $398 billion annually.

Just as a bad manager can ruin a good job,
a great manager can make a good job even better.

What makes a

(7))

m 1]

o m ’) IT'S IMPORTANT TO NOTE

- anager great' THAT ANOTHER

(@)

Z .

N ©OO0O0O | 2in10
Gallup's research reveals that about [e]sRIg IR el=Te]e][=] . O Q Q Q peop|e
possess the talent to manage. Though many people are
endowed with some of the necessary traits, few have
the _unlque comblna.tlon of talent r_1ee_d_ed to hfelp ateam exhibit some characteristics of
achieve excellence in a way that significantly improves a
company's performance_ basic managerial talent and can

function at a high level if their
company invests in coaching and
THAT developmental plans for them.
when put in managerial roles,
has a strong natural ability to: , , , ,
In studying managerial talent in supervisory
roles compared with the general population,
we find that organizations have learned
how to slightly improve the odds of finding
o PUT THE RIGHT ﬁ%" CREATE A CULTURE talented managers. Nearly one in five
&Aﬁ% PEOPLE IN THE ‘tn% OF CLEAR 89%) of th gers. | _y
RIGHT ROLES ACCOUNTABILITY (18%) of t osecurrentlymmanagement
roles demonstrate a high level of talent for
managing others, while another two in 10
Q% ENGAGE EMPLOYEES O, MOTIVATE EVERY show a basic talent for it.
WITH A COMPELLING _@SED EMPLOYEE
VISION INDIVIDUALLY Combzned, z‘/.).ey
contribute about
,(]‘7, COACH AND DEVELOP % MAKE DECISIONS .
€S~ THEIR PEOPLE BY (% BASED ON 48% higher profit
FOCUSING ON THEIR PRODUCTIVITY, . .
STRENGTHS NOT POLITICS 1o f/]él?’ compames
than average
%1 BUILD TRUST AND DIALOGUE WITH THEIR PEOPLE managers do.
iy ABOUT BOTH WORK AND LIFE OUTSIDE OF WORK
GALLUP FINDS THAT GREAT MANAGERS HAVE THE FOLLOWING TALENTS:
They motivate every They have the They create a They build They make
single employee assertiveness to culture of clear relationships decisions based
to take action and drive outcomes accountability. that create trust, on productivity,
engage employees and the ability to open dialogue, and not politics.
with a compelling overcome adversity full transparency.
mission and vision. and resistance.
IT'S IMPORTANT TO NOTE — ESPECIALLY IN THE CURRENT ECONOMIC CLIMATE —
THAT FINDING GREAT MANAGERS DOESN'T DEPEND ON MARKET
CONDITIONS OR THE CURRENT LABOR FORCE.
Large companies have approximately one manager for every 10 employees,
and Gallup finds that one in 10 people possess the inherent talent to
manage. When you do the math, it's likely that someone on each team has
the talent to lead — but chances are, it's not the manager. More than likely,
it's an employee with high managerial potential waiting to be discovered.
TOP
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Gallup started studying managers many years ago
(including an analysis of 49,495 business units with

1.2 million employees across 22 organizations in seven
industries and 45 countries) and found that great managers
are completely different from adequate ones.
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In brief, they're not bosses. Bossing is the least of what they do and a last, unwelcome, resort. Rather,
these managers are coaches. And coaching is distinct from bossing, Gallup's research shows, in three
key ways:

il Coaches focus on individual and team engagement, seeing their role as the provider
of what employees need to succeed. Whether by training or preternatural talent — or,
ideally, both — they know the 12 elements of engagement by heart and deliver them.

Bosses, on the other hand, usually just tell people what to do.

Bl Coaches understand, leverage and get great satisfaction from deploying the unique
talents and strengths of each employee. Great managers are always developing and
positioning talent to maximize outcomes, and they get extraordinary results from it: Workers
who know and use their strengths average 10% to 19% increased sales and 14% to 29%
increased profit, among other bottom-line results.

Bosses, by comparison, often just supervise production.

. Coaches set clear expectations and performance goals, offering feedback that
optimizes individual strengths (a rare practice, as only 26% of employees say the feedback
they get helps them do better work) and increases team effectiveness.

Bosses, however, typically watch for opportunities to correct or punish employees whose
performance doesn't measure up.

THE EFFECT OF A GREAT MANAGER IS THE GIFT THAT KEEPS ON GIVING.

Happy, healthy employees mean a better culture and a more
productive, profitable company. They love their jobs and spread
the word — setting you up to hire and keep more top talent.

LEARN MORE ABOUT GALLUP'S MANAGER DEVELOPMENT OFFERINGS.

DISCOVER THE GALLUP ACCESS MANAGER PLATFORM & BOSS TO COACH COURSE TODAY.



https://www.gallup.com/workplace/236297/strengths-based-employee-development-business-results.aspx
https://q12.gallup.com/
https://www.gallup.com/workplace/236297/strengths-based-employee-development-business-results.aspx
https://www.gallup.com/workplace/257582/feedback-not-enough.aspx
https://www.gallup.com/workplace/257582/feedback-not-enough.aspx
https://www.gallup.com/access/home.aspx
https://advise.gallup.com/boss-to-coach
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