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Introduction

• This international survey of leaders with staff responsibilities was performed in August-
September 2021 to get insights on leadership during a global pandemic.

• Results indicate a high level of positive leadership behaviours, aimed to increase 
engagement, delegate and distribute responsibility and recognize and reward 
performance.

• However, the survey identified factors that point to staff considering quitting: 
• Individuals complaining about work more than usual
• Falls in performance by otherwise productive staff members
• Leaders’ intuition that a member of staff may be questioning whether they’re in the 

right job
• The survey concludes with a structured offering to address the challenge of a far higher 

level of resignations than before the crisis.
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Participants see themselves in a very 
favorable light. Is that the full story though? 

In a nutshell, our managers care about their employees and consistently support and celebrate their successes. They 
also have meaningful jobs and receive favorable feedback from their team. At the same time, they report having to 
work well above average. But why is this necessary to this extent if their teams are engaged and productive?  

-17%

-8%

-3%

-2%

-2%

-3%

48%

62%

44%

41%

41%

44%

33%

30%

52%

56%

57%

56%

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

I work harder than the average

I receive positive feedback on my
leadership style from my employees

My work is impactful and meaningful

I take the time to listen to my employees

I celebrate my team's achievements

I encourage my team to use their initiative

Highlights
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Trust and the meaning of work receive high 
marks from participants

For the majority, trust has been established and the majority also sees meaning in their respective roles.
For up to 10%, there appears to be an issue around trust from the employee towards the manager.
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I always find out about problems when it's too late

I love my job

My employees seek my advice for problems

I ask my team for input before making decisions

I trust my employees to make decisions

My team's work is impactful and meaningful

My work is impactful and meaningful

Trust and Meaning
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And yet significant numbers of participants report 
problems with engagement of their direct reports

A large minority report back a lack of engagement of their employees. In 34% of cases, the managers need to step 
up and take the lead, even though 27% already provide above average direction. Could there be a difference in 
engagement perception issue between manager and staff hidden between the lines?
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I need to explain even the simplest steps to my team

My employees need above average direction

If I don't take the lead, nothing gets done

My employees are dependent on me

I wish one employee or more were more motivated

Engagement
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Practical empowerment remains a challenge for a 
number of managers

The surveyed managers clearly know how to empower their direct reports verbally, they celebrate big wins and 
continuously encourage them. Yet this does not always translate into practical empowerment, i.e. letting them find 
their own way to solve a problem.
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I don't care which solution is used if it solves the problem

My employees surprise me with their creativity and initiative

I motivate my staff to find their own solutions for challenges

I celebrate my team's achievements

I encourage my team to use their initiative

Empowerment
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I give lots of advice to my employees

I ask my employees open questions

I take the time to listen to my employees

Coaching

Strongly Disagree Disagree Agree Strongly Agree

Most of the participants show elements of a 
coaching leadership style

Three characteristics of a 
coaching leadership style 
are: 

• Active listening

• Asking open questions

• Empowering to find own 
solutions

Many managers are active listeners and ask their employees open questions. The next step in the leadership 
development would be to empower employees to find their own solutions and to resist the urge to direct through 
advice.

7



Our managers solve other people’s problems and 
then don’t have time for their own priorities

Prioritization appears to be more challenging for some of our managers: 
One-third take over other people’s tasks and then do not have time to focus on their own priorities. 
Further, giving freedom to employees to define their own priorities is not always practised among our managers.
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I typically solve everybody's problems

I have sufficient time to focus on my top 3 priorities

I let my employees define their work priorities

Prioritization
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A significant number of managers is worried that a 
direct report will leave

Despite reporting leadership styles designed to encourage engagement and agency, a significant number of 
participants worry that a direct report might leave. They report complaints, falls in work performance and leaving 
earlier than usual, all visible signs of risk of resignation. 
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My employees leave earlier compared to
employees from comparable teams

The work performance of one or more
of my employees is decreasing

I worry one or more employees might resign

One or more employees complain more than usually

Resignation
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9



The Great Resignation: How do address it

• As we move out of the pandemic, many employees are questioning whether they work in the 
right organisation. This matches employment statistics in the US and Western Europe indicating a 
far higher level of resignations than before the crisis.

• Leaders can actively address this challenge with our structured process identifying the negative 
factors and developing customized actions.

• # 1: Get insights on the status-quo of your employees’ resignation level

• # 2: Conduct workshops to define the target state with concrete action plans

• # 3: Implement customized actions to improve your employees’ commitment

Contact us to learn how we can support you. 
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Example on how to create your own personal 
leadership journey
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Big Picture:
Clarity on 
where you

stand

Potential 
action

Potential 
action

Potential 
action

Potential 
action

Learn practical techniques for understanding, 
monitoring and influence trust and engagement 
within the team

Understand how your leadership style 
helps and hinders your success with 
your team, and learn new techniques 
for coaching your staff to solve issues

Practice leadership techniques that 
help manage your time efficiently 
and optimize your consistent and 
effective delegation of responsibility

Leverage 1:1 coaching to empower your 
employees to tap into their full potential and 
get a clear sense of purpose 

Conduct customized workshops to Identify the signs 
of potential resignation within your team and define 
clear action plans

Apply robust priority-setting and decision-
making frameworks to actively execute 
strategy and deliver key initiatives



We look forward to hearing from you!

Hanna Herbst is founder, management consultant 
and life coach at Delygate. She got her MBA at NYU 
Stern and is a Co-Active Life Coach. She is fluent in 
German and English.
In addition, she is a speaker on leadership, 
empowerment and diversity and writes as an 
executive contributor for Brainz magazine. 
Email hanna@delygate.com
Go to LinkedIn Profile

Andrew Mountfield has over 25 years experience as 
a partner in management consulting, holds a 
doctorate in strategy and change and speaks fluent 
German, French and English.
He is Head Tutor of the Oxford Executive Leadership 
Programme at Saïd Business School, Oxford 
University.
Email andrew.mountfield@mountfield-advisory.com
Go to LinkedIn Profile
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