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Executive Summary 

This report is one of a series of benchmark skills reports as part of the wider comparative analysis 

and benchmarking project: Perspectives 360. Between September 2011 and May 2012, over 300 

mangers from the United Kingdom, Slovenia, Romania, Lithuania, Greece and Ireland took part in a 

360-degree management skills benchmarking study using a system called Perspectives 360. The 

project was funded through the Lifelong Learning Programme: Leonardo da Vinci Transfer of 

Innovation.  

 
This report is based upon the results of the assessment of managers from across Ireland. In addition 

to completing a self assessment questionnaire, managers were also assessed by a number of 

colleagues, team members and senior managers. The assessment resulted in each manager receiving 

a Perspectives 360 Report based upon six the Core Skills (Planning, Communication, Leading, Team 

working, Managing people and Personal effectiveness) subdivided into twenty five Specific Skills. 

Managers also took part in a one-to-one feedback de-briefing meeting which resulted in an Action 

Plan. This paper summarises the aggregate results and observations derived from the assessment 

and feedback exercise. 

 
Some 50 managers completed the assessment. The proportion of male to female managers in the 

study is 25 female managers (50%) and 25 male managers (50%). The majority of managers (74%) 

had three or more years’ experience in a management position with only 8 per cent of managers 

having less than twelve months experience. 46 per cent of managers had seven or more years 

experience in management. 32 per cent of managers had between one and five direct reports, whilst 

12 per cent had six to 10 direct reports. Some 46 per cent of managers reported having no direct 

reports and 10% have over 10 direct reports.  

The assessment showed that managers scored highest in the Core Skill Leading with an average 

(mean) score of 74.76 per cent, followed by Personal Effectiveness (70.92%) and Team working 

(70.48%) and lowest in Managing People (64.65%). Regarding the Specific Skills, managers scored 

joint lowest in Developing Others (60.32%) and Managing Performance (60.32%), Setting Objectives 

(65.24%) and Encouraging Teamwork (65.95%).  

 
Managers were asked if they had formal training in ten different topics. Overall, managers who had 

formal training in performance management, team leading, planning, staff training and delegation 

scored higher on the assessment than those that had not: this was common across all of the Core 

Skills and especially for Managing people.  
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Chapter 1: Introduction 

The Perspectives 360 project was funded by the European Commission Leonardo Da Vinci Lifelong 

Learning Programme.  

 

Project Title: Perspectives 360 

 

Project aims: 

This project aims to transfer the use of a 360 degree management skills assessment tool, 

Perspectives 360, to Greece, Slovenia, Romania, Lithuania and Ireland. It will result in the assessment 

of 300 SME managers and the development of the European Management Skills Benchmark 

Database. This project will result in new insight, understanding and acceptance of 360 degree 

assessment and feedback models and their use in the recognition of skills and competence. 

The main project objectives are: 

• To establish a European-wide network of 360-degree assessment centres and set up the   

European Management Skills Benchmark Database. 

• To publish a series of Management Skills Benchmarking Reports and a comparative skills report 

resulting from the European Management Skills Benchmark Database 

• Transfer the use of Perspectives 360 from the UK to the 5 Partner countries 

• Build both capacity and capability to increase the network leading to the development of a 

network of assessment centres in other European countries 

• To improve the management capability and performance of SMEs 

• To enhance the attractiveness of VET, and the use of innovating ICT-based VET assessment 

practices 

Consortium Partners: 

 

• Exponential Training & Assessment (United Kingdom) 

• Irish Small and Medium Enterprises Association (Ireland) 

• KADIS (Slovenia) 

• Best Cybernetics (Greece) 

• Centrul De Inovare Si Dezvoltare De Afaceri (Romania) 

• ISM University of Management & Economics (Lithuania) 
 

The project involved the assessment of managers from SMEs using Perspectives 360, a web-based 

skills benchmarking system. Perspectives 360 provides an individual skills report for each manager 

and provides the basis of an aggregate skills report for the sample as a whole. In addition to the skills 

report managers took part in a one-to-one feedback meeting with trained Perspectives 360 

Facilitators. The assessment exercise used the Perspectives 360 Managers Edition which comprises six 

Core Assessment Skills and twenty five Specific Skills.   
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Following upgrades to the on-line Perspectives 360 system developed as part of the project, ISME 

started recruiting managers in June 2011, resulting in all assessments and feedbacks being completed 

by mid June 2012. The assessment project resulted in the setting up of 50 management 

assessments, all of which were completed.   

 

This report provides a detailed analysis of the results of the assessment exercise. The report is 

organised as follows:  

Chapter 1 provides detail of the background to the research study. 

Chapter 2 explains the methodology and how the research was undertaken.  

Chapter 3 describes the sample of manager that took part in the study.  

Chapter 4 presents the findings of the Core Skill analysis. 

Chapter 5 contains an analysis of the results of the study by the sample characteristics. 

Chapter 6 considers the impact of formal training on management skills. 

Chapter 7 presents the conclusions of the study and a set of recommendations. 

 

 

i)  
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Chapter 2: Methodology 

2.1 Project Aims and Objectives  
 

The project aims were to pilot Perspectives 360 as part of a transnational partnership; to test the 

transferability and use of a 360 degree skills assessment with SME managers; and to prepare a series 

of management skill benchmark reports.  

  

The skills assessment project objectives were to:  

i. To engage and assess 300 SME managers using a 360 degree assessment methodology 

including fifty managers from Romania, Lithuania, Slovenia, Greece, Ireland and the UK  

ii. To prepare a detailed assessment report for each manager which will form the basis of a one-

to-one feedback meeting with the managers lead by a trained Perspectives 360 Facilitator 

iii. To agree a Personal Development Plan with each manager based upon the outcome of their 

Perspectives 360 assessment and feedback meeting 

iv. To analyse the aggregate results of the assessment exercise and prepare a series of 

management skills benchmark reports: one for each participating country 

v. To prepare a comparative management skills benchmark report covering the United Kingdom, 

Slovenia, Romania, Lithuania, Greece and Ireland.   

This report is focuses solely upon presenting the analysis of the assessment of managers from the 

Ireland. Other benchmark reports in this series include:  

• Management Skills in Small Medium Sized Enterprises: Benchmark Report No. 2:  Lithuania 

• Management Skills in Small Medium Sized Enterprises: Benchmark Report No. 3:  Romania 

• Management Skills in Small Medium Sized Enterprises: Benchmark Report No. 4:  Slovenia 

• Management Skills in Small Medium Sized Enterprises: Benchmark Report No. 5:  Greece 

• Management Skills in Small Medium Sized Enterprises: Benchmark Report No. 6:  Ireland 

• Management Skills in Small Medium Sized Enterprises: Benchmark Report No. 7:  A 

Comparative Analysis of Management Skills (United Kingdom, Slovenia, Romania, Lithuania, 

Greece and Ireland) 
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2.2 Project Methodology 

The skill assessment exercise was undertaken using an established 360 degree skill assessment 

system called Perspectives 360. The system uses an on-line, multi-rater questionnaire to collate and 

analyse feedback about managers on seventy five management behaviours. The behaviours combine 

to make a set of twenty five Specific Skills which are grouped into six Core Skills. The procedure for 

the assessment is: 

i. Managers nominate 4 – 10 people they would like to assess them against the behaviours: 

they are known as the ‘respondents’ (i.e. the manager’s own manager, colleagues and peers 

and team members). 

ii. A Perspectives 360 Administrator sets up the manager’s assessment which is subsequently 

managed by the software including the issuing of passwords, sending reminder emails as 

required and the analysis of the questionnaire responses.  

iii. Managers complete a self assessment and a background questionnaire to collect various 

biographical data (e.g. highest level management qualification, gender, age, number of years 

in management and so on). Respondents also complete the on-line questionnaire. The on-line 

questionnaire uses a simple Likert scale enabling managers and respondents to indicate the 

frequency with which they observe the manager using each behavior.  

iv. Once all of the respondents have completed the on-line questionnaire, the manager’s 

Perspectives 360 report is generated ready for feedback and discussion with the manager by 

a trained Perspectives 360 Facilitator. The report includes a set of 25 development 

suggestions, which are chosen from a database of 300, based on the average frequency 

score selected by the respondents (excluding the self assessment). The outcome of the 

feedback meeting is the drafting of a Personal Development Plan, which will include 

identifying which of the suggested development actions to focus on. 

v. The aggregate data is exported from Perspectives 360 enabling the data to be analysed using 

the biographical information resulting in a series of detailed set of charts and tables showing 

various trends and patterns: these are presented in this report.    

 

The results enable the establishment of a set of management benchmarks facilitating a comparative 
analysis between the countries taking part.  

 

Before setting up the assessment exercise, Perspectives 360 administrators and Facilitators completed 

a training course, called Maximising the Value of Perspectives 360.  

Appendix 1 contains descriptions of the Core and Specific Skills 

Appendix 2 contains a copy of an example individual Perspectives 360 report 
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2.3 Validation, Translation and Contextualisation 
 

Perspectives 360 was originally developed for use in the United Kingdom using the National 

Occupational Standards for Management and Leadership as the body of knowledge informing the 

content of the Core/Specific Skills and management behaviours. Prior to use the behavior statements 

were subjected to a validation process.  

 

The project team recognised that the Perspectives 360 could not simply be translated for use in each 

country hence a detailed contextualization exercise was conducted. A forward/backward translation 

model was used to ensure the accurate translation of the tool: this was less of an issue for use in the 

United Kingdom and Ireland.  The end result was the contextualization and translation of the entire 

Perspectives 360 system including the back office, enabling assessments to be completed entirely in 

anyone of the partner country languages (English, Greek, Lithuanian, Romanian, and Slovenian) and 

the language of any part of the assessment process to be changed at any time during that process. 

Reports can be generated in any one of the languages, regardless of the language/s in which the 

questionnaires were completed.  

 

2.4 Engaging the Sample Group 

The project proposed to target managers from SMEs (employee size <10, 11 - 49, 50 – 199, 200 – 

249; women, managers aged 45+, sectors including manufacturing, sustainable industries, digital, 

services. In Ireland managers were recruited by promotion of the opportunity to members of ISME.  

Once managers had agreed to take part in the project, they were asked to provide their name and e-

mail address and the names and e-mail addresses of the other respondents, which were then input 

into the assessment system which generated e-mails to them providing full access information for 

completing the questionnaire. 
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Chapter 3: The Management Population  

 

 
The study is based upon 50 managers employed in small medium sized enterprises (SMEs) 

throughout Ireland. The sample comprised first line managers (22%), middle managers (14%), senior 

managers (30.0%), directors (4%) and owner directors (20%).  

 

Fig 1 – Sample by Level of Management 

 

 

• Managers were drawn from a variety of industry sectors including Other service activities 

(22%), Professional, scientific and technical activities (20%), Manufacturing (18%) and   

Wholesale and retail trade; repair of motor vehicles and motorcycles (16%). 
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Fig 2 – Sample by Industry Sector 

Industry Sector % 

C - Manufacturing 18% 

G - Wholesale and retail trade; repair of motor vehicles and motorcycles 16% 

I - Accommodation and food service activities 2% 

J - Information and communication 4% 

M - Professional, scientific and technical activities 20% 

N - Administrative and support service activities 4% 

O - Public administration and defence; compulsory social security 2% 

P - Professional, scientific and technical activities 6% 

Q - Human health and social work activities 6% 

S - Other services activities 22% 

 

• The majority of managers worked for organisations employing 1 - 9 people (50%) and 10 – 

49 employees (40%). 

  

Fig 3 – Sample by Organisation Size  

 

 

 

• The managers in the study were aged: 20 – 29 years (16%), 30 -39 (36%), 40-45 (26%), 

46-55 (12%) and 56 – 65 years (10%) Female managers accounted for 50 per cent of the 

sample and male managers 50 per cent.   
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Fig 4 – Sample by Age of Manager 

 

 

 

• The majority of the female population were in the 30 -39 (32%) and 40 – 45 (32%) age 

groups. The majority of the male population was aged 30 – 39 age band (40%) with a 

further 20% in the 40 – 45 age group. Another difference between to two populations worth 

noting is the age group 56 – 65: this age group represented 4 per cent of the female 

population, but 16 per cent of male population.  

 

Fig 5 – Sample by Female Managers and Age  
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Fig 6 – Sample by Male Managers and Age  

 

 

• Almost one third of managers in the sample (30%) had more than ten years’ experience in a 

management position with only 8 per cent of managers had less than twelve months 

experience: 46 per cent of managers had seven or more years’ experience in management.  

 

Fig 7 – Managers by Number of Years in a Management Position 

 

 

• Managers were asked how many people reported directly to them at work. 23 (46%) of the 

managers in the study were recorded as having no direct reports – they were either specialist 

managers or managed people who did not report directly to them. A large proportion of the 
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managers (32%) reported having 1 – 5 direct reports, with 12 per cent claiming 6 – 10 direct 

reports and 10 per cent claiming over 10 reports.   

 

 

Fig 8 – Sample by Number of Direct Reports 

 
 

 

 

• Managers were asked to report on their highest non management qualification. More 

managers (36%) reported holding a bachelor/first degree qualification than any other type. 

Almost one third of managers (30%) reported that they have a post-graduate, masters or 

PhD qualification, with 6 per cent having a lower secondary education, 18 per cent having an 

upper secondary qualification and  10 per cent having a vocational qualification. 

 

Fig 9 – Sample by Highest Non Management Qualification Held 
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• Almost one third of the managers in the study (30%) have completed a vocational non 

degree study programme in management. 26% hold management related post graduate 

qualification and 18% hold management related post graduate qualifications. 

 

Fig 10 – Sample by Highest Management Qualification Held 

 

 

• Managers were asked to indicate if they had received formal training and if they had to 

indicate in which topics.  The most commonly selected topic was communication, with 54% 

of managers having received training in this topic, followed by training in team leading 

(50.0%), performance management (48%), project management (40%), personal 

effectiveness (40%) and planning (38%). Between a quarter and a third of managers have 

received formal training in delegation, coaching, staff development and decision making.   

 
Fig 11 – Sample by Formal Training Received 
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Chapter 4: Findings Part 1: Core Skills Analysis 

 

This chapter provides an overall analysis of the Core Skills for the sample of Irish managers. The Core 

Skills are: Planning; Communication, Team working; Leading; Personal Effectiveness and Managing 

People. Each Core Skill comprises four or five Specific Skills: Appendix 3 provides a full breakdown of 

the Specific Skills analysis.  

Figure 12 summarises the Core Skills showing the results of both the self-assessment scores and the 

scores of the managers’ colleagues. Managers scored highest in the Core Skill Leading (74.76%) 

followed by Personal effectiveness (70.92%). They scored lowest in Managing People (64.65%) 

closely followed by Communication, Planning, Team working and Personal effectiveness(in that 

order). Managers rated themselves lower in only one of the Core Skills: Managing People, than did 

their colleagues and peers. 

 
Fig 12 – Summary of Core Management Skills  

 

 
 

Figure 13 compares the Core Management Skills average by gender, showing both the self and other 

assessments. 
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Figure 13 – Core Management Skills Averages for Managers in the Study by Gender and 
Self and Other 

 

Core Management 
Skill 

Average 
Female 

Self 

Assessment 
(Position) 

Average 
Female 

Assessment 

by Others 
(Position) 

Average  
Male 

Self 

Assessment 
(Position) 

Average 
Male 

Assessment 

by Others 
(Position) 

Planning  70.25(5) 73.72(2) 68.99(5) 65.85(5) 

Communication  72.80(4) 70.96(5) 69.34(4) 68.03(4) 

Team working  78.88(1) 72.52(4) 75.35(2) 68.45(2) 

Leading  78.56(2) 76.29(1) 78.25(1) 73.23(1) 

Personal effectiveness  75.12(3) 73.56(3) 70.65(3) 68.27(3) 

Managing people  65.61(6) 69.38(6) 61.87(6) 59.92(6) 

 

These figures show that both male and female managers scored themselves on average higher than 

they were scored by others, males in all six categories and females in four Core Skills –

Communication, Teamworking, Leading and Personal Effectiveness. 

 

Based on the assessment by Others, both genders scored best in Leading and lowest in Managing 

people. The second highest scoring Core Skill for female managers was Planning, whilst for male 

managers, this was the second lowest scoring Core Skill. The second highest scoring Core Skill for 

male managers was Team working and the second lowest scoring Core Skill for female managers was 

Communication. Male managers scored lower on average than female managers in all Core 

management Skills, with the difference being most marked in Managing people (9.46 percentage 

points). 

 

Male managers rated their skills on average, in the same order as the others assessing themselves, 

whilst female managers agreed with the others assessing them, that Personal Effectiveness was their 

3rd ranking skill and that their lowest scoring skill was Managing People. 

 

 
 
 
 
 
 
 
 
 
 



  SME Management Skills in Ireland 

17 | P a g e  
 

 

4.1 Core Skill: Planning 
 

 

 

 

 

Figure 14 shows the distribution of assessment scores for Planning for both the self assessment and 

the assessment by others (e.g. colleagues, team members, peers and line managers). The mean 

score for Planning was 69.8 per cent with a median score of 71.1 per cent.  The lower and upper 

quartile scores for Planning were 63 per cent and 78.4 per cent, an inter quartile range of 15.5 

percentage points. The self-assessment scores were slightly lower with lower and upper inter quartile 

scores of 60.1 per cent and 78 per cent with a median score of 70.2 per cent. 

 

Fig 14 – Sample by Distribution of Scores for Planning (All Managers) 

 

 

 

Appendix 3 provides a more detailed analysis report on each of the five Specific Skills that make up 

Planning (i.e. Developing plans, Monitoring performance, Focusing on results, Managing change and 

Managing improvement). 

 

Managers are responsible for the efficient use of organisational resources 

including people, plant, equipment and supplies. The effective use of such 

resources requires managers to devise, communicate, implement and monitor 

plans to achieve organisational aims and objectives. 
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4.2 Core Skill: Communication 

 

 

 
 
 
 
 
 
The lower and upper quartile scores for Communication were 63.7 per cent and 78.6 per cent, and 

the inter quartile range was 14.9 percentage points. The median score was 69.9 per cent. The self-

assessment scores were higher with lower and upper interquartile scores of 64.1 per cent and 79.9 

per cent: the median score was 72.4 per cent. 

 

Fig 15 – Sample by Distribution for Communication (All Managers) 

 

 

Appendix 3 provides a more detailed analysis reporting on each of the four Specific Skills that make 

up Communication (i.e. Explaining clearly, Influencing others, Resolving conflict and Listening). 

 

 

 

The principles and processes of effective communication underpin the role of the 

manager. Managers need to be able to communicate effectively with a range of people, 

including team members, colleagues, line managers, customers and suppliers. It is 

important that managers are able to organise, present and communicate their views, 

ideas and plans according to the needs of the people with whom they interact. 
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4.3 Core Skill: Team working  
 

 

 

 

. The lower and upper quartile scores for Team working were 62.9 and 78.4 per cent 

respectively: an inter quartile range of 15.5 percentage points. The median score was 71.8 per 

cent. The self-assessment median score was 77.9 per cent, with lower and upper quartiles of 

66.9 per cent and 86.2 per cent. 

 

Fig 16 – Sample by Distribution for Team working (All Managers) 

 

 

 

Appendix 3 provides a more detailed analysis reporting on each of the four Specific Skills that make 

up Team working (i.e. Building teams, Leading teams, Encouraging team working and Managing 

diversity). 

 

 

 

 

Managers achieve organisational aims and objectives through the work of other 

people and in particular teams. Setting up and managing effective teams requires 

managers to inspire and motivate all team members, ensuring that everyone 

understands and is able to work towards what the team is trying to achieve. 
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4.4 Core Skill: Leading  
 

 

 

 

 

The lower and upper quartile scores for Leading were 69.8 per cent and 81 per cent, representing an 

inter quartile range of 11.2 percentage points. The median score was 76.6 per cent. The self-

assessment median score was 77.9 per cent with lower and upper quartiles of 69.6 per cent and 88.3 

per cent. 

Fig 17 – Sample Distribution for Leading (All Managers) 

 

 

 

Appendix 3 provides a more detailed analysis reporting on each of the four Specific Skills that make 

up Team working (i.e. Encouraging innovation, Providing guidance, Motivating others and Building 

trust and respect). 

 

 

 

 

 

Managers are leaders of people and need to inspire innovation, commitment and 

enthusiasm in others in order to achieve organisational aims and objectives. To be 

effective, managers need to build strong working relationships, which means 

providing clear guidance and direction, acting as a role model and respecting the 

views and opinions of others. 
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4.5 Core Skill: Personal Effectiveness 
 

 

 

 

 

 

 

 

The lower and upper quartile scores for Personal Effectiveness were 64.9 per cent and 78.8 per cent: 

an inter quartile range of 13.9 percentage points. The median score was 71.0 per cent. The self-

assessment median score was 72.3 per cent, with lower and upper quartiles of 64.8 per cent and 

83.4 per cent. 

 

Fig 18 – Sample Distribution for Personal Effectiveness (All Managers) 

 

 

Appendix 3 provides a more detailed analysis reporting on each of the four Specific Skills that make 

up Team working (i.e. Acting assertively, Managing time, Developing others and Decision making). 

 

 

 

Personal effectiveness enables managers to achieve results and meet personal and 

organisational objectives. Managers are faced with literally hundreds of decisions to 

make every day: choices about how to prioritise activities, how to allocate their time and 

how to communicate and present their plans and opinions to others. An important part of 

improving personal effectiveness is recognising and addressing personal development 

needs. 
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4.6 Core Skill: Managing People 
 
 

 
 

 

 
 

 
 

 
 

 

Managing People is perhaps the most important part of management and it is also the Core Skill in 

which managers scored lowest. The lower and upper quartiles scores for Managing People were 54.8 

per cent and 75.7 per cent, an inter quartile range of 20.9 percentage points. The median score was 

67.8 per cent. The self-assessment median score was 63.9 per cent, with lower and upper quartiles of 

50.7 per cent and 75.2 

 per cent. 

 

Fig 19 – Sample Distribution for Managing People (All Managers) 

 

 

 

 

Appendix 3 provides a more detailed analysis reporting on each of the four Specific Skills that make 

up Team working (i.e. Setting objectives, Managing performance, Developing others and Providing 

feedback). 

Managing and developing people is perhaps the hardest part of management. 

Managers must be able to agree clear, measurable objectives, manage the 

performance of both individuals and teams and provide regular and constructive 

feedback on their performance. Managers must provide timely and appropriate 

support for people, ensuring that they possess the right knowledge and skills to 

achieve their objectives. 
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Core Skills and the Interquartile Range  

Figure 20 shows the mean and median scores across the Core Skills. The spread of scores between 

the 25th and 75th percentiles for self-assessment ranges from 11.17 per cent (Personal Effectiveness) 

to 32.1 per cent (Managing people). The interquartile range for assessment by ‘others’ varies from 11 

per cent (Leading), to just over 21 per cent (Managing people).  

 
Fig 20 – Summary of Core Management Skills and the Interquartile Range (All Managers) 

 

  Mean 25th 

Percentile 

50th 

Percentile 

75th 

Percentile 

Size of 

Inter 

quartile 

Range 

Planning (self) 69.62 60.07 70.20 78.00 17.93 

Planning (other) 69.79 62.95 71.05 78.42 15.48 

Communication (self) 71.07 64.08 72.38 79.94 15.86 

Communication (other) 69.49 63.70 69.93 78.57 14.87 

Team working (self) 77.12 66.87 77.92 86.23 19.36 

Team working (other) 70.48 62.94 71.76 78.42 15.48 

Leading (self) 78.41 69.58 77.92 88.25 18.67 

Leading (other) 74.76 69.77 76.60 80.95 11.18 

Personal effectiveness 

(self) 72.89 64.75 72.33 83.42 18.67 

Personal effectiveness 

(other) 70.92 64.90 70.99 78.77 13.86 

Managing people (self) 63.74 50.69 63.92 75.17 24.48 

Managing people (other) 64.65 54.77 67.84 75.65 20.88 

 

 
Specific Skills  

 
Figure 21 provides a summary of the average assessment scores for all managers by self and others. 

Managers achieved the highest mean scores (assessment by others) in Building Trust & Respect 

(82%); Providing Guidance (77%); Managing Diversity (76%); Managing Improvement (76%) and 

Listening (74%). Managers achieved the lowest mean scores in Developing Others (60%); Managing 

Performance (60%); Setting Objectives (65%); Developing Self (66%); Encouraging 

Teamwork(66%); Resolving Conflict (66%) and Monitoring Performance (66%). 
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Fig 21 – Summary of Specific Management Skills for all Managers in the Study 
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Chapter 5: Findings - Analysis of Core Skills by 
Sample Characteristics 
 

As part of the 360 degree assessment survey, managers completed a background questionnaire 

requesting information on a range of topics including: management level, number of years in 

management, industry sector, organization size, highest management and non-management 

qualification held, gender, age and number of direct reports. This chapter analyses the assessment by 

each of these characteristics.   
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Management Level 

The sample comprised First line Managers (22%), Middle Managers (14%), Senior Managers (30%), 

Directors (14%) and Owner/Directors (20%). There are differences in the Core Skills average scores 

of managers at the different levels as shown in Figure 22.  

 

Fig 22 – Sample by Core Management Skill and Management Level 

 

 

 

First Line Managers scored lowest in all Core Skills. Owner/Directors scored lowest for 

Communication, Leading and Personal effectiveness while Middle Managers scored second lowest in 

Planning, Teamworking and Managing People. Directors scored highest in all Core Skills with Senior 

Managers scoring second highest in all Core Skills. 
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Years in Management 

Just under one third of the managers in the sample reported having over 10 years’ experience in 

management (30%). Managers reporting 7 – 10 years’ management experience 16 per cent of the 

sample, with 8 per cent having less than one year management experience and 5-6 years’ 

experience, 18 per cent having 1 – 2 years’ experience and 20 per cent having 3 – 4 years 

management experience.  

 

Fig 23 – Sample by Core Management Skill and Number of years in Management 

 
Managers with 1-2 years’ management experience surprisingly scored highest in Leading and 

Personal effectiveness and second in Planning, while Managers with 7 -10 years’ experience scored 

highest in Team Working, Planning and Managing People, second highest in Communication and 

Leading and third highest in Personal Effectiveness, making this the overall highest scoring category. 

Managers with 3-4 years’ experience scored lowest in all Core Skills. Managers with over 10 years’ 

experience scored highest in Communication and second highest in Team working, Personal 

effectiveness and Managing people. 
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Sector 

The sample of managers in most industry sectors was too small to report on; therefore this analysis is 

only of four industry sectors: Manufacturing (18%), Wholesale and retail trade; repair of motor 

vehicles and motorcycles (16%), Professional, scientific and technical activities (20%) and Other 

services activities (22%). The average scores for the Core Skills shows a consistent pattern in the 

Core Management Skills of managers across these industry sectors as shown in Figure 24.  
 

Fig 24 – Sample by Core Management Skill and Industry Sector 
 

 

 

Other services scored highest in all Core Skills. Wholesale/Retail Trade scored lowest in all Core Skills. 

Manufacturing scored second highest in Planning, Communication and Managing People, while 

Professional, scientific and technical companies scored second highest in Team working, Leading and 

Personal Effectiveness.  
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Organisation Size 

Managers employed in medium sized enterprises (i.e. 50 – 249 employees) have not been included in 

this analysis since numbers involved were too small to report on. Fifty per cent of managers in the 

sample worked for organisation with 1 – 9 employees and 40 per cent for organisations with 10 – 49 

employees. Figure 25 shows the averages for each Core Skill, by organisation size. 

 

Fig 25 – Sample by Core Management Skills and Organisation Size 

 

 

The average score of managers employed by organisations with 1 – 9 employees was highest in all 

Core Skills, albeit marginally in the case of Managing People and Planning. There were significant 

differences between the scores for Team working and Leading skills. 
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Highest Non Management Qualification Held 

The spread of managers in the study by highest non-management qualification was as follows: Upper 

Secondary Education (18%); Bachelor/first degree study Programmes (36%); Postgraduate, Masters, 

PhD degree study Programmes (30%). The number of respondents with Lower Secondary 

Education(6%) and Vocational non degree study(10%) Programmes were too low to report on. 

Fig 26 – Sample by Core Management Skills and Highest Non Management Qualification 

 

 

Figure 26 shows the averages for each Core Skill, by highest non management qualification. The 

assessment suggests that the higher the level of non management qualification held, the higher the 

average score for all Core Management Skills, with the exception of Managing people, where those 

with Bachelor degrees scored higher than those with post graduate qualifications. 
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Highest Management Qualification Held 

The spread of managers in the study by highest management qualification held was as follows: Upper 

secondary level education (20%); Vocational non degree study Programmes (30%); Bachelor/first 

degree study Programmes (18%); Postgraduate, Masters, PhD degree study Programmes (26%). 

There were too few managers educated only to Lower secondary or second stage of basic education 

to report on.  

 

Fig 27 – Sample by Core Skill and Highest Management Qualification  

 

 

Figure 27 shows that in general those with Vocational non degree study programmes scored highest 

in the Core Skills, with the exception of Personal effectiveness and Managing People, in which they 

scored second highest. Those with Postgraduate qualifications scored highest in those two areas and 

second highest in Planning, Communication, Team working and Leading.  Those with Upper 

secondary education and a Bachelor degree scored similarly.
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Gender 

Bot male and female managers accounted for 50 per cent of the sample. An analysis of the data by 

gender shows some interesting differences between the scores of male and female managers.  

 

Fig 28 – Sample by Core Skill and Gender 

 

 

Female managers achieved higher average scores than male managers in every Core Management 

Skill. The biggest gaps were in Managing people, where female managers scored 69.38 per cent 

compared to the 59.92 per cent scored by male managers and Planning, when female managers 

scored 73.72 per cent and male managers scored 65.85 per cent. 
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Age 

The study was made up of 17 per cent of managers aged 20 – 29 years, 26 per cent aged 30 – 39 

years, 17 per cent aged 40 – 45 years, 31 per cent aged 46 – 55 years and 9 per cent aged 56 – 65 

years, which have not been reported on to protect anonymity.  

 

Fig 29 – Sample by Core Skill and Age 

 

 

Those aged 46-55 scored highest in every Core Management Skill, except for Leading where they 

scored second highest. Surprisingly those aged 20 29 scored highest in Leading and second highest in 

all other areas, except Communication, where those aged between 40 and 45 scored second highest. 

Those aged 30 – 39 scored lowest in all areas.  
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Age and Gender 

There were only 3 categories with enough data to report on. For those categories of managers that 

were sufficiently large to report on, age and gender were combined. These categories were Females 

aged 30 – 39 (16 % of total sample), Females aged 40 – 45 (16% of total sample), Males aged 30 – 

39 (20% of total sample). 

 

Fig 30 – Sample by Core Skill, Age and Gender 

 

 

As would be expected from earlier results, Male managers scored lowest in all Core Management 

Skills. The age category that is affected most by separating the genders is 30 – 39 years, which was 

in the mid-range for both genders and is the category that score lowest in all core skills when the 

genders were combined, but when female managers are in this age range are considered separately, 

they are the highest scoring group in all areas except Team working. However, it must be noted that 

there are only three categories with enough of a sample to compare. Female managers aged 40 – 45 

were the second highest scoring category overall, scoring highest in Team working.
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Direct Reports 

23(46%) of the managers in the study were recorded as having no direct reports – they were either 

specialist managers or managed people who did not report directly to them. 32% have 1 – 5 direct 

reports and 12% per cent have 6 – 10 direct reports. There were not enough managers with over 10 

direct reports to provide accurate data. 

 

Fig 31 – Sample by Core Skills and Number of Direct Reports 

 

 

Managers with 1 – 5 direct reports scored best overall, coming top in every Core Management Skill. 

As would be expected, managers with no direct reports scored lowest in Managing people (but not by 

a significant margin) but second highest in all other areas. Those with 6 – 10 direct reports scored 

lowest of all categories except Managing people where they were marked second highest.  
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Chapter 6: Understanding the Impact of Formal 
Training on Skills  
 
Managers were asked whether or not they had previously received any formal management training 

in ten subject areas: Performance Management, Communication, Team Leading, Planning, Staff 

Development, Coaching, Delegation, Project Management, Personal Effectiveness and Decision 

Making. Where the difference in the average scores between those who did and did not receive 

training, is significant (ten per cent or greater), they are reported here. 

 
Fig 32 - Sample by Formal Management Training by Topic 

 
Topic Managers having had formal 

training in topic 

Managers not having had 

formal training in topic 

Nos. % Nos. % 

Performance management 24 48 26 52 

Communication 27 54 23 46 

Team leading 25 50 25 50 

Planning 19 38 31 62 

Staff development 13 26 37 74 

Coaching 14 28 36 72 

Delegation 13 26 37 74 

Project management  20 40 30 60 

Personal effectiveness 20 40 30 60 

Decision making 15 30 35 70 

 
Overall, managers who had had formal training in any of performance management, team leading, 

planning, staff development, delegation and decision making scored significantly higher on Managing 

People than those that had not had the formal training. Formal training in Delegation significantly 

impacted Planning, Team working, Personal Effectiveness and Managing People. Formal training in 

Performance Management also significantly impacted the skill of Planning. 
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Performance Management Training 

48 per cent of managers had received formal performance management training. Figure 33 shows the 

interquartile range of the two groups of managers (those who had and had not received formal 

training in performance management). This is the range of the middle 50 per cent of the managers in 

each group. 

 

Fig 33 – Sample by Core Skills and Performance Management (Training Received/Not 

Received) 

 

 

 

 

 

 

 

 

 

 Formal performance management training received 

 Formal performance management training not received 
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Fig 34 – Sample by Core Skill and Performance Management (Training Received/Not 

Received) 

Core Skill Formal performance 
management training 

received 

Formal 
performance 

management 

training not 
received 

Percentage 
impact of 

training on 

mean score 

Planning 74.77 65.20 14.68 

Communication 70.53 68.54 2.89 

Team working 72.66 68.47 6.11 

Leading 76.64 73.03 4.95 

Personal effectiveness 73.81 68.25 8.15 

Managing people 70.71 59.05 19.75 

 

Figure 34 shows the average score achieved for each Core Skill higher in the group of managers who 

had received formal performance management training. The average score for Managing people for 

managers who had received training in performance management was 19.75 greater than for those 

who had not received any training in this area and the score for Planning was 14.68 greater for those 

who had received performance managemetn training than for those who had not. 
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Team Leading Training 

Exactly fifty per cent of the managers surveyed had experienced formal training in team leading. 

In the graph below, the interquartile range of the two groups of managers (those who had and had 

not received formal training in team leading) is shown. This is the range of the middle 50 per cent of 

the managers in each group. 

 

Fig 35 – Sample by Core Skills and Team Leading (Training Received/Not Received) 

 

 

 

 

 

 Formal team leading training received 

 Formal team leading training not received 
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Fig 36 – Core Skill Mean Percentage Scores by Team Leading Training Received/Not 

Received 

Core Skill Formal team 
leading training 

received 

Formal team 
leading training 

not received 

Percentage impact 
of training on mean 

score 

Planning 72.77 66.81 8.92 

Communication 70.16 68.83 1.93 

Team working 70.81 70.16 0.93 

Leading 75.25 74.28 1.31 

Personal effectiveness 72.87 68.96 5.67 

Managing people 67.97 61.33 10.82 

 

Again it can be seen that the average scores of the managers who had received formal training in 

team leading are all higher than those who had not received such training. Again, the main impact of 

this training has been greatest on Managing people, followed by Planning. 
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Planning Training 

38 per cent of the managers surveyed had experienced formal training in planning. 

In the graph below, the interquartile range of the two groups of managers (those who had and had 

not received formal training in planning) is shown. This is the range of the middle 50 per cent of the 

managers in each group. 

Fig 37 – Sample by Core Skills and Planning (Training Received/Not Received) 

 

 

 

 

 Formal planning training received 

 Formal planning training not received 
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Fig 38 – Core Skill Mean Percentage Scores by Planning Training Received/Not Received 

Core Skill Formal planning 

training received 

Formal planning 

training not 
received 

Percentage impact 

of training on 
mean score 

Planning 72.10 68.37 5.46 

Communication 70.52 68.86 2.41 

Team working 72.36 69.34 4.36 

Leading 77.21 73.26 5.39 

Personal effectiveness 72.52 69.93 3.69 

Managing people 69.34 61.77 12.26 

 

Once again it can be seen that the average scores of the managers who had received formal training 

in planning are all higher than those who had not received such training. Once again, the impact of 

this training has been greatest on Managing people, followed by Planning. 
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Staff Development Training 

26 per cent of the managers surveyed had experienced formal training in staff development. 

In the graph below, the interquartile range of the two groups of managers (those who had and had 

not received formal training in staff development) is shown. This is the range of the middle 50 per 

cent of the managers in each group. 

 

Fig 39 – Sample by Core Skills and Staff Development (Training Received/Not Received) 

 

 

 

 

 

 

 Formal staff development training received 

 Formal staff development training not received 
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Fig 40 – Core Skill Mean Percentage Scores by Staff Development Training Received/Not 

Received 

Core Skill Formal staff 
development 

training 

received 

Formal staff 
development 

training not 

received 

Percentage impact of 
training on mean score 

Planning 73.16 68.61 6.64 

Communication 71.06 68.95 3.06 

Team working 73.35 69.48 5.57 

Leading 77.88 73.67 5.72 

Personal effectiveness 72.73 70.28 3.49 

Managing people 70.90 62.45 13.52 

 

 

The same picture is repeated here as it can be seen that the average scores of the managers who 

had received formal training in staff development are all higher than those who had not received such 

training. Again the impact of this training has been greatest on Managing people, followed by 

Planning. 
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Delegation Training  

Twenty six per cent of the managers surveyed had experienced formal training in delegation. 

In the graph below, the interquartile range of the two groups of managers (those who had and had 

not received formal training in delegation) is shown. This is the range of the middle 50 per cent of the 

managers in each group. 

 

Fig 41 – Sample by Core Skills and Delegation (Training Received/Not Received) 

 

 

 

 

 Formal delegation training received 

 Formal delegation management training not received 
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Fig 42 – Core Skill Mean Percentage Scores by Delegation Training Received/Not 

Received 

Core Skill Formal 
delegation 

training 

received 

Formal 
delegation 

training not 

received 

Percentage impact 
of training on mean 

score 

Planning 77.32 67.14 15.16 

Communication 73.93 67.94 8.82 

Team working 76.64 68.32 12.17 

Leading 79.39 73.14 8.55 

Personal effectiveness 78.11 68.39 14.22 

Managing people 71.77 62.15 15.48 

 

 

Once again it can be seen that the average scores of the managers who had received formal training 

in delegation are all higher than those who had not received such training. Again, the impact of this 

training has been greatest on Managing people, followed by Planning but is also significant for 

Personal effectiveness and Team working. 
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Decision Making Training 

Thirty per cent of the managers surveyed had experienced formal training in decision making. 

In the graph below, the interquartile range of the two groups of managers (those who had and had 

not received formal training in project management) is shown. This is the range of the middle 50 per 

cent of the managers in each group. 

 

Fig 43 – Sample by Core Skills and Decision Making (Training Received/Not Received) 

 

 

 

 

 

 

 Formal project management training received 

 Formal project management training not received 



  SME Management Skills in Ireland 

48 | P a g e  
 

Fig 44 – Core Skill Mean Percentage Scores by Decision Making Training Received/Not 

Received 

Core Skill Formal decision 
making training 

received 

Formal decision 
making training not 

received 

Percentage impact 
of training on mean 

score 

Planning 73.75 68.09 8.31 

Communication 69.12 69.66 -0.78 

Team working 69.81 70.77 -1.36 

Leading 74.80 74.75 0.06 

Personal effectiveness 74.45 69.40 7.29 

Managing people 69.38 62.62 10.78 

 

Here it cans be seen that the average scores of the managers who had received formal training in 

decision making are all higher than those who had not received such training in all core skills except 

Communication and Team working. Once again, the impact of this training has been greatest on 

Managing people, followed by Planning. 
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Chapter 7: Conclusions and Recommendations  
 
This chapter considers the results of the benchmarking exercise and identifies conclusions and 

recommendations. 

 

Conclusions 

 

Highest Scoring Skill: Managers scored highest on average in Leading (74.8%) which includes the 

Specific Skills of Encouraging innovation, Providing guidance, Motivating others and Building trust and 

respect. This could be because managers are appointed on the basis of their natural leadership 

ability.  

 

Lowest Scoring Skill: Managers scored lowest in Managing people which includes Setting 

objectives, Managing performance, Developing others and Providing feedback. The distribution of 

scores was also highest in Managing people with an interquartile range of 20.88 percentage points, 

compared with and interquartile range of just 11.18 percentage points for Leading. The lowest 

individual scores in the study were recorded within Managing people. This result is similar to that of 

other studies completed using Perspectives 360. It is thought that this may be due to it being a skill 

which is not necessarily developed and practised by those not in a management role (as reflected by 

the average score of managers with no direct reports). The other Core Management Skills are more 

generic and thus individuals are likely to have developed these to a good level before becoming a 

manager. The three lowest scoring Specific Skills fall within Managing people are: Developing others, 

Managing performance and Setting objectives. 

 

Management Level: The lower average scores recorded by First Line Managers are in line with 

what could be anticipated – that those managers in the most junior positions have the lowest skills, 

on average. What the results also show is that Directors achieve the highest scores, followed by 

Senior Managers, with Owner Managers and Middle Managers scoring at the lower end of the 

spectrum.  

 

Sector: The lowest Core Skills scores recorded by managers in the Wholesale/Retail sector, with 

those in the Other Services sector scoring highest. A bigger sample would be needed to show that 

there is indeed a greater need for management skill development skills in the Wholesale/Retail sector 

than in other sectors.  

 

Years in Management: Managers with 7- 10 years’ experience scored highest in general, with the 

highest scores for Planning, Team working and Managing people and second highest for 

Communication and Leading. Those with 3 – 4 years’ experience scored lowest in all Core Skills. 
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Surprisingly, managers with 1 -2 years’ experience scored highest in Leading and Personal 

Effectiveness and second highest in Planning. This may be a factor of the small sample size but could 

be an area of further research as it could be due to an initial burst of enthusiasm when relatively new 

to a management position.  

 

Organisation Size: The pattern of results across all Core Skills was consistent when analysed by 

organisation size. The scores for managers in organisations with 1 – 9 employees scored highest in all 

core skills while those with 10 – 49 employees scored lowest in all categories. However, due the low 

number of respondent managers in the other company size categories the data has not been 

analysed. It is therefore difficult to see any trend. However there is a significant decrease in the 

scores achieved in moving from the micro to small sized company. These may echo the impact of the 

additional complexity of the management role as organisations increase in size . It is well known that 

as organisations grow from small entrepreneurial entities, they face many challenges and it may be 

that these results reflect this fact. It may indicate a need to systemise the structure or procedures in 

the company. This would be an area for further research. 

 

Highest Qualification Held: The results suggest that in general the higher the level of qualification 

held for non-management qualification, the higher the average score for all Core Management Skills, 

except Managing People where managers with a bachelor degree score higher than those with a post 

graduate. In general those with Vocational non degree management study programmes scored 

highest in the Core Skills, with the exception of Personal effectiveness and Managing People, in which 

they scored second highest. Those with Postgraduate qualifications scored highest in those two areas 

and second highest in Planning, Communication, Team working and Leading.  This is a positive 

indictment of the benefits of completing vocationally and post graduate related management 

qualifications. 

 

Gender: Female managers achieved higher average scores than Male managers in every Core 

Management Skill. This is a consistent finding of studies completed in the UK using Perspectives 360. 

It is thought that it may be a continuation of the higher achievement of girls within education. There 

is also a school of thought that due to traditional inequalities in employment, it may be that women 

have to perform better in order to achieve promotions. Having said that males rank their ability in the 

Core Skills in line with others marking them. However, females have a different view of the relativity 

of their strengths and weaknesses. They identified Team working as their greatest strength, while 

others ranked it 4th. They ranked Planning as their 5th skill (out of six ), while others ranked it as their 

second strongest skill. 
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Age: Managers in the 46 – 55 age group scored highest in all Core Skills except Leading. This is the 

oldest age group with enough data on which to report. Managers in the 30 – 39 age group scored 

lowest in all Core Skills.  The rationale for the low scoring of this age group could be an area for 

further research. 

 

Direct Reports: Managers with 1 – 5 direct reports scored best overall, coming top in every Core 

Management Skill. Managers with no reports scored lowest in the Managing People as would be 

expected and second highest in all other categories. Those with 6 – 10 reports scored lowest in all 

categories, except Managing People. This would seem to imply that increasing complexity by 

increasing the number of reports to over five decreases the performance of the manager. A lower 

score for those with no reports may mean that they do not have the opportunity to display certain 

behaviours and therefore cannot be properly assessed on their ability in these skills. 

 

Impact of Formal Training: In general those who received formal training scored higher than 

those that didn’t. This was significant within the sample for Managing People in all cases, except for 

Communication and Project Management Training. It also had a positive impact for Planning in most 

cases. Formal training in delegation had the highest impact on the Core Skills, being significant for 

Planning, Team working, Personal Effectiveness and People Management. 

It is interesting to note that training in all of those areas appeared to impact positively on all Core 

Skill areas, with the greatest impact always being recorded as on Managing people. Managing people 

is the lowest scoring Core Management Skill and this may be due to it being a skill which is not 

necessarily developed and practised by those not in a management role (as reflected by the average 

score of managers with no direct reports). Skills such as planning and communication are regularly 

used in most jobs and thus are likely to have been developed to a good level by an individual by the 

time of starting a management role. Indeed, it is good performance in these other skills which may 

have led to the management appointment in the first place.  

One reason why training in other areas might impact on Managing people is that it improves 

confidence. Another might be that all of the training topics which appear to impact positively do relate 

to the management of people.  

Although these results reflect extremely positively on the impact of the provision of training, it is 

important to note that no information was collected about the training undertaken, other than the 

topic area. In addition, it is possible that the results are an indicator of self selection, in that the 

better performing managers are those who are more likely to choose to undertake formal 

management training.  

It should also be noted that individuals may have received training in a number of areas and it is not 

clear if it is one or a mix of these topics that impacts the score. Further research could be carried out 

on this area with a bigger sample and some more cross tabulation. 
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Recommendations 

 

One of the aims of the research was to conduct a comparative analysis of management skills of 

managers working in small medium sized enterprises (SMEs) in different countries within Europe. As a 

pilot study, the research has highlighted several areas for further research and development.  

 

One of the most obvious actions is the need to increase the total sample size to create a much larger 

sample size thereby increasing the validity and reliability of Perspectives 360 in determining a national 

benchmark: this applies not only for the UK, but also for the other countries that participated in the 

research study (Slovenia, Ireland, Greece, Slovenia and Lithuania).   

 

The main recommendations are:  

 

1. Scaling up of the Benchmarking Study 

The scaling up of the study would increase the reliability of the data and enable a more 

comprehensive and detailed analysis of specific management groups, sectors and geographic regions. 

In addition, by increasing the number of managers engaged in the research, it will stimulate more 

managers and SMEs to engage in management skills development activities.   

 

2. Development of a Strategy for a Longer Term Benchmark Study 

The development of a longer term Benchmark Study would enable the development and tracking of a 

series of management skills benchmarks over time, for example, through the publication of an annual 

management skills benchmarking report. This would provide policy makers and education and training 

institutes with research data on the evolving skill needs of managers across different age groups, 

sectors, gender and so on, enabling the development of more targeted training and development 

interventions.   

 

Over time, such a national management skills benchmark database could also provide policy makers 

with trend data on the impact of regional and national management training strategies and different 

types of learning and development (e.g. e-learning, coaching).   

 

3. Further Investigation and  Actions 

There are several areas that merit further investigation and research:  

 

• Formal training does impact on management skills  

The study showed the assessment scores of managers reporting that they had had some 

form of ‘formal training’ in a range of topics was higher than those who had not. The study 

was unable to investigate what training they had, when it was undertaken or the style of 
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delivery (e.g. coaching, training course, distance learning) which could be very informative in 

designing new learning and development interventions. 

 

• Higher level qualifications are important 

The study suggests that irrespective of the subject, managers with a higher level qualification 

score higher than other managers. The study supports the message that higher level 

qualifications are important.  

  

• Sector  

It seems from the study that managers from the Wholesale/Retail sector need greater 

development of management skills than those in other sectors. Further research, with a 

greater sample, to assess if there are lessons to be learned from particular sectors by other 

sectors, is warranted. 

 

• Company Size and Number of Reports  

Both results imply that the bigger the company and the greater the number of reports the 

less skilled the manager. It is possible that both are linked, i.e. with the expansion of the 

company the greater the number of reports a manager is allocated. Further research into this 

and the impact of restructuring or the systemization of procedures would be useful. 

 

• Invest in developing people management skills  

The lowest Core Skill was Managing people. The study showed that managers who scored 

highly in the Specific Skills that make up Managing people (Developing others, Managing 

performance, Providing feedback and Setting objectives) also scored higher in other skill 

areas. Managers who had had formal training in performance management, team leading, 

planning, staff development and project management also tended to score higher in the 

other Core Skills such as Planning and Communication. Skills such as developing others 

through coaching, setting objectives and managing performance impact upon the 

effectiveness of planning, discussions and communication as they are focused on achieving 

results and managing improvements.  

 

 

• Supporting the development of managers post assessment  

Although the Perspectives 360 skills report includes a set of personalised development 

suggestions for managers, the focus of the study was to assess the skills of managers rather 

than to develop them per se. Perspectives 360 proved effective as a tool for engaging 

managers in learning and development. It highlighted the need for managers undertaking the 

assessment to be able to access relevant, cost-effective and affordable training, development 
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or coaching. With this in mind, consideration needs to be given to the design and availability 

of short, practical and relevant learning and development interventions to help managers to 

build upon the results of the assessment. It is also recommended that managers complete a 

repeat assessment at a later stage to review their development and progress: a repeat 

assessment would also act as an effective evaluation tool.  

 

• Integration of Perspectives 360 into training and personal development plans  

Tools such as Perspectives 360 could be used in the design of training needs analysis 

exercises within organisations to help pinpoint the focus of learning and development 

activities. They could be introduced as part of one-to-one coaching programmes with 

managers helping to inform the coach and manager about priority development needs. They 

could be used as part of longer development programmes as a needs analysis and evaluation 

tool. The value of Perspectives 360 is not simply as an assessment and feedback tool, but as 

a development tool especially when used as part of a blended solution.  



Appendix 3  

Perspectives 360 Core and Specific Skills 

1 Core Skills Specific Skills Description 

Planning: 

Managers are responsible for the efficient use of 
organisational resources including people, plant, 

equipment and supplies. 
The effective use of such resources requires 

managers to devise, communicate, implement and 
monitor plans to achieve organisational aims and 

objectives 

 
 

Developing plans 

 

Prioritising and organising work activities in-line with 

organisational aims and objectives 

Monitoring performance 

 

Monitoring and reviewing performance against organisational 

aims and objectives 

Focusing on results  

 

Maintaining a focus on achieving organisational aims and 

objectives 

Managing change 

 

Planning for and implementing change to achieve 

organisational aims and objectives 

Managing improvement 

 

Taking action to improve performance by acting on the lessons 

from past successes and failures 

Communication: 

The principles and processes of effective 
communication underpin the role of the manager. 

Managers need to be able to communicate 
effectively with a range of people, including team 

members, colleagues, line managers, customers 
and suppliers. It is important that managers are 

able to organise, present and communicate their 

views, ideas and plans according to the needs of 
the people with whom they interact 

Explaining clearly 

 

Presenting ideas, plans and problems in ways that promote 
understanding 

Influencing others 

 

Presenting views and opinions clearly and positively to others, 

resulting in agreement and consensus 

Resolving conflict 

 

Understanding the problems and concerns of others and 
working towards an appropriate resolution 

Listening 

 

Seeking and listening to the views and opinions of others 

Team working: 

Managers achieve organisational aims and 
objectives through the work of other people and in 

particular teams. Setting up and managing effective 

teams, requires managers to inspire and motivate 
all team members, ensuring that everyone 

understands and is able to work towards what the 
team is trying to achieve. 

Building teams 

 

Involving team members in planning and organising their work 

to meet team objectives 

Leading teams 

 

Providing teams with clear understanding of their purpose and 

objectives 

Encouraging team-working 

 

Minimising conflict and problems to enable the team to perform 

Managing diversity Ensuring that all members of the team are able to perform to 
the best of their abilities 
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Leading: 
Managers are leaders of people and need to inspire 

innovation, commitment and enthusiasm in others 
in order to achieve organisational aims and 

objectives. To be effective, managers need to build 

strong working relationships which means providing 
clear guidance and direction, acting as a role model 

and respecting the views and opinions of others.   

Encouraging innovation 

 

Encouraging others to find new and improved methods of 
working and responding to challenges 

Providing guidance 

 

Providing support and advice to others in order to enable the 

achievement of organisational aims and objectives 

Motivating others 

 

Enthusing, and gaining commitment of others to decisions and 
plans 

Building trust and respect 

 

Maintaining confidences and honouring commitments and 

promises made to others 

Personal effectiveness: 

Personal effectiveness enables to achieve results 
and meeting personal and organisational 

objectives. Managers are literally faced with 

hundreds of decisions to make every day: choices 
about how to prioritise activities, how to allocate 

their time and how to allocate their time and how 
to communicate and present their plans and 

opinions to others. An important part of improving 
personal effectiveness is recognising and 

addressing personal development needs 

Acting assertively 

 

Presenting views and opinions clearly and taking responsibility 

for initiating action 

Managing time 

 

Maximising the use of time to achieve aims and objectives 

Developing self 

 

Improving personal performance and skills by recognising 

weaknesses and areas for improvement 

Decision making Obtaining and analysing accurate information on order to make 
effective decisions 

Managing people: 

Managing and developing people is perhaps the 
hardest part of management. Managers must be 

able to agree clear, measurable objectives, manage 
the performance of both individuals and teams and 

provide regular and constructive feedback on their 

performance. Managers must provide timely and 
appropriate support for people, ensuring that they 

possess the right knowledge and skills to achieve 
their objectives 

Setting objectives 

 

Negotiating individual and team objectives which are 

challenging and achievable 

Managing performance 

 

Reviewing individual and team performance to ensure that 

objectives are achieved 

Developing others 

 

Helping others to improve their knowledge and skills in order to 
achieve the objectives 

Providing feedback  

 

Giving individuals and teams constructive feedback designed to 

improve performance 



Appendix 2 

Example Perspectives 360 Individual Report 
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Appendix 3: Specific Skills Results 

 

Country:  Ireland 

Core Skill: Planning 

Specific Skill: Developing Plans 

Developing plans is about prioritising and organising work activities in-line with organisational 

aims and objectives. Developing Plans involves the preparation of detailed plans which are in-
line with organisational aims and objectives, as well as ensuring that the plans are 

appropriately resourced. 

Fig 43 – Sample Distribution by Developing Plans  (All Managers) 

 
Based on the assessment by others, the median score for managers was 64.72 per cent for 

Developing Plans. The lower and upper quartiles were 59.22 per cent and 77.86 per cent – an inter 

quartile range of 18.64 percentage points. The self-assessment scores were 55.67% for the lower 

quartile and 78% for the upper quartile with a median score of 67.00% and an interquartile range of 

22.33 percentage points. 
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Country:  Ireland 

Core Skill: Planning 

Specific Skill: Monitoring performance 

Monitoring performance is about monitoring and reviewing performance against organisational aims 

and objectives 

Fig 44 – Sample Distribution by Monitoring Performance (All Managers) 

 
Monitoring Performance involves checking both the progress and quality of work against plans. There 

was a difference of 22.33 percentage points between the lower and upper quartiles (55.59% and 

77.91%); the median score was 68.21 per cent. The self-assessment scores were lower with lower 

and upper interquartile scores of 44.33% and 67% and a median score of 61.17%. 
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Country:  Ireland 

Core Skill: Planning 

Specific Skill: Focusing on Results 

Focusing upon results is about maintaining a focus on achieving organisational aims and objectives. 

Fig 45 – Sample Distribution by Focusing on Results (All Managers) 

 
Focusing on Results requires managers to regularly review progress and performance, adjusting 

plans as necessary and reminding people of plans and objectives. The median score for this Specific 

Skill was 74.20 per cent. The difference between the lower and upper quartiles (65.07% and 

81.56%) was 16.50 percentage points. The self-assessment scores were higher with lower and upper 

interquartile scores of 66.67% and 78.00% and a median score of 78.00%. 
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Country:  Ireland 

Core Skill: Planning 

Specific Skill: Managing Change 

Managing change is about planning for and implementing change to achieve organisational aims and 

objectives. 

Fig 46 – Sample Distribution by Managing Change (All Managers) 

 

 

This Specific Skill is a measure of a manager’s ability to identify the need for and implement change, 

which has become a key aspect of management. The upper quartile score was 79.91 per cent and 

the lower quartile score was 56.52 per cent - a difference of 23.39 percentage points. The median 

score was 69.84 per cent. The self-assessment scores were higher with lower and upper interquartile 

scores of 66.67% and 78.00% and a median score of 67%. 
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Country:  Ireland 

Core Skill: Planning 

Specific Skill: Managing Improvement 

Managing improvement is about taking action to improve performance by acting on lessons from past 

successes and failures. 

 

Fig 47 – Sample Distribution by Managing Improvement (All Managers) 

 
Managing Improvement involves learning from past mistakes, identifying opportunities for 

improvement and being receptive to new ideas, systems and procedures.  The median score for 

Managing Improvement was 76.56 per cent with an interquartile range (70.44% to 85.27%) of 14.83 

percentage points. The self-assessment scores were mixed with lower and upper interquartile scores 

of 67.00% and 89.00% and a median score of 78.00%. 
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 Country:  Ireland 

Core Skill: Communication 

Specific Skill: Explaining clearly 

Explaining clearly is about presenting ideas, plans and problems in ways that promote understanding. 

Fig 48 – Sample Distribution by Explaining Clearly (All Managers) 

 

 

Explaining clearly involves the need for managers to present complex ideas and plans in a clear and 

logical way. The median score was 65.39 per cent with an inter quartile range of 24.40 percentage 

points (56.19% and 80.58%). The self-assessment scores were mixed with lower and upper inter 

quartile scores of 55.67% and 78.00% and a median score of 67.00%. 
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Country:  Ireland 

Core Skill: Communication 

Specific Skill: Influencing other 

Influencing others is about presenting views and opinions clearly and positively to others, resulting in 

agreement and consensus. 

Fig 49 – Sample Distribution by Influencing Others (All Managers) 

 

 

Management is about influencing others and managers can no longer rely upon their position to 

command respect and authority. Influencing others requires managers to present themselves positively 

to others and to put forward constructive suggestions to achieve results. The median score for 

Influencing Others was 72.33 per cent, but the difference between the lower and upper quartile scores 

(62.78% and 77.86%) was 15.08 percentage points. The self-assessment scores were mixed with 

lower and upper inter quartile scores of 55.67% and 78% and a median score of 67%. 
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Country:  Ireland 

Core Skill: Communication 

Specific Skill: Resolving Conflict 

Resolving conflict is about understanding the problems and concerns of others and working towards an 

appropriate resolution. 

Fig 50 – Sample Distribution by Resolving Conflict (All Managers) 

 

 

Resolving conflict involves listening to the views and opinions of others, identifying possible ways 

forward and gaining agreement or consensus. The median score for Resolving Conflict was 69.21 per 

cent, with an inter quartile range of 16.30 percentage points (58.57% to 74.87%). The self-

assessment lower and upper interquartile scores were 66.67% and 78% and the median score was 

67%. 

 

 



  SME Management Skills in Ireland 

66 | P a g e  
 

 
 

Country:  Ireland 

Core Skill: Communication 

Specific Skill: Listening 

Listening is about seeking and listening to the views and opinions of others 

Fig 51 – Sample Distribution by Listening (All Managers) 

 

 

Listening is an important interpersonal skill for managers. Listening involves giving other people the 

opportunity of expressing their views and opinions, actively listening to people and showing interest in 

their points of view. The median score for Listening was 75.54 per cent, with an inter quartile range of 

21.03 percentage points (64.10% to 85.13%). The self-assessment median score was 78.00% with a 

much larger interquartile range of 22.00 per cent (67% to 89%).  
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Country:  Ireland 

Core Skill: Team working  

Specific Skill: Building Teams 

Building teams is about involving team members in planning and organising their work to meet 

objectives. 

Fig 52 – Sample Distribution by Building Teams (All Managers) 

 
Team-working is a feature of contemporary organisations and it is therefore important that managers 

understand their role in building effective teams. Building teams requires managers to involve team 

members in planning and decision-making activities and to utilise the skills and ideas of team 

members. The median score for Building Teams was 70.42 per cent with upper and lower quartile 

scores of 57.99 and 80.61 per cent respectively – an inter quartile range of 22.63 percentage points. 

The self-assessment median score was 77.67%, with lower and upper quartiles of 66.67% and 

78.00% 
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Country:  Ireland 

Core Skill: Team working  

Specific Skill: Leading Teams 

Leading teams is about providing teams with a clear understanding of their purpose and objectives. 

Fig 53 – Sample Distribution by Leading Teams (All Managers) 

 

 

Leading teams involves providing the team with direction and ensuring that team members 

understand and are committed to the team’s objectives. The difference between the lower and upper 

quartile scores (63.31% and 83.48%) was 20.17 per cent... The median score was 74.20 per cent. 

The self-assessment median score was 78.00%, with lower and upper quartiles of 67.00% and 

89.00%.  
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Country:  Ireland 

Core Skill: Team working  

Specific Skill: Encouraging team working 

Encouraging teamworking is about minimising conflict and problems to enable the team to perform. 

Fig 54 – Sample Distribution by Encouraging Teamworking (All Managers) 

 

 

Encouraging team-working involves managing conflict between team members, solving problems 

which impact upon team performance and encouraging people to work together. The median score 

for Encouraging Team-working was 69.25 per cent with an inter quartile range of 14.89 percentage 

points (59.33% to 74.22%). The self-assessment median score was 72.34%, with lower and upper 

quartiles of 55.67% and 89.00%. 
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Country:  Ireland 

Core Skill: Team working  

Specific Skill: Managing Diversity 

Managing diversity is about ensuring that all members of the team are able to perform to the best of 

their ability 

Fig 55 – Sample Distribution by Managing Diversity (All Managers) 

 
Managing diversity involves supporting all members of the team and ensuring they each perform to 

the best of their ability. Managers scored high in this Specific Skill with a median score of 77.86  per 

cent. The difference between the lower and upper quartile scores (70.52% and 83.08%) produced 

an inter quartile range of 12.57 percentage points. The self-assessment scores were higher. The 

median score was 89.00%, with lower and upper quartiles of 78.00% and 87.25%.  
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Country:  Ireland 

Core Skill: Leading 

Specific Skill: Encouraging Innovation 

Encouraging innovation is about encouraging others to find new and improved methods of working 

and responding to challenges 

 

Fig 56 – Sample Distribution by Encouraging Innovation (All Managers) 

 
 

 

This involves finding practical and creative solutions and responding positively to new ideas from 

others. The median score for Encouraging innovation was 70.47 per cent with an upper quartile score 

of 77.37 per cent and a lower quartile score of 62.92 per cent - an inter quartile range of 14.46 

percentage points. The self-assessment median score was 67.0 per cent, with lower and upper 

quartiles of 66.7 per cent and 89.00 per cent. 
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Country:  Ireland 

Core Skill: Leading 

Specific Skill: Providing Guidance 

Providing guidance is about providing support and advice to others in order to enable the 

achievement of organisational aims and objectives. 

 

Fig 57 – Sample Distribution by Providing Guidance (All Managers) 

 

 

Managers need to be able to provide guidance and advice to others and be available to support team 

members, especially when they are experiencing problems. The median score for Providing Guidance 

was 78.80 per cent with an upper quartile score of 85.30 per cent and a lower quartile score of 72.25 

per cent (an inter quartile range of 13.05 percentage points). The self-assessment scores were 

higher with a median score of 89%, with lower and upper quartiles of 77.75% and 100%.  
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Country:  Ireland 

Core Skill: Leading 

Specific Skill: Motivating Other 

Motivating others is about enthusing and gaining the commitment of others to decisions and plans. 

 

Fig 58 – Sample Distribution by Motivating Others (All Managers) 

 
Motivating others is a key responsibility of managers. It involves gaining the commitment of team 

members to plans and decisions and recognising the achievements and contributions of people by 

providing praise. The lower quartile score for Motivating Others was 60.02 per cent with an upper 

quartile score of 81.64 per cent – an inter quartile range of 21.63 percentage points. The median 

score was 70.50 per cent. The self-assessment median score was 67.00%, with lower and upper 

quartiles of 58.42% and 89.00%.  

 

 

 

 

 

 

 

 

 

 

 

 

Country:  Ireland 

Core Skill: Leading 
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Specific Skill: Building Trust and Respect 

Building trust and respect is about maintaining confidences and honouring commitments and 

promises made to others. 

 

Fig 59 – Sample Distribution by Building Trust and Respect (All Managers) 

 
To be effective, managers need to be trusted and respected by others and this involves being 

honest, respecting confidences and honouring commitments and promises made to others. The 

median score was 84.88 per cent with upper and lower quartile scores of 89.00 per cent and 77.94 

per cent respectively, giving an inter quartile range of 11.06 percentage points. The self-assessment 

median score was 78.00%, with lower and upper quartiles of 78.00% and 89.00%.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Country:  Ireland 
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Core Skill: Personal Effectiveness 

Specific Skill: Acting Assertively  

Acting assertively is about presenting views and opinions clearly and taking responsibility for initiating 

action. 

Fig 60 – Sample Distribution by Acting Assertively (All Managers) 

 

Acting assertively involves managers having the confidence to express their views and opinions, 

saying ‘No’ to unreasonable requests and taking responsibility for making things happen. The median 

score for Acting Assertively was 73.22 per cent with a lower quartile score of 66.69 per cent and an 

upper quartile score of 79.91 per cent (an inter quartile range of 13.02 percentage points). The self-

assessment median score was 77.84%, with lower and upper quartiles of 66.67% and 86.25%. 
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Country:  Ireland 

Core Skill: Personal Effectiveness 

Specific Skill: Managing Time 

Managing time is about maximising the use of time to achieve aims and objectives. 

 

Fig 61 – Sample Distribution by Managing Time (All Managers) 

 

 

An important element of Personal Effectiveness is Managing Time. Managers need to be able to 

regularly meet deadlines and be available to discuss problems and provide advice to team members. 

The median score for Managing Time was 74.09 per cent with an upper quartile score of 82.14 per 

cent and a lower quartile score of 63.43 cent (an inter quartile range of 18.71 percentage points). 

The self-assessment median score was 78.00%, with lower and upper quartiles of 66.67% and 

89.00%. 
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Country:  Ireland 

Core Skill: Personal Effectiveness 

Specific Skill: Developing Self 

Developing self is about improving personal performance and skills by recognising weaknesses and 

areas for improvement. 

 

Fig 62 – Sample Distribution by Developing Self (All Managers) 

 

 

Managers need to be constantly developing their knowledge and skills. Developing Self involves 

recognising personal weaknesses and taking positive action to improve in these areas; it also involves 

being responsive to feedback from others. The median score was 66.76 per cent with an upper 

quartile score of 80.64 per cent and a lower quartile score of only 55.62 per cent (an inter quartile 

range of 25.02 percentage points). The self-assessment median score was 67.00%, with lower and 

upper quartiles of 55.67% and 89.00%. 
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Country:  Ireland 

Core Skill: Personal Effectiveness 

Specific Skill: Decision-making 

Decision-making is about obtaining and analysing accurate information in order to make effective 

decisions. 

Fig 63 – Sample Distribution by Decision Making (All Managers) 

 
Making decisions is an integral part of the responsibility of managers. Effective decision-making 

involves considering the views and opinions of others, making decisions without unnecessary delay 

and then informing others of decisions. The median score was 74.17 per cent with an upper quartile 

score of 81.64 per cent and lower quartile score of 64.13 per cent (an inter quartile range of 17.51 

percentage points). The self-assessment median score was 78.00%, with lower and upper quartiles of 

66.75% and 78.00%. 
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Country:  Ireland 

Core Skill: Managing People  

Specific Skill: Setting Objectives 

Setting objectives is about negotiating individual and team objectives, which are challenging and 

achievable. 

Fig 64 – Sample Distribution by Setting Objectives (All Managers) 

 

 

Negotiating and setting achievable, but challenging objectives for both individuals and teams is an 

important aspect of managing people. The median score for Setting Objectives was 67.26 per cent 

with an inter quartile range of 19.88 percentage points. The lower quartile score was 57.87 per cent 

and the upper quartile score 77.75 per cent. The self-assessment median score was lower with 

67.00%, with lower and upper quartiles of 44.33% and 78%. 
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Country:  Ireland 

Core Skill: Managing People  

Specific Skill: Managing Performance 

Managing performance is about reviewing individual and team performance to ensure that objectives 

are achieved. 

Fig 65 – Sample Distribution by Managing Performance (All Managers) 

 

 

Managing the performance of others is the essence of managing people. To manage performance 

effectively is partially reliant upon people having clear, well-defined objectives against which their 

performance can be judged, and taking appropriate action to address under performance. The 

median score for Managing Performance was 63.88 per cent. The range between the lower and 

upper quartile scores was 23.28 percentage points at 47.21 per cent and 70.49 per cent respectively. 

The self-assessment median score was 66.67%, with lower and upper quartiles of 44.33% and 

75.25%. 
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Country:  Ireland 

Core Skill: Managing People  

Specific Skill: Developing Others 

Developing others is about helping others to improve their knowledge and skills in order to achieve 

their objectives. 

Fig 66 – Sample Distribution by Developing Others (All Managers) 

 

 

The performance of teams and individuals is largely dependent upon people having the necessary 

knowledge, skills and attitude. Developing Others involves regularly reviewing the training and 

development needs of people, taking steps to meet development needs and providing coaching or 

on-the-job training as necessary. Managers achieved the median score for Developing Others of 

64.44% with lower and upper quartile scores of 45.39 per cent and 72.25 per cent respectively – 

with a range of 26.87 percentage points. The self assessment median score was 66.67%, with lower 

and upper quartiles of 44.33% and 78.00%. 

 

 
 
 
 
 
 
 
 
 
 
 
 



  SME Management Skills in Ireland 

82 | P a g e  
 

 

Country:  Ireland 

Core Skill: Managing People  

Specific Skill: Providing Feedback 

Providing feedback is about giving individuals and teams constructive feedback designed to improve 

performance. 

Fig 67 – Sample Distribution by Providing Feedback (All Managers) 

 

Providing Feedback involves giving constructive feedback to people, praising people on the 

achievement of objectives and providing positive feedback to improve team and individual 

performance. The median score for Providing Feedback was 73.78 per cent with lower and upper 

quartiles of 66.69 per cent and 81.56 per cent respectively. The inter quartile range was 14.87 

percentage points. The self-assessment median score was 78.00%, with lower and upper quartiles of 

66.67% and 89.00%. 

 

 

 


