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Abstract 

 

The Blake Mouton Managerial Grid identifies five different leadership styles based on a 

grid: impoverished, country club, produce-or-perish, middle-of-the-road and team 

leaderships. We will explore how the style of the leadership is determined by a manager's 

degree of concern for people or concern for production. The aim of the study is to analyse 

the leadership style of the Hungarian companies on the basis of a questionnaire research. 

There are two important questions of our research. How can we become more effective 

leaders and how can we build a more competitive company in the future? A legitimately 

good leader realises which resources of his company can create a competitive edge in the 

globalized business environment of the 21st century. Are there any good leaders in 

Hungary and competitive firms in the economy? We would like to give an answer to this 

question with our primary research, and we will also prove that the good quality of 

leadership is necessary to increase the production and the efficiency of the firms.   

 

Keywords: change management, leadership, strategy of firms 

 

1. Overview of literature 

 

The past 100 years have not left the management sciences untouched either. The changes 

in the role and character of leadership are just as identifiable as for example the development of 

technology or the sophistication of the consumer needs. Whereas a little over a hundred years ago 

Frederick Winslow Taylor laid the foundations of labour management, the cornerstone of the 

management sciences, by today several management schools and approaches have emerged 

regarding who the good leaders are, which management style the best is and what kind of 

management practice can lead to the realization of the best results. Hundreds of pages couldn’t 

cover and introduce the countless point of views about the effective leadership. This study does 

not aim to show the genesis that the currently dominant and most popular approach was built on. 

It is rather looking for the answer to the question how the people- and team-oriented approach 

has been able to become the most relevant management trend. Resources, money or information 

might be the most important conditions for an enterprise, but we also have to highlight another 

factor that basically represents the most significant value of a company, and this value is the 

people.   

The beginning of the 21
st
 century is about focusing on people and how well we can lead 
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our men or team in order to increase the corporate performance. The human factor has turned into 

congestion on fields like innovation, organizational changes, project management or crisis 

management. The knowledge of people – who help achieving the goals of the company through 

their adequate skills – is incredibly appreciating. Due to their creativity, resourcefulness and 

broad-mindedness, the creative and thinking men are able to solve problems, make new 

alternatives and come up with a wide range of proposals for solution. The team can strengthen the 

human skills, since the teamwork can help broadening the perspective, approaching the problem 

from various angles, multiplying the number of suggestions, so in short the real power of a team 

rests in its problem-solving ability. The most precious value of a person is knowledge, which 

plays a crucial role in competitiveness and improves innovation and the R+D processes. 

Knowledge and information will never become limited resources, in fact, the compilation of our 

existing knowledge and information just keeps growing larger and larger. This is what innovation 

itself is feeding on too.   

Ridderstrale and his co-author wrote in their book published in 2003 that the countries 

were fighting for lands when land was a profitable resource, while today they are going to 

extremes to acquire talented people. Whether we like it or not, the success of every region and 

every organization depends on their ability to attract men who are capable of inducing changes 

(Ridderstrale-Nordstrom, 2003). Gerken confirms this thought. In his opinion the next 

information society will not put money in the centre anymore. There will either be enough 

around, or it is going to be irrelevant because as a result of the increasing interconnectedness 

between consumption and profitable production the management will mostly rely on information 

and the innovative intelligence (Gerken, 1993). 

According to Drucker the source of wealth is something truly human: knowledge. If we 

use our knowledge on a field that we know well, it could enhance productivity (Drucker, 1969). 

In the future those organizations and national economies will be the most successful that 

sufficiently embrace the features of the people-oriented operation, and it is considered to be one 

of the most relevant organizing principle during their decisions. There are many explanations for 

the increased significance of being people-oriented. Gerken claims that in the 21
st
 century a new 

resource will come to be influential, slowly replacing the conventional resources and growing 

into the new world currency. Information, knowledge, imagination, intuition and other human-

related resources are what the companies are competing for (Gerken, 1993). Drucker noted that 

the following competences are especially advantageous in the knowledge-based economies: 

creativity, problem-solving skills, information-sharing ability, enthusiasm, faith in success and 

receptivity to innovation. He reckoned that the person and his/her knowledge and creativity form 

the decisive competence with which the competitive edge can be created (Drucker, 2000). 

 Feurer and his co-authors – while rather following the profitability approach of 

strengthening competitiveness – asserted that the vast majority of the profit reinvested by the 

owners should be money allocated to be spent on people. The return of that investment can 

fundamentally determine the corporate performance, and through that the level of next year’s 

profit (Feurer et al, 1994). It is a well-known saying that what we don’t invest today we will miss 

in the future. The enterprise that withdraws money from the investments into its workforce might 

have to expect difficulties in the future. Because the role of people is becoming more significant 

even in the less knowledge-intensive sectors, none of the enterprises can afford not to spend on 

improving their employees. The improvement of skills becoming essential only in the 

knowledge-intensive sectors is a common misbelief. The advancement of the human capital can 
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be important in every sector where the enterprises aim for development, growth or reaching better 

results.    

Michael Porter – a Harvard University professor – also urges investments into people. 

Porter argues that the national economy does not really inherit a lot of production factors, and 

therefore most of them need to be developed through investments. These days the developed 

factors of production shape the competitive advantages. According to him these factors include 

for example the digital telecommunications infrastructure, the highly trained engineers and 

computer programmers, or the university research institutes of the incredibly sophisticated 

sciences. They are crucial to achieve such higher level competitive edges as the usage of 

differentiated and patented products or production technologies. These factors are rarer, for their 

development requires big and often continuous investments in both the human and physical 

capitals (Porter, 1993).  

The return on the investments in people manifests through the value-creating processes 

becoming more mature, which inherently facilitates the organizational competitiveness and the 

increased profit. In the 1800s David Ricardo already mentioned the power of value-creating 

labour, and he said nothing less than the people and their value-creating work will lead to the 

emergence of competitive edges inherent in the international trade. In his classic work “Principles 

of political economy and taxation”, published in London in 1817, he wrote about mutually 

comparative advantages lying in international trade, through which the countries can find the 

source of wealth and the opportunity to join the international trade in value-creating human 

labour. Among the people-oriented approaches we need to refer to several notable definitions. 

Robert Greenleaf prepared the establishment of the people-oriented school back in the 1930s, and 

pursuant to his theory the primary role of the leader is to serve the company’s interests and to 

subordinate his/her every effort to the organizational interests. Kenneth Blanchard also found a 

connection between the high performing organizations and the people-centred leadership. He 

highlighted with his situational leadership theory that a leader always has to use a management 

style adjusted to a particular person. In John Cotter’s opinion as well, the proximity of the 

leadership is reflected by how consciously the management cares about the feelings and concerns 

of the employees, the appropriate handling of which proves to be a vital factor in cases when the 

organization needs to make changes or react to a crisis.  

Of all the theories of people-oriented leadership, this study focuses on such a matrix that 

assesses the organizations and their management methods in terms of how people-oriented and 

task-oriented they are. Robert Blake and Jane Mouton created the matrix in 1964, basing it 

mainly on Douglas McGregor’s ‘Theory X and Y’. McGregor’s XY theory deals with the 

motivation of the employees and their relationship with the tasks (work), where the theory X 

employees are essentially wary of work and can be best motivated with money, while on the 

other hand the theory Y worker is initiative and can be characterized by a higher level of 

commitment. With relation to the latter type of employees we cannot talk about solely financial 

motivation tools, since there are other factors that become significant to them, like for example 

promotion, personal fulfilment or appreciation.       

Robert R. Blake
1
 was an American management theoretician, born in 1918. In 1940 he 

obtained his B.A. degree in psychology and philosophy from Berea College in the United States. 

In 1941 he obtained his M.A. degree in psychology from the University of Virginia, and then 

                                                           
1
 1918 - 2004 
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shortly after this he married and served in the American army until 1945. Till that point he had to 

put his academic and scientific carrier on hold, and he only returned to his academic profession 

after the end of the Second World War. As a result he received his Ph.D. in psychology from the 

University of Texas in 1947. Between 1947 and 1964 Blake was teaching at the University of 

Texas, but he also lectured at Harvard University and at numerous British Universities too, 

including Oxford and Cambridge. In addition to his university work Blake also offered his help to 

several psychoanalytical studies, such as joining to a special research at the Tavistock Clinic in 

London, and then he got involved in a program of the National Training Laboratories (NTL). He 

originally intended to stay at the NTL for only a short period of time, but in the end he remained 

in contact with the training institute for 10 years. He gained the richest experiences of his entire 

career during these years. He met Herbert Shepard, who was employed by Exxon at the time. In 

the course of their joint work, together they developed and tested many methods and procedures 

for Exxon.  

Jane Srygley Mouton
2
 was born in April 15, 1930 in Port Arthur, Texas. Similarly to 

Blake she was one of the most prestigious management theorists. In 1950 Mouton obtained her 

BSc degree in mathematics then later she returned to the University of Texas and accomplished 

her doctorate (Ph.D.) in 1957. She remained faithful to the University of Texas for a very long 

time, for in the following decades she was holding quite a few positions there. From 1953 till 

1957 she worked as a researcher, between 1957 and 1959 she was a behavioural scientist and a 

lecturer, and between the years of 1959 and 1964 she worked as an assistant professor in the field 

of psychology. From 1961 she held the position of Vice President in Scientific Methods Inc. until 

1981, after which she became President at this firm. Mouton came into contact with Blake during 

her time at the University of Texas, given that she was a student of Blake. The managerial grid 

concept marked by their names started to take shape when both Blake and Mouton was hired by 

Exxon as consultants. Initially their job included the creation of methods and procedures for the 

National Training Laboratories (NTL), which later could be resold to companies. Mouton 

belonged to the small group of women who were given the opportunity to lead a professional 

group at the NTL in the 1950s. Contrary to the NTL’s routine Blake and Mouton rather put the 

management of organizational problems at the centre of their methods, instead of diagnostics, 

hence in this regard they departed from the practices of the NTL. As a consequence eventually 

they had to part ways with the organization, but by then Blake had already patented the concept 

of the managerial grid that he had developed together with Mouton, allowing for everyone to use 

the matrix for education or business purposes in the form of a franchise agreement. Due to the 

concept of the managerial grid – the outcome of the joint work at the NTL – Blake became 

famous, while Mouton was given a leading position at Scientific Methods Inc.  

The theoretical schools dealing with human relationships have substantially altered the 

managerial thinking in the 21
st
 century. The higher significance of the management styles and the 

role of people have easily overshadowed the fact that a manager is primarily responsible for the 

effectiveness of the production. The leader is such an actor of a business organization who on one 

hand deems the realization of the organizational goals important, like for instance making profits 

or enhancing the effectiveness, and on the other hand cares about the workers too, since the 

leader sees clearly that the way to achieve the goals is through the manpower of the company. 

The concern for people and production simultaneously appear in the Blake-Mouton matrix, where 

the shared attention between the subordinates and the production can be rated on a scale from 1 to 

                                                           
2
 1930 - 1987 
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9. On the basis of the two factors we can express every enterprise in a coordinate system, which 

will clearly describe if the task-oriented or the people-oriented approach plays a bigger role in the 

decisions of the management. Naturally in real life an enterprise is not likely to solely embrace 

one or the other characteristics. The figures given by the two coordinates also define the 

leadership style during the activities in a conflict situation. Interestingly, with the help of the 

matrix we can describe five different managerial styles, and all of them can be discovered at the 

enterprises in practice as well. The practical utilization of the matrix derives from the opportunity 

it creates for the leaders to evaluate their leadership styles and to make changes in them if 

necessary. The five leadership styles introduced by the matrix are the followings:  

1. Impoverished Management: concern for results (1-3) concern for people (1-3). In 

this case leadership cannot be considered to be either excessively task-oriented or 

excessively people-oriented. The leader is weak and can only make a little effort to 

motivate and encourage the employees. The goals are not entirely clear either for the 

leader, and he/she struggles to grasp the means with which the co-workers could be 

inspired more effectively. This type of management cannot be sensitive enough for the 

concerns of the people, who might feel abandoned and find it hard to accept the 

decisions of the leaders. As a result of such leadership efforts the employees do not 

have an interest in doing more work, and they do not see their job as something 

meaningful or important. The employees fulfil the expectations, but they only do so 

much that allows them to remain a member of the organization and to earn enough 

salary to make ends meet.  

2. Country Club Management: concern for results (1-3) concern for people (7-9). This 

leadership style shows a high level of focus on people, while the attention towards the 

tasks and production stays low. The leader devotes special attention to the human 

relationships, which is accompanied by a friendly organizational culture, convenient 

work dynamics and a high degree of concern. It is imperative for the leader to look out 

for the needs of the employees, although this diverts the attention from the weaknesses 

of the production processes. The management with a lesser focus on the tasks often 

takes fewer risks too, because they do not undertake additional costs or investments 

that can jeopardize the well-embedded organizational structure. Still, the survival of 

such an organization can be aided by the pleasant organizational culture that might 

multiply the performance of the employees, which will possibly enhance their 

commitment and productivity.   

3. Produce-or-Perish Management: concern for results (7-9) concern for people (1-3). 

This type of leadership is simply called task-management. The human values take a 

back seat for the sake of increasing production efficiency. In the case of the task-

management or task-oriented management the effectiveness of the work processes can 

only be attained if the working conditions, the organizational structure or the 

management decisions themselves reduce the human factors to the minimum. In most 

of the enterprises this can entail a decline in performance, but there are other 

entrepreneurial activities as well where this is the very leadership style that will make 

a project or an idea successful. There can also be a major need for the task-oriented 

management when the organization has to solve a problem urgently within a short 

notice, since in a situation like that reaching the goals overrides every human emotion. 

For example when a crisis occurs during the operation of an organization, the leader 

must take immediate action in order to reach the desired outcome – the end of the 
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crisis – as soon as possible. Under such circumstances there is lesser chance to turn to 

options like authorizing or involving the employees.  

4. Middle-of-the Road Management: concern for results (4-6) concern for people (4-6). 

This kind of leadership endeavours to maintain the harmony of tasks and human 

emotions. The adequate work performance is achievable if we try to create balance 

between the expected performance and the appropriate moral of the workers. In this 

management procedure every corporate activity is attempted to be brought to the same 

level, to which the right corporate culture is sought to be adjusted tightly. This type of 

leadership culture – though it aims for compatibility – is still less effective, since it 

doesn’t reach the maximum effectiveness regarding either task-orientation or people-

orientation. The middle-of-the-road leadership is constantly struggling even with 

itself, and it is always torn between the people-centred decisions and the task-oriented 

procedures.   

5. Team Management: concern for results (7-9) concern for people (7-9). This 

represents the peak of leadership. It covers such leadership characteristics that enable 

the simultaneous achievement of high work performance – and through that the 

fulfilment of the tasks and goals – and the high level of employee satisfaction. The 

true source of work performance is the collective effort of the people. A high level of 

commitment develops in the workers, who then are keen to share their ideas and 

knowledge with each other, and moreover, the individual abilities are made use of in a 

large percentage for the realization of the corporate goals. Aside from the corporate 

goals the common purpose and common interest become important too, which forms a 

mutual dependence, trust and appreciation. The development of the mutual interest 

also enhances the feeling of belonging somewhere, while at the same time the 

employees recognise more and more that they are a crucial part of the organization 

and the work they do for the organization is significant and must not be delayed. Of all 

the leadership styles this one is considered to be the most successful, because it tries to 

pay maximum attention to both dimensions. The team-oriented management 

endeavours to see the real strength of the teamwork, and it doesn’t only manage 

individuals, but it can work together well with the teams as well. Such a leadership is 

able to motivate efficiently not only through individual workers, but it can also keep 

the group together, encourage the people in the teams to aim for a better performance, 

and support the more effective utilization of the group’s problem-solving and creative 

skills. The team leader is capable of handling the problems and conflicts incurring 

within the groups effectually, and tries to set up just and fair rules that are acceptable 

to everyone. On top of that, the establishment of the adequate organizational structure 

improves the work morale, which is realized in the number of successful tasks and 

therefore in the profitability as well.   
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Figure 1: The Blake-Mouton matrix 

 

Source: own compilation (X Axis – concern for results, Y Axis – concern for people) 

 

2. Material and methods
3
 

 

The Blake-Mouton managerial grid is a tried and tested tool for the evaluation of the 

leadership style. Just like the way it is with any other management method, it is also not enough 

to use this model on its own, and therefore it is worth analysing the leadership of an organization 

via other solutions too. With a research project called ‘Bases for organizational competitiveness’
4
 

a survey was launched in 2016 that dealt with the competitive situation of the Hungarian 

enterprises and with the quality of their management. At the beginning of the survey we set 

ourselves the objectives of collecting questionnaires from at least 1,000 enterprises and 

examining the managerial practices of the companies and the changes in their competitiveness. 

The questionnaire contained mostly rating scales and simple closed questions, so that the 

enterprises could complete it more easily and faster. The survey intended to collect 

questionnaires from every region of the country, and this objective has been reached. By the date 

of this study the form has been filled by 875 enterprises, representing the below regions (Figure 

2). 

 

 

 

 

 

                                                           
3
 Information about the research 

4
 SZEVA: ‘SZErvezetek Versenyképességének Alapjai’ 
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Figure 2: The numbers of respondents by regions 

 

 

 

Source: own compilation 

 The questions can be divided into two larger parts. The first section of the questionnaire 

asked questions about the characteristics of the enterprises, examining their general 

competitiveness. Here the entrepreneurs and executives had to assess how their company’s 

efficiency, performance and competitiveness had changed in the past five years. The second half 

of the questionnaire posed questions with regard to the quality of leadership, the change-

management and the strategic thinking of the companies. For reasons of space, it is not possible 

for this study to introduce and evaluate the entire questionnaire, and therefore only the questions 

closely related to the Blake-Mouton managerial matrix and the people-oriented approach will be 

touched upon. During the preparation of the questionnaire both elements of the matrix – concern 

for people and concern for results – were incorporated into the form in order to make the 

responding enterprises presentable on the managerial grid. The 875enterprises filling the 

questionnaire are operating on various fields, yet the trading, construction and industrial 

companies stand out from the sample. We have received roughly similar number of answers from 

the other sectors from throughout the country (Figure 3).  
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Figure 3: The numbers of respondents by regions 

 

 

 

Source: own compilation 

 

 The questionnaire was sent to the enterprises both on paper and electronically. Most of the 

returned questionnaires were on paper, and only occasionally occurred some that could not be 

analysed or were filled incorrectly. The sample consisted of mostly small and medium-sized 

enterprises with fewer than 250 employees, but several large companies also contributed to the 

research. Not just profit-oriented organizations participated in the survey but non-profit ones as 

well, and in addition the questionnaire was returned by a great number of budgetary authorities 

too, of which the cooperation of the Hungarian Defence Forces needs to be highlighted. In terms 

of the legal form of the corporations, the dominant form among the companies in the sample is by 

all means the Ltd., but the limited partnerships and the private limited companies also appeared in 

a high percentage. On the other hand, of the corporations without legal personality the collective 

partnerships and the public benefit purpose entities could hardly be found in the sample. 

Considering that in Hungary the most popular and most common form of enterprise is the limited 

company, the Ltd-majority of the sample does not create a recognisable distortion with respect to 

the results.   
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The examination of the leadership’s quality and style has been the key aspect during our 

work, since in our opinion the primary factor affecting competitiveness is ‘bossonomics’
5
. On top 

of this, the research has helped the analysis of the following hypotheses too:   

H1: We can assume that the vast majority of the Hungarian enterprises use MIDDLE-OF-

THE-ROAD MANAGEMENT, in which the characteristics of concerning for both results and 

people are present, but the leaders of these enterprises do not have outstanding accomplishments 

regarding either of the factors.  

H2: We can assume that the Hungarian enterprises will show huge dispersion – and 

therefore diversity – in connection with the leadership styles, hence we cannot positively state 

that a clearly identifiable leadership style is typical of the Hungarian companies.  

In order to prove the above statements the questionnaire contained two questions about 

being task-oriented or people-oriented. The enterprises had to rate on a scale of 1 to 9 if the 

management of the organization was concerned for results or people. The more important the 

human relationships, the good atmosphere, the feelings of the underlings, the teamwork and the 

satisfaction of the employees were during the decision-making process, the more points were 

given. The respondents had to take the following factors into consideration when evaluating the 

concern for results: quality and deadline of the finished tasks, efficiency, effectiveness, 

performance and returns. The more these factors were preferred by the leaders when making 

decisions and during the operation of the company, the higher the rating of the organization’s 

concern for results had to be. By expressing these two figures in a coordinate system, the Blake-

Mouton grid describes what kind of managerial style the enterprise can be characterized with. 

Almost all the enterprises returning the questionnaire assessed their own task- or people-

orientation. If we add the ratings to a coordinate system we will get the Blake-Mouton leadership 

grid of the 875 enterprises.   

 

3. Results 

 

The managerial grid is also able to show which leadership style is specific to a certain 

enterprise. It has been previously mentioned that one method is not always enough to draw well-

founded conclusions, yet the leadership matrix
6
 can say a great deal about the task-oriented or 

people-centred behaviour and managerial practices of a company. The following picture 

graphically depicts the leadership matrix of an enterprise randomly chosen from the sample, and 

we can see that the company can be characterized by the concern for both the results and the 

people, and although it cannot be precisely classified under any of the five leadership styles, the 

leadership style of the examined company is the closest to the middle-of-the-road management 

(according to the matrix).  

 

 

 

                                                           
5
 Bossonomics = quality of leadership 

6
 grid = matrix  
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Figure 4: The leadership matrix of a company 

 

Source: own compilation (X Axis – concern for results, Y Axis – concern for people)  

 

 One of the biggest flaws of the managerial grid is demonstrated on Figure 4. The concern 

for results was given a rating of 6 by the randomly chosen enterprise, whereas the concern for 

people was deemed to be stronger and received a rating of 7. Due to its concern for people the 

company could have belonged to the group of team management, but because it paid less 

attention to the tasks it couldn’t fall under this leadership category. However, since it treated its 

workers with high relevance, it couldn’t be subject to the middle-of-the-road management 

category either. In this particular case the company (and its management) is able to change its 

leadership style by giving more care to the tasks, and this way it can even apply the team 

management leadership form and put it into practice. The assessment provided by the enterprise 

can be considered interesting, because at the moment it cannot be acutely classified under any of 

the categories, so for the time being the leadership of this company is halfway between the 

categories of team management and middle-of-the-road management.   

 In order to determine the leadership style of the companies participating in the research 

called ‘Bases for organizational competitiveness’, the answers of all the responding companies 

were illustrated in a coordinate system. This clearly shows the level the majority of the 

companies are on regarding their concern for results or for people. We can see on Figure 5 that 

most of the enterprises adopted the team management and middle-of-the-road management 

methods. Although we can find numerous enterprises that can be characterized by the team 

management style, the greater percentage of the companies remains far from the maximum 

figures of the two pillars, which means that in comparison with the entire sample the lesser 

number of the participants rated both factors with a 9. Of all the approached enterprises only 86 

marked both characteristics with the maximum rating, which represents 10% of the statistical 

population. It is also interesting that ten enterprises placed their concerns for both results and 

people to level 3 or even lower, and therefore these companies can be defined with the 

impoverished management style.  
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Figure 5: The Blake and Mouton Leadership Grid of the Hungarian SMEs 

 

 

Source: own compilation (X Axis – concern for results, Y Axis – concern for people) 

 

 

 Taking the ratings given by the enterprises into account, with respect to the two factors 

the grid is shifting to the right. This indicates that the overwhelming majority of the companies 

participating in the research chose the rating of 5 or higher for both factors. Nevertheless, on the 

basis of Figures 5 or 6 we can underline the most significant statement of the study, namely that 

most of the Hungarian companies are rather task-oriented, or in other words they pay more 

attention to the results than to their people. This statement is confirmed by the fact that while 

there are a lot fewer under-five ratings along the X axis symbolizing the concern for results, on 

the Y axis showing the concern for people we can find thickened nodal points under 5 as well. 

The thickness of the nodes depends on how frequently the enterprises picked the ratings 

belonging to the points. Such nodes are for example the X7:Y5, X8:Y6 or the X6:Y6 points, etc. 

From Figure 6 it becomes obvious that the enterprises constituting the sample fall into two larger 

clusters. The first cluster consists of companies that rated their leadership style 5 or higher with 

relation to both their task- and people-oriented actions. Most of these companies either reside in 

the team management category, or their leadership method shows great resemblance to it. The 

other group contains enterprises that described one of the pillars – the concern for results – with a 

rating of 5 or higher, while in the meantime they put their concern for people on a lower level, 

marking it with a rating of 5 or even smaller. These companies undoubtedly deal more with the 

tasks, and their primary – dominant – leadership method is either the middle-of-the-road or the 

produce-or-perish management approach.    
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Figure 6: The Blake and Mouton Leadership Grid of the Hungarian SMEs 

 

 

Source: own compilation (X Axis – concern for results, Y Axis – concern for people) 

 

 Following the assessment of the answers from the enterprises and their display in a 

coordinate system it can be established that:    

- The team management leadership style was typical of 505 enterprises. These companies 

described their concern for results and for people with a rating of at least 7.  

- 81 enterprises of the sample could be characterized by the middle-of-the-road 

management style. This means that they gave a rating between 4 and 6 for both the task-

oriented and people-oriented approaches, and although both factors are important to the 

enterprises, neither of them is standing out significantly. 

- The produce-or-perish management practice was specific to only 27 enterprises out of the 

whole sample. These companies pay an excessive amount of attention to the tasks and 

care little about their employees.   

- There is not a single enterprise in the sample that could be characterized by the country 

club management method. In other words none of the approached 875 enterprises gave a 

high figure (7, 8, or 9) to their concern for people, while at the same time giving low 

figures (1, 2 or 3) to their concern for results.    

- There were only 10 companies in the sample with the impoverished management 

leadership style. They were the companies that did not assess concurrently their concerns 

for results and for people with a rating of higher than 3.  

 

In total, 623 out of the 875 requested enterprises could undoubtedly be classified under 

the five leadership styles defined by Blake and Mouton. However, most of the remaining 252 
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enterprises awarded their concern for results with a higher rating and placed their concern for 

people to a lower level. It is clearly shown by the numbers, as 161 companies out of the 252 

portrayed their concern for results with a rating of 7, 8 or 9, while they gave 4, 5 or 6 points for 

their people-orientation. With such pairs of ratings the enterprises in question couldn’t fall under 

any of the leadership styles, albeit they are companies that prefer the tasks and results during their 

management practice. The following graph illustrates this group in red (its leadership style got 

the name of ‘focus management’
7
).  

 

 

Figure 7: The Blake and Mouton Leadership Grid and leadership styles of the Hungarian SMEs 

 

Source: own compilation (X Axis – concern for results, Y Axis – concern for people) 

 

 

4. Conclusions 

 

During the research called ‘Bases for organizational competitiveness’ several models 

were incorporated into the questionnaire that might help evaluating the leadership methods of the 

enterprises. Accordingly, certain questions were phrased in a way to enable the formation of the 

enterprise-specific SCORES model
8
, some other questions made it possible to generate the Fair 

Process model
9
, while two of the questions collected information from the companies for the 

creation of the Blake-Mouton managerial grid. In the case of the latter two questions the 

enterprises had to assess their own people-orientation, or in other words how much concern they 

                                                           
7
 Named by ourselves 

8
 The SCORES model examines if the conditions for developing an excellently performing organization are met.  

9
 The principles of the Fair Process are meant to introduce the supportive corporate culture.  
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had for their workers, and also their task-orientation, namely that how much they cared about the 

results instead. The significance of the two factors for the management is expressed in the quality 

of the leadership decisions, which exerts its effects in such fields like corporate culture, business 

performance or competitiveness. Although the model is just one of the many applicable 

analysation tools, since it is advisable to work simultaneously with multiple examination 

procedures in order to draw founded conclusions, yet the study has evaluated the enterprises 

solely with the managerial grid. The main reason for that was to prove the practical applicability 

of the model. Still, even after simplifying the methodology it can be asserted that interesting and 

useful findings resulted from the survey.   

Prior to conducting the research the following hypotheses were raised. H1: We can assume 

that the vast majority of the Hungarian enterprises use MIDDLE-OF-THE-ROAD 

MANAGEMENT, in which the characteristics of concerning for both results and people are 

present, but the leaders of these enterprises do not have outstanding accomplishments regarding 

either of the factors.   

The H1 hypothesis has not been proven to be true. On the basis of the enterprises’ 

answers it was clearly established that the companies could be divided into two big categories in 

respect to their concern for results and for people. To some of them both factors are important or 

considerably significant in the course of the management processes, and therefore these 

companies gave a rating of 5 or higher for both characteristics. A decisive number of the 

approached companies – 505 enterprises – defined themselves with the team management 

leadership type, meaning that it was equally imperative for the executives to care for their 

employees and the tasks on a high level. The other large group contained the companies that were 

only task-oriented on a high level, and concerning for the people was less typical of them. These 

companies were also highly represented in the sample. Only 81 of the examined enterprises could 

unmistakably be classed as a company using the middle-of-the-road management method, and in 

light of these figures we cannot consider the H1 hypothesis to be true, which can be considered as 

a surprising result.    

According to the second hypothesis it can be assumed that the Hungarian enterprises will 

show huge dispersion – and therefore diversity – in connection with the leadership styles, hence 

we cannot positively state that a clearly identifiable leadership style is typical of the Hungarian 

companies. The H2 hypothesis has been partially confirmed. Though the companies 

participating in the survey can indeed be portrayed with various leadership styles, the dominant 

style was the team management and the task management, but the middle-of-the-road and the 

produce-or-perish management practices also appeared in the sample. As a conclusion it can be 

established that the answers given by the companies are heavily grouped to the top right corner of 

the matrix, so there is no such scattering as we anticipated at the beginning. This statement is 

reinforced by the fact that the country club management and the impoverished management types 

were almost non-existent among the enterprises returning the questionnaire. The enterprises with 

a leadership style that is not people-oriented or task-oriented enough will definitely have to polish 

their management methods in the future. They either have to pay more attention to their workers 

and take better care of them, or they have to fulfil the tasks better that can increase the 

effectiveness and efficiency of the enterprises. Whichever factor shall we invest in more, these 

characteristics might prove to be crucial to strengthen competitiveness and to achieve future 

successes, and consequently such expenses are capable of generating a return on the investments 

for every enterprise.  
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Figure 8: The way to a better leadership style 

 

Source: own compilation (X Axis – concern for results, Y Axis – concern for people) 
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