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Disability discrimination 

legislation in the UK 

now includes dyslexia, 

and employers have a 

responsibility to make 

reasonable allowances 

for all employees with 

this specific learning 

disability. Dyslexia 

awareness has in-

creased in the last few 

years, and it's impor-

tant for managers to 

understand this learn-

ing difficulty so that 

they can work with peo-

ple with dyslexia effec-

tively.  

Dyslexia Statistics, 

Signs and Symptoms 

Around 10% (1 in 10) 

people have dyslexic 

tendencies, with about 

4% severe and 6% mild 

to moderate problems. 
Dyslexia can affect all 

backgrounds and abili-

ties, from people with 

literacy difficulties to 

people with advanced 

doctorate degrees. 
Most people associate 

dyslexia with reading 

and spelling difficulties, 

however, difficulties in-

clude poor short term 

memory,                 dis-

organisation and poor 

concentration. 
In the UK, dyslexia is 

formally diagnosed by 

an educational psy-

chologist, however a 

simple, non scientific 

test is that specific 

learning difficulties 

may exist if there is a 

large discrepancy be-

tween intellect and 

learning ability. 

At this point you may 

think that dyslexia is a 

bad thing in the work-

place – not so! There 

are many professions 

where dyslexic tenden-

cies are advantageous 

and it would make 

sound business sense 

to actively recruit peo-

ple with dyslexia. 

There are dispropor-

tionately more people 

with dyslexia in for ex-

ample, the architect 

profession, where ar-

tistic creativity and de-

sign are highly valued.  

It is thought that the 

dyslexic brain proc-

esses information in 

the right brain, 

(compared with the 

more usual left brain 
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dominance), and this 

may be reason for the 

distinctive dyslexic 

strengths and talents. 

What You Can Do To 

Assist People With 

Dyslexia in the Work-

place 

Use coloured paper for 

handouts, or coloured 

overlays for reading ma-

terial. Use diagrams or 

pictures instead of 

lengthy written explana-

tions. Use simple, colour 

coded systems for filing 

or organization. Consider 

font size and style e.g. 

comic sans or verdana in 

written communication. 
Encourage use of spell-

checker and thesaurus. 
Consider more advanced 

software such as text 

readers or providing au-

dio versions of informa-

tion. Build on and en-

courage strengths, such 

as creativity and design 

and develop coping 

strategies for weaker ar-

eas, e.g. use mind-maps 

for organising. Above all, 

be patient and suppor-

tive! 
By Lyndsay Swinton 
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Using Frederick Herzberg the-

ory is a simple, structured way 

to motivate your team and in-

crease job satisfaction. By 

considering Herzberg's two 

factor theory, you can work 

out what dis-satisfies your 

team, what motivates them 

and most importantly, what 

you can do to increase job sat-

isfaction.  

Herzberg, an American behav-

ioural scientist, observed that 

people could get very dissatis-

fied about with problems 

about; salary, job security, su-

pervisor behaviour and com-

pany policy. However, if these 

issues were resolved, it did 

not guarantee job satisfaction. 

Herzberg identified job satis-

faction was a result of differ-

ent factors such as achieve-

ment, recognition and growth.  

 

Herzberg called the dis-

satisfiers "hygiene factors" 

because they helped prevent 

dissatisfaction, but in them-

selves would never provide 

real satisfaction. Perhaps you 

have a good salary, in a secure 

job in a company you like, but 

there's something missing. 

You're not dis-satisfied with 

your work, but you're not sat-

isfied either. The key to job 

satisfaction is having one or 

more of the "motivator fac-

t o r s "  p r e s e n t .  

 

To put Frederick Herzberg the-

ory into practice, consider 

thes e  t wo  q u es t i on s ;  

 

1) "Which of these cause me 

irritation or frustration is I 

d o n ' t  h a v e  t h e m ? " 

2) "Which of these when I do 

have them, make me feel ful-

filled and involved in my 

w o r k ? "  

 

Critics consider Herzberg's 

two factor theory to be sim-

plistic - what motivates me 

may be a dissatisfier for some-

one else. For example, in-

creased responsibility for one 

person may be a motivator as 

they can grow and develop in 

their role, allowing them to 

further their career. But to an-

other person, increased re-

sponsibility can be a dis-

satisfier, particularly if pay 

does not reflect the new role 

or if they are over-stretched 

a l r e a d y .  

 

To make use of this criticism, 

you need to consider your 

team as a collection of indi-

viduals, not as a homogeneous 

group with one set of wants 

and needs. Take each individ-

ual and ask the same two 

questions, and by the time 

you've worked through your 

team, you will have a clear 

idea what you need to do to 

increase job satisfaction.  

 

Some factors may be within 

your control, some may not. 

For example, it many not be 

possible to influence company 

holiday policy, but you could 

decide within the team how 

holidays are allocated. Work 

with what you can change and 

highlight those you can't to 

your manager or through the 

company's employee feedback 

m e c h a n i s m s .  

 

Unlike some staff motivation 

theories, Frederick Herzberg 

theory is easy to remember, 

easy to explain and easy to 

use. By considering Herz-

berg's two factor theory, you 

can work out what dis-

satisfies your team, what 

motivates them and most im-

portantly, what you can do 

to increase job satisfaction.  

By Lyndsay Swinton 
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http://www.mftrou.com/frederick-herzberg.html

